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This is the 1997 version of the Tableau de bord (synoptic table), which was first published in
1994. Its purpose is to give a synoptic overview of the main employment policies and labour
market measures in the Member States of the European Union. Its structure is based on the
framework of the follow-up to the Essen council decisions of December 1994.

The only structural modification to last year's Tableau de bord has been to add a new
section providing information on training and other labour market policies in favour of people
with disabilities. This is in line with the Commission Communication of 1996 on equality of
opportunity for people with disabilities and the mainstreaming of disability policy.

As in previous years, the information contained in the Tableau de bord is updated by the
Member States themselves through the European Employment Observatory’s MISEP
network. The sections on vocational training and education and reduction of non-wage
labour costs were prepared by DG XXII and the Taskforce on Statutory Contributions at DG
XXI, respectively, in collaboration with their correspondents in the Member States. The
section on equal opportunities was produced with the help of the responsible unit in DG V.
The coordinating role was played by unit A2 of DG V.

Given the constantly changing situation on the labour market, it is possible to provide only a
snapshot of what is happening at one point in time. Thus, for most of the Member States, the
information contained in the Tableau de bord reflects the situation towards the middle of
1997. The information on France refers to the situation up to May 1997 because substantial
changes have taken place in labour market policy since then, which could not be taken into
account in the present version. More detailed and recent information about labour market
policies in the European Union can be obtained from MISEP publications, such as the
‘Policies’ quarterly bulletin or the Basic Information Reports on each of the Member States;
many of the latter will be revised in the course of 1998. Information about ordering these
publications can be found at the end of the Tableau de bord.

Brussels, November 1997
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1.2.1 Provision of training
1.2.2 Promoting access to training
1.2.3 Recognition of informal training or work experience

1.3 Adapting to change
1.3.1 Skill needs
1.3.2 Orientation of training towards the information society

1.3.3 Industrial change
1.3.4 Transfer of innovation and good practice

1.x Recent measures

Annex to Chapter 1



The main aims of the Member States are to raise the level of
vocational training in accordance with the requirements of
competitive industrial activity and to provide key skills. It is
extremely important that vocational training systems should
be both compatible and flexible in order that they can react to
changing labour market needs and lead to the best possible
employment prospects. High unemployment among youth is
to be combated by raising the level of education and
vocational training for this target group and thus achieving
improved vocational training (B, F, DK, I, P). In addition to
youth, priority support is also given to low-skilled labour
market groups.

The main actors in the design of vocational training are the
state and the social partners.

The strategic objectives are:

- continual adaptation of the contents of vocational training to
working life;

- priority for the development of key skills and foreign
language skills at technical and vocational schools and in
apprenticeship (dual system);

- flexibility in curriculum design and administrative procedures;
- greater autonomy for individual schools;

- promotion of permeability within the various training
segments of the vocational training landscape;

- expansion of Fachhochschulen (specialised higher
education) to provide for continuing training for persons in
employment.

The Medium-Term Plan of Oct. 1995 provides for an expan-
sion of the alternating training system for low-skilled young
people. Better opportunities for the unemployed to participate
in full-time training while retaining their unemployment bene-
fits will increase their prospects of reintegration. The Walloon
Region's joint declaration on revitalising the economy and
promoting employment stipulates that a plan for vocational
training and vocational reintegration will be developed, which
will aim to provide trainees with practical work experience in
enterprises alongside vocational training. The measure will
specifically target risk groups among the unemployed, such
as the difficult to place, disabled workers and young people.
An important objective of the Flemish Agreement on Employ-
ment is to increase efforts in the field of continuing training.
The different training schemes for young people will be co-
ordinated with a view to forming a coherent package of
theoretical and practical elements. Training programmes for
persons in employment (dependent employees and the self-
employed) will be adapted to labour market needs.

Measures are being introduced under the "Vocational Training
Reform Project - flexible structures and modern occupations"
which was launched by the federal government to make the
framework conditions for vocational training easier and more
attractive for enterprises and to accelerate the adaptation of
occupational profiles to structural and technological change.
Another important development is the joint initiative "Training -
Let's be in it" launched by the Federal Labour Office and the
German business communitiy with the aim of boosting the
supply of training places.

_ Development of policies

DK

FIN

Measures concerning young people - persons under 25 years
of age who have not completed a vocational education of a
minimum of 18 months or initial vocational training may only
receive daily allowances until they have been unemployed for
6 months within a 9-month period. Hereafter they will be
offered training. Persons with 2 years' job experience
acquired in a period of 3 years may however choose work
experience instead of training or education. When they have
completed a total of 18 months' work experience or education,
they regain the right to receive daily allowances.

All those in the labour market will have the possibility for adult
and post-school education, so that they can retain their place
in the labour market and ensure a qualified work force for all
areas of working activity. Free access to adult and post-
school education will be introduced and efforts will be targeted
especially at those with low skills.

Criteria and guidelines which will form the basis for the
Second Nat. Vocational Training Programme (Il PNFP) 1997-
1999 are laid down in the framework agreement on vocational
training policy signed in Dec. 1996. Negotiations will be
carried out in the General Council for Vocational Training
(comprising representatives from the public administration,
the social partners and the autonomous communities). The
main aims of || PNFP are: to place greater emphasis on the
functions of and the territorial responsibilities within the
vocational training system and thus to achieve full integration
of the three subordinate systems of specialised vocational
schools, retraining courses and in-company further training
measures; to increase cooperation between enterprises and
work centres; to achieve functional homogeneity between the
vocational qualification systems created on the basis of
collective bargaining and the nat. qualifications system; to pro-
mote first-time recruitments; to improve and guarantee the
quality of training within public vocational training systems
and the transparency of vocational qualifications. These aims
are detailed more precisely in the 1997-2000 Il PNFP.

Employment and training policies are developed around three
axes:

- the integration of young people into working life, in particular
through appenticeships (dual system), and the reintegration of
long-term unemployed into the labour market;

- support for industrial, economic and technological change;

- increasing the employment intensity of growth by reducing
the cost of employment, in particular low-paid employment,
and by developing local services.

The principal objective is to reform the structure of the
education and vocational training system and to raise the
levels of education throughout the system to meet the
requirements of working life.
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policy, including the duration of training and the definition of
key qualifications.

One of the most important aims concerning vocational training | NL [Strategic objectives are:

is to adapt it to labour market needs through the - to increase the participation in training of low-qualified

establishment of a National Body for Vocational Training workers and workers training in SMEs;

Certification. - to improve the transparency of the market for training
provision,
- to stimulate the concept of lifelong learning. A combination
of learning, work experience and work is regarded as a very
effective way to gain and upgrade vocational qualifications.
As a follow-up of the so-called "knowledge-debate", a task
force will promote and realise the concept of lifelong learning;
- to coordinate the training infrastructure and facilities of the
regional training centres, the Employment Service and
sectoral training facilities.

The main objective is to incorporate vocational training in =] Strategic objectives are, in particular:

labour market policy as the foremost instrument against - the gradual increase of access to initial training, leading to a

inactivity and unemployment. The guidelines for the reform of qualification for all young people entering the labour market

the vocational training system are laid out in the "Agreement (including measures in the context of the education system as

on Employment”, signed on 24.9.1996 by the Ministry of well as vocational training linked to the labour market);

Labour, the Ministry of Education and the social partners. The - the development of continuing training and the raising of the

agreement charges all providers of vocational training and qualification level of the work force, in particular, workers who

vocational education (the regions and the labour and are low qualified, employees in SMEs, workers in sectors in

education ministries) with the following tasks: decline and those affected by industrial restructuring

- to identify and establish links between school education and (vocational retraining);

regional vocational training and in-company training; - guaranteeing equality of opportunity by respecting

- to establish standard systems of training and certification compulsory schooling and the conditions for attending the

which are useful for the consolidation of training provisions different levels of education.

and reciprocal recognition of "training credits";

- to establish national models for regular monitoring of training

needs and continuous adaptation of training provisions;

- to implement models to increase the flexibility of training and

to adapt it to individual needs;

- to set up a national financing body for lifelong learning;

- to reform teaching such that greater emphasis is placed on

vocational training.

Objectives are: S The overall objective is to design a system with a high level of

- the proportion of 16-18 year-old age group completing the flexibility, enabling it to respond to the constantly changing

senior educational cycle will increase to at least 90% by the demands of the labour market. Diminishing the gap between

year 2000 and to facilitate this objective, a wider range of academic and vocational programmes in the upper-secondary

options are being provided within the Leaving Certificate school when it comes to future career options is another

structure in addition to increased emphasis being placed on important aim. Subsequently, pupils attending vocational

the vocational orientation of all subjects; education in Sweden are obliged to take academic courses in

- the third-level education institutions will inter alia meet the Swedish, English, Mathematics, Civics, Religion and Natural

priorities for sectoral economic development and develop Science. One distinguishing feature of the Swedish system is

explicit policies for interaction with the economy, covering the that initial vocational education provides general eligibility for

diffusion of knowledge and innovation, the provision of university studies.

opportunities for skills renewal and the establishment of

cooperation arrangements;

- develop vocational education and training systems to ensure

that the work force meets the qualification needs of

competitive industries;

- implement training and employment programmes to provide

more opportunities to reintegrate the unemployed into working

life.

Reference points are set for the development of training UK |In July 1995, the Departments for Education and Employment

were merged into a new single Department. This has brought
a new coherence and effectiveness to education, training and
employment policies. National targets for training and
education attainment have been drawn up by employers and
endorsed by the government. They are measurable targets
outlining challenging attainment levels for young people,
adults and employers. The National Targets were revised in
1995 and raised and expanded to include objectives for
acquiring key competences.
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Responsibility for vocational training policy lies at national
level in most of the Member States. This is where
occupational descriptions and regulations concerning
training - agreed with the social partners in various advisory
committees - are laid down in law. The regions have wider
scope only in the area of general education in vocational
schools and at the upper secondary level (A, D). In some
countries, the standards for initial vocational training are also
set at regional level (A, B, GR, gradually F and E), although
here the regional authorities are also obliged to seek close
agreement with the social partners. The implementation of
vocational training measures is largely the responsibility of
regional and local authorities, chambers, or institutions
established by the social partners.

Responsibility for vocational education in schools is shared
between the Federal Ministry of Education and Cultural Affairs
and the Lander. Responsibility is also shared for
apprenticeships. The Federal Ministry of Economic Affairs
provides the apprenticeship regulations covering enterprises
and defines job profiles and examinations. Suggestions and
statements are made by the Federal Advisory Board on
Apprenticeship on which the social partners sit. The regional
apprenticeship offices, set up in the Chambers of Commerce
in the nine Lander, are in charge of administrative matters and
of supervising in-company training activities. At regional level,
consultation is carried out with the Regional Advisory Board
on Apprenticeship, on which the social partners are also
represented. The BMAGS and the Federal Ministry of
Economic Affairs share the responsibility for that part of the
Vocational Training Act which entitles apprentices to be kept
in the company for a certain period after having passed the
apprenticeship final examination. In the Fachhochschule
sector (specialised higher education), the Federal
Government has relinquished its monopoly on the provision
and maintenance of vocational training.

The implementation of training policy is carried out by
organisations at the community level.

DK

Policy framework and aims are established at national and
sectoral level by trade committees. Vocational training
colleges and their local training committees have
responsibility for the planning and delivery of training.

Vocational training policy in Spain will be set out in the
National Vocational Training Programme (PNFP), which is
being formulated by the General Council for Vocational
Training and will be submitted to the government for approval.
The General Council is made up of representatives of the
public administrations, the social partners and the
autonomous communities. The autonomous communities are
becoming increasingly involved in vocational training policy:
responsibility for retraining measures has already been
transferred to five autonomous communities, while seven
autonomous communities have been given responsibility for
specialised vocational schools. This process of
decentralisation is now to be extended to all the autonomous
communities.

The 1993 Five-Year Plan stipulates that the regions are the
territorial entities with responsibility for vocational training. As
regards training for young people, the state is in the process
of gradually transferring to the regions - within the framework
of agreements - the instruments it has used to implement
such measures. This transfer is to be completed at the latest
by the end of 1998.

Priorities for training vary from region to region according to
local needs. Various providers (educational establishments,
public authorities, employers, social partners, professional
associations and local authorities) are involved in the delivery
of vocational training at local and regional level.

Responsibility for initial vocational training is divided between
two training agencies (dual system): the enterprise and the
vocational school. For initial training in companies, federal law
is in force. The Lander are responsible for schools. The state-
recognised occupations (about 370) are defined according to
labour market needs in close cooperation between federal
and Lander governments and the social partners.

FIN

The quantitative framework for vocational training provision is
set at national level. For young people, the framework also
covers the field and levels of training to be provided. The
framework for the curricula and other matters concerning
qualifications are also set at national level. Curricula are
modular and stipulate objectives to be obtained, leaving the
means of achieving these objectives up to the training
providers. Responsibility for training provided by the labour
market is the responsibility of the regions.

Ownership of state vocational schools is being currently
transferred from national government to the municipalities and
to partners in the private sector with a view to creating local
multidisciplinary training institutions which are able to
participate in local development.

Following the Essen European Council, a Presidential
Committee has been established to propose ways of
improving employment prospects.
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within the ambit of the National Ministry of Education and
Vocational Training. Continuing training policy is implemented
by the National Institute for the Development of Continuing
Training, the professional chambers, the municipal authorities
and private institutions which are approved by the Ministry.

In accordance with Laws No. 2224/94 and 2334/96, NL |Decentralisation is currently a key issue in the Netherlands.

responsibility for a number of functions has been transferred Responsibility for vocational training policy is shared at

to local authorities and consequently to autonomous training national level by government, and the central federations of

centres run by the OAED (National Organisation for Labour employers and employees. Regional training centres are

Market Policy) (employment service), which work in responsible for the implementation of training policy and for

cooperation with local institutions (trade unions, municipal and training provision and are due to take on responsibility for the

local administrations). existing 500 secondary vocational education schools.

Vocational training is essentially decentralised. It is organised | P Responsibility for vocational training policy lies with central

by the regions, which plan and implement their own provisions government and is implemented by the Ministry of Education

in accordance with needs determined by local developments (through the Department for Secondary-School Education,

and employment growth. Under the terms of the Framework DES) and the Ministry of Qualifications and Employment

Law on Vocational Training (Law 845/78), the state is (MQE) (through the IEFP, Institute for Employment and Voca-

responsible for maintaining relations with the European tional Training). The IEFP supervises a regional network of

Commission within the context of administration of the training centres, which it manages directly or jointly, and pro-

Structural Fund, for planning and implementing cross-regional vides technical and financial support for training carried out by

intervention measures and for a few other functions public bodies, cooperatives and the private sector. The

concerning the coordination and standardisation of regional regions are consulted on training policy through regional

processes. The current trend is towards increasing consul-tative councils. Training policy organised in the context

decentralisation with a view to greater autonomy for the of the labour market is the responsibility of the MQE in liaison

regions alongside rights for the state in the area of with other ministries and the representatives of the social

standardised certification of training courses and assessment partners in the Economic and Social Council. The Ministry of

of the effects of vocational training policy at national level. Education is also involved in vocational training through
vocational schools and technical courses within the context of
regular school education. The largely privately run vocational
schools are supported by local authorities, employers'
associations and trade unions, in particular, and are oriented
towards regional needs. The Regional Education Directorates
monitor the content of technical courses provided at
secondary schools.

The Department of Education has responsibility for S National objectives are defined by parliament and the

determining vocational education and training policy for young government whilst the municipalities have total responsibility

people under 18 years of age. Vocational Education for organising and implementing all activities within the public

Committees and the National Training and Employment school system.

Authority (FAS) have specific statutory remits in the delivery Universities have been given greater autonomy.

of vocational education and training. Continuing vocational

training policy and implementation is the responsibility of FAS.

Separate national authorities - CERT and TEAGASC - have

responsibility for training in tourism and agriculture. Vocational

Education Committees, the FAS, CERT and TEGASC are

administered centrally but have training centres throughout

the country.

Vocational training policy (initial and continuing training) falls UK [Vocational training policy is at present defined at national

level and implemented through locally based Training and
Enterprise Councils (TECs) in England and Wales and Local
Enterprise Companies (LECs) in Scotland. There is also a
wide range of private-sector provision, in addition to the
extensive network of publicly funded colleges of further
education, each of which is now independently managed.
Integrated government offices at regional level promote a
coherent approach to training competitiveness and
sustainable economic development.




The role of the social partners in the design of initial
vocational training and continuing training is institutionalised
in all Member States. They are involved through advisory
bodies at the different levels (national, regional and sectoral)
in the legal definition of training contents. In some Member
States, the social partners run their own training
establishments (D, DK, F, I, P) and are thus involved in the
implementation of vocational training and continuing training.
The social partners are also able to actively influence
national, sectoral or company-level training policy through the
formulation of collective agreements. They have an
institutionalised role in the design of school education in S,
where the school authorities must consult the social partners
on important issues.

The social partners play a significant role, especially in the
apprenticeship and adult training sectors. The social partners
have equal representation on the Advisory Board on
Apprenticeship. Occupational profiles are laid down in
agreement with the social partners, who have joint
responsibility. Apprenticeship remuneration and some initial
and continuing training measures are regulated in collective
agreements.

The role of the social partners in training is institutionalised at
federal, regional, sectoral and enterprise levels. Their role at
all levels is to set objectives, plan financing and to implement
and monitor training policies.

The social partners' role in training policy is institutionalised
through committee participation at federal, Lander and
regional level, through works councils at company level and
through collective agreements at sectoral level. Their role at
all levels is advising on:

- the preparation and the implementation of the policy to
ensure quality;

- the content and duration of training;

- the organisation of courses; and

- exam requirements.

Some trade associations and trade unions are also training
providers.

FIN
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The role of the social partners is institutionalised at the
national, sectoral and local levels as well as in the firms
themselves. They are involved in the planning, quality and
practical content of training as well as apprenticeship exams
and qualification needs. Some social partner organisations
also deliver education and training courses for adults.

The social partner organisations at national level are
consulted on training policy as members of the national
General Council for Vocational Training. They also play an
important role in the development and approval of training
plans by enterprises. These plans are supported by public
funds, but managed by the social partners. The relevant
procedures were laid down in the Agreement on Continuing
Vocational Training (1993-1996) and confirmed in the tripartite
agreement on this area. The two agreements were amended
in December 1996 following the enactment of the Second
Agreement on Continuing Vocational Training (valid from
1.1.1997 to 31.12.1997).

The social partners are involved in the development of
vocational training policy at the national, sectoral and
enterprise levels. They manage the organisations which
collect a share of the employer contributions towards
vocational training for young people and persons in
employment.

The the social partners execute their role through committees
and expert bodies. At national level, the Committee for
Educational Planning and the Committee for Labour Market
Training estimate both the qualitative and quantitative long-
term education and training needs.

Curricular as well as structural questions are considered in
education committees covering the 25 different branches of
education which consist of experts, including the social
partners. 130 examination boards comprise members
nominated by the social partners and teacher organisations.
Regional labour market bodies take part in labour market
planning.
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The social partners are represented on national advisory NL [The social partners are actively involved in

councils with responsibility for vocational training policy and defining/maintaining the national qualification structure

vocational training research. They are also represented on the through their representatives in the educational field and

certification committees. In addition, they are involved in the through sectoral bodies. Involvement of the social partners

development and implementation of training and counselling with vocational education is also reflected in collective

programmes when: agreements, which contain provisions related to initial and

- the training courses are innovative; continuing training and training leave.

- cooperation with national and transnational organisations is In order to solve or diminish sectoral labour market problems,

obligatory; a subsidy scheme for sectoral training projects is being

- the trainees are required to contribute to the costs of training. developed. Sectors will receive an amount of max. NLG 7,000
for each unemployed person recruited after having
successfully completed training. Cooperation between the
social partners and the Employment Service is necessary to
this end.

Since 1993, the role of the social partners and the P The social partners share with the government the

arrangements concerning educational policy have been responsibility for implementing the constitutional right to

considerably strengthened. The social partners are vocational training. Their role is institutionalised through

represented on all ESF monitoring commissions and usually representation at national level on the Economic and Social

involved in all policy discussions and decisions concerning Council and the administrative council of the Institute for

vocational training. The social partners have also acquired an Employment and Vocational Training (IEFP) as well as the

important function as direct participants in the following National Education Council. They also develop their own

practical areas of vocational training policy: initial and continuing training programmes for employees. At

- national studies on training needs (industrial and crafts the sectoral level, they participate in the management of the

sector), national network of training centres. A tripartite employment

- the reform of "dual" contracts (training-cum-work contracts and training observatory was set up in February 1993.

and apprenticeships),

- conclusion of agreements at local level in order to deal with

emergency employment situations (crisis areas, territorial

alliances, etc.).

The social partners are involved in the strategic direction of S The social partners have formed sectoral vocational councils

training policy through representation on the boards of na- at the national level in order to follow and provide a

tional employment and training authorities and on industrial contribution to the consideration of the different issues

training committees which direct national policy at industrial concerning vocational education. The partners are also

sector level. The 1992 Regional Technical Colleges Act and represented at the local level. Local school boards are obliged

Dublin Institute of Technology Act provide for, inter alia, repre- to consult the partners on important issues.

sentation of industry, commerce, agriculture and the profes-

sions on the governing bodies of these institutions. The Uni-

versities Act, 1997, provides for the representation of organi-

sations that are representative of employers, trade unions,

agriculture, fisheries, the professions, business and industry

on the governing authority of each university. TEASTAS, the

Irish National Certification Authority, is a body established by

the government to develop, implement, regulate and super-

vise the certification of all non-university third-level education

programmes as well as all further and continuing education

and training programmes. TEASTAS provides a structure for

the formal involvement of business and the social partners

and will ensure that the needs of business and industry for

skilled personnel are met through improved links between

these sectors and education and training providers.

The involvement of the social partners is ensured through UK [Employers are encouraged to take the responsibility for the

professional chambers, the members of which are elected.
The chambers participate in the drafting of training policy and
in its implementation.

training and development of their work force as they are best
placed to determine their business needs. Trade unions are
involved in sectoral working parties to develop standards and
competencies, particularly with Modern Apprenticeships. In
enterprises, the scope of bargaining and consultation varies.
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Enterprises are the main providers of initial vocational training
in all Member States, although some receive state funding to
this end (SMEs, UK). As a rule, such training consists of a
combination of work experience in the firm and theoretical
education in vocational schools. In S, enterprises are also
involved in the provision of practical work experience for
university graduates.

Continuing training for employed workers which is funded by
their employers exists in almost all Member States. It is
provided either in the firm or by private-sector educational
establishments. Private enterprises often provide training
services within the framework of publicly funded vocational
reintegration schemes promoting vocational training for the
unemployed.

The private sector provides vocational training mainly within
the framework of the in-company component of
apprenticeships but also within the system of technical and
vocational schools and the Fachhochschule sector.

All courses taught in Fachhochschulen (specialised higher
education) do, however, receive a federal subsidy, which
covers most of the operating costs.

Continuing vocational training is largely provided by private
institutions, in particular by the social partners (including both
in-company and external further training).

The private sector provides:

- initial training within a dual system;

- continuing training for dependent employees and instructors
(public funding is provided for the latter); and

- facilities for adult education and continuing training for the
unemployed.

The private sector provides initial training for young people
through the dual system. Continuing vocational training is
carried out in an open system with many suppliers
(enterprises, associations, schoaols).

FIN
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The private sector provides initial and continuing training
within an alternance system for employees, young people and
the unemployed.

The P.N.F.P. involves the private sector in line with its aim of
linking vocational training policy to production needs. Experts
from private-sector enterprises are also involved in the
development of qualifications for initial and continuing training.
Private-sector enterprises draw up plans for in-company
training in accordance with the stipulations laid down in the
above-mentioned National Agreement on Continuing Training.

All socioeconomic actors can act as training providers for
continuing training for adults. The private sector participates in
initial and continuing training arrangements for young people,
on an on-and-off-the-job (alternance) or full-time basis. Actors
wishing to participate need only declare their willingness to
the relevant authority. A new law regulating approval for
organisations from the private sector is in preparation.
Training providers will be subject to a probationary period of
three years in order to ensure that they have satisfactory
financial and administrative arrangements and capacities and
that they provide quality services.

The private sector is a provider of both institutional and
apprenticeship training, in accordance with an agreement on
training between municipal authorities and private companies.
The training provided for young and unemployed people
taking part in education can be carried out in vocational
schools or at the workplace.




GR

IRL

through an on-and-off-the-job (alternance) initial training
system and implements training for employees.

The private sector provides training for young people on the NL [The private sector is a provider of training for young people in

basis of an on-and-off-the-job (alternance) dual system and an on-and-off-the-job (alternance) initial training system and of

also for employees. Private-sector training may be financed training for employees.

from the public budget. The private sector also participates in

research and in pilot projects.

Italy's further training system includes both enterprises which P The private sector provides initial training for young people

independently finance and design further training for their through an on-and-off-the-job (alternance) apprenticeship

employees (mainly managers, middle-level managers and system, as well as through vocational, technical and other

technicians) and enterprises which do so with the help of types of schools. Private enterprises also provide continuing

public (national and European) funding. The main source of training for workers. The private sector receives financial and

funding in the latter case is Objective 4 of the ESF. An technical support from the Institute for Employment and

exclusively national order was recently introduced to the same Vocational Training (IEFP) and the Ministry of Education.

end (Circular 174/96 on the application of Article 9, § 3, Law

236/93). The aims of these training initiatives are:

- to adapt skills to the current changes in work organisation,

- to prevent the labour market exclusion of employees with a

low level of education or training.

One of the main problems is that there are only few small and

medium-sized enterprises involved in vocational training, both

as a whole and in particular in the south of Italy.

The private sector provides initial training for young S The private sector provides initial as well as continuing

employees through an on-and-off-the-job (alternance) training. This mainly takes the form of apprenticeship training

apprenticeship system and continuing training for their own for young people and on-and-off-the-job continuing training

employees. courses. Local resource and community development centres
have been developed in some municipalities to stimulate
cooperation between public and private organisers of
education and training. Some larger enterprises have started
in-company vocational education and training at the upper-
secondary level in cooperation with municipal schools.
Upper-secondary schools have been given the possibility of
contracting companies to provide vocational training. A
number of university colleges arrange so-called cooperation
study programmes, offering a combination of academic
studies and work experience in a private enterprise. Various
forms of cooperation at the university level exist within the
framework of "commissioned" education.

The private sector participates in the training of young people UK |Private-sector employers take the lead in implementing

training policy and the Confederation of British Industry sets
the National Targets. TECs/LECs are also led by private-
sector employers at the local level. At the sectoral level, the
employers are well represented inleading industrial bodies
and industrial training bodies. The private sector is also the
principal training provider for: young people through the youth
training scheme, soon to be replaced by national traineeships;
their employees; and training and work experience for
unemployed people through publicly funded programmes. The
government targets funds to develop training in small firms.
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the form of minimum legal requirements governing
traineeships in state-recognised occupations. Standards for
school-based vocational training are laid down in federal state
curricula. Quality is assured through a range of methods: the
chambers hold statutory counselling and supervisory powers
for traineeships and retraining; statutory consumer protection
regulations for distance learning; statutory standards for
continuing training delivered under the Employment
Promotion Act; criteria in legislation at Lander level for the
recognition of continuing training institutions; quality
assurance systems implemented by training providers in
compliance with DIN/ISO 9000; criteria laid down by regional
bodies.

The quality of vocational training is ensured by means of DK |Projects by the national evaluation centre examine different

national requlations on training and by assessment and aspects of education and training quality, including : objective

monitoring bodies made up of representatives of the social factors (e.g. pass rates); organisation and delivery; user

partners, chambers and public institutions. These bodies lay evaluation. Other measures include quality certification for

down standards and are responsible for the recognition of training providers.

qualifications, which are usually uniform at the national level.

In some countries, there is also a monitoring system for

continuous evaluation of training and continuing training (FIN,

NL, GR, S, UK).

The implementation of the international quality standard ISO

9000 constitutes a special system of quality assurance, for

which specific bodies exist in some countries (D, F).

Quality is assured in initial vocational training by continuous E One of the aims of the National Vocational Training

curriculum update carried out in consultation between the Programme (P.N.F.P.) is to guarantee and improve the quality

Federal Ministry of Education and Cultural Affairs, the social of vocational training and to ensure its usefulness to industry

partners and the Lander. Legally set occupational profiles and society. To this end, the human and material resources

define the minimum requirements concerning knowledge and invested in vocational training are being increased with a view

skills. The quality of in-company training is monitored by the to guaranteeing a high-quality system. The system of

apprenticeship offices. An accreditation and quality assurance statistical evaluation is being improved through the use of

body exists for the Fachhochschule sector. databases and the further development of existing statistical

Involvement of the chambers of both sides of industry and the facilities in order that the quality of training may be assessed.

trade unions in the areas of control and monitoring as well as Thus maximum benefit can be gained from investment in

the participation by works councils and youth councils training.

foreseen in constitutional labour law contributes towards the

management of the quality and quantity of training supply.

A range of measures are used to maintain quality, including: F The "Office professionnel de qualification des organismes de

raising the quality of specialised knowledge; placing formation (OPQF)" can assess on training providers, taking

unemployed workers who have completed a training measure; into account the organisation's structure, the views of its

quality certificates for training providers and education clients and the competence of the trainers. AFNOR standards

inspectors; auditing of training providers; vocational have just been introduced or are being prepared to provide

counselling. the framework for the basic definition of a particular
occupation. The certificate of quality assurance (AFAQ) is
compatible with the international quality standard 1SO 9000.
AFAQ invites training organisations to put in place quality
assurance systems to enable them to clarify their procedures
and set up arrangements for ensuring quality. Criteria have
been developed which take into account the target groups,
the objectives to be achieved and the number of jobseekers.
These aim to improve the quality of publicly funded training
and the way it is financed.

Standards for in-company vocational training are laid down in FIN [The contents and objectives for initial training are set at

national level. An evaluation system is being developed by
the National Board of Education which includes self-
assessment, external evaluations and evaluations made
within a specific educational branch.

Adult education has a performance-based examination
system for both initial and continuing education and training.
This system also applies for all apprenticeship schemes.
The overall quality, relevance and effectiveness of education
and training is evaluated in a number of research
programmes. Indicators, such as share of persons who
completed a particular training course now in employment, are
in development.
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Applications from private enterprises for subsidies for training
programmes are assessed on the basis of the following
criteria: relevance of the training for enterprise goals; teaching
materials, methods, content and duration; and availability of
instructors. The quality of the training is improved through
official recognition of the programmes by authorised
organisations. Minimum standards for training providers have
also been established. A national centre for vocational training
has been set up to define - under the responsibility of the
Ministry of Labour - the criteria for the development of
continuing training centres.

NL

Legal provisions and guidelines cover the quality and
organisation of training, responsibility for which is devolved to
the training institutes. In addition to traditional inspection,
external expertise is sought to evaluate how training
institutions manage quality. Trainers traditionally need to
acquire a number of qualifications, defined by the Education
Ministry. These qualification requirements are developed from
the occupational profiles established by educationalists.

The quality of training in Italy must be looked at from two
perspectives:

- The general quality of training, i.e. the value of vocational
training in relation to efforts to combat inactivity and
unemployment and to continually adapt the skills of the active
labour force. The "Agreement on Employment" lays down the
guidelines for improving the overall quality of training in Italy.
- The providers (public decision-makers, educational bodies,
instructors, etc.) and the participants have a variety of quality
requirements, ranging from the way the models are carried
out to the implementation of training methods, and from the
analysis of training needs to the design, administration and
evaluation of intervention measures. The idea of awarding
vocational training providers a "quality guarantee certificate” is
currently being investigated. The responsible bodies are
looking into the possibility of applying the various models
covered by the 1ISO 9000 standard to vocational training.

Quality is maintained through legal provisions and guidelines
which set minimum standards. In particular for initial training,
there are reference frameworks outlining quality criteria. Work
has been started on identifying current needs to regulate the
training market, with a view to introducing a certification
system for vocational training.

A training programme specification standard ensures quality
in training design and covers: objectives; instruction methods
and materials; assessment systems. A national Standards
Committee oversees quality management and policy. There is
also some inspection and certification for external training
procedures.

Measures are being taken to enhance the quality of provision
through an intensive and sustained investment in staff
development at all levels of the education and training
systems, investment in infrastructure, and the promotion of
specific equality measures. Of particular importance is also
the establishment of TEASTAS, the Irish National Certification
Authority responsible for the certification of all non-university
vocational education and training programmes provided in
both the education and training sectors.

The maintenance and improvement of quality rests mainly on
a system of monitoring and evaluating the education system.
The national agencies and the local authorities, as well as the
schools themselves, are important players in this respect.

The principle of "total quality" has been adopted for vocational
training. Some training courses, in particular in the area of
welding, adhere to ISO norms. New methods of training are
under review, in particular with regard to training courses
leading to key qualifications. Quality criteria are being defined
by the Ministry of Education and Training in cooperation with
the relevant vocational chambers.

UK

Providers of training for government programmes have to be
approved and are monitored by TECs in terms of quality and
financial contracts. The UK approach is characterised by a
focus on outputs. There has been considerable effort to
develop standards of competence which are reflected in
vocational qualifications. Increased efforts are being made by
the government to raise the standards and quality of training
with the introduction of new Self Assessment Framework and
External Inspection regimes for training providers.
Increasingly, training for young people is geared to achieving
qualifications, or credits towards them. Contracts for publicly
funded provision contain specifications which assure that the
process is of high quality and consistently leads to
achievement of a qualification. There is, however, ring-fenced
provision for those with special training needs.
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The improvement of employment opportunities for women is
dealt with in different ways in the different Member States.
Priority measures concern reintegration of women after
career interruptions based on special information schemes
(B, D, IRL) and targeted use of publicly funded continuing
training (A, B, DK, E, F, I, IRL, L, NL, UK). Specific support
for working women with children is provided in some
countries (B, GR, IRL).

Further-reaching legal stipulations, e.g. an obligation on
enterprises to promote equal opportunities and positive
discrimination, exist in F, FIN and S. Support is also provided
to improve the access of women to traditionally male-
dominated occupations, for example in B, E, P.

Measures to promote equal opportunities include a one-year
vocational education and training programme for adult women.

The Employment Service runs special training schemes to
train women returning to work, for example employment

foundations and employment projects leading to qualifications.

In the National Vocational Training Programme, priority is
given to women returning to the labour market after a long
absence, to disadvantaged persons with extreme difficulties
reintegrating into the labour market, to young people without a
vocational qualification, to the long-term unemployed and,
expecially, to the disabled. These groups are also given
priority in the "Plan for Training and Continuing Training",
which focuses on the unemployed. This plan applies the
principle of equality in the selection of trainees. Support is
provided or mesasures within the education system to
facilitate the access of girls to traditionally male-dominated
occupations.

Equal opportunities are promoted through positive action for
women, including: information and advice; training in non-
traditional occupations; and support for women with children.

Business training plans must indicate action being taken to
promote equal opportunities. There is also modular training
provision for women returning to the labour market. Pilot
training projects, financed in part by the state, are currently
being carried out to examine ways of diversifying employment
for women.

Equal opportunities measures include support for women with
low qualifications and advice and guidance to reintegrate
them into working life after a long absence from the labour
market. In addition, support may be provided for the care of
family members of women wishing to return to work.

FIN

Equal opportunities are supported by means of positive
discrimination in the general selection procedure.
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IRL

Equal opportunities are promoted through increased support
for women with children or other responsibilities. Training is
also provided for people with disabilities.

NL

Along with specific help directed at qualifying women for the
labour market, educational policy also aims at equal
opportunities within the initial education and training system.
The policy on equal opportunities is not restricted to gender
issues, but is also directed at opportunities for disadvantaged
target groups such as migrants, the handicapped and people
with insufficient qualifications.

Training for women can be divided into the following
categories:

- "non-discriminatory" vocational training, the aim being equal
participation by women in training courses provided by the
Ministry of Labour and the regions;

- vocational training tailored specifically to women and their
particular needs and employment/reemployment prospects.
Law 125/91 provides for the definition of a minimum standard
of equal opportunities in ESF vocational training projects
which are cofinanced by the regions.

The action plan developed within the NOW programme (EU)
also gives substantial consideration to gender differences; the
Leonardo programme does so to a lesser extent and only for
particularly innovative projects. Although equal opportunities
have become more widespread, there is room for necessary
improvements, especially as regards the formulation of spe-
cific proposals concerning content, types of management and
employment opportunities through vocational training for
women.

Training measures target young and adult women to assist
their personal and vocational development. Activities include:
basic vocational training and education; training in
management and new employment fields; training in
traditional crafts; and training for women in traditional and
male-dominated occupations.

Positive action measures, in particular advice and retraining
programmes, are provided to help women reintegrate into the
labour market after a long period of absence. These
measures are included in the Operational Programme for
Human Resources 1994-1999. Two programmes of action
have been introduced in the education sector, targeted at
supporting Women's Education Groups and providing child-
care support for participants on second-chance education and
training programmes, particularly the Youthreach programme
(early school leavers) and VTOS (long-term unemployed).
Participation in EU pilot programmes and initiatives has also
promoted equality of opportunity for women. A key objective
of public policy is to maximise access to suitable programmes
for persons who wish or need to update their occupational
skills and to continue their personal development, irrespective
of their educational and training attainments. Existing provi-
sion within the education sector includes general and continu-
ing education and training and second-chance education, in-
cluding the Vocational Training Opportunities scheme, Youth-
reach and the Adult Literacy Community Education scheme.

The government has presented a bill aiming to improve equal
opportunities within the entire field of education. The bill sets
a number of goals, with the overall objective that gender
equality should permeate all aspects of education.

Public training provision seeks to help women to reintegrate
into the labour market after a long period of absence.

UK

TECs and LECs are required to implement an equal
opportunities strategy across their activities. This includes
choosing one performance target within youth training
programmes and one for adult training programmes in terms
of participation and outcomes either for people with
disabilities, ethnic minority groups or by gender (either men or
women). There is provision within TEC programmes for the
benefit of women, ethnic minorities, people with disabilities,
older workers and offenders. People with severe disabilities
are trained at 15 centrally funded residential colleges. There
is also funding for the extra cost of customised local training
as an alternative to residential provision.
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1.2.1

provided for adults with few qualifications. There is also: in-
school continuing training for trade and technical specialisms;
advanced and further training for employees; training
measures for unemployed people; and support from public
funds for training in SMEs.

In the area of continuing training, special priority is given to DK [Basic or advanced education and training is provided for

the (re)integration of low-skilled workers. All the Member adults, along with open education courses (part-time further,
States have schemes seeking to furnish the unemployed and general and vocational education); public training provision for
other target groups with qualifications. In addition to skilled and semi-skilled workers; enterprise-oriented courses
continuing training for all categories of the employed, there is to meet specific business needs; training provisions for

also special support to promote continuing training in SMEs unemployed people; self-employment support programmes.
(B, D, F, IRL, UK).

In almost all countries, general education is provided and

financed alongside initial training by public institutions.

Initial vocational training is the basis of lifelong learning. A E Individuals already integrated into working life can benefit
broad range of training programmes are available to adults. from initial vocational training as well as vocational training,
Both social partners have established their own continuing which are aimed both at unemployed people and those
training institutions. Collective agreements and company already employed in enterprises. The training courses
promotion arrangements encourage the uptake of continuing available are listed in a catalogue of professional diplomas
training opportunities. There is a large number of training which can be acquired within the education system and in a
providers: private and public-sector agencies and institutions directory of professional qualifications compiled by the

run by the social partners. Ministry of Labour. In addition to training provided under the
Special support for measures for the long-term unemployed, National Accord for Continuing Vocational Training (Dec.
disabled persons and those disadvantaged in the labour 1996) by the public authorities, other informal training is also
market. available.

In the "second-chance" education and training sector (courses

for persons in employment), instruction and examinations

have been adapted to suit the needs of adults. A special code

of instruction is used for adult education in vocational courses

for persons in employment; distance-learning elements are

used in the curricula.

Basic education and initial training programmes for adults; F Continuing training schemes for employees and unemployed
adult education with an emphasis on personal development; people; basic education and training for low-skilled adults;
training for social advancement (evening and weekend education for social and cultural advancement; training for
courses, general education and vocational training); training workers in SMEs.

courses for dependent employees, the unemployed and the

self-employed; support for training measures in SMEs.

Continuing training and general education measures are FIN |[initial, adult and labour market training is mainly provided by

vocational institutes and universities. A second chance for
basic vocational education is provided both through the
institution-based programmes as well as through competence-
based approaches. Short courses are provided on a large
scale by different actors. Almost half of Finland's employees
take part in training activities every year. A system of
language tests has been established on the basis of the Act
on Public Language Examinations (1994) to promote the
linguistic skills of adults. Adult education systems are
designed to take prior learning into account. The competence-
based examination system has been devised to also make full
use of prior work experience and informal learning.
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term unemployed people with no professional qualifications;
jobseekers wishing to return to the labour market or change
jobs; jobseekers with professional qualification who have
difficulties in finding a job in line with their skills and
expectations.

General and vocational further education for adults: for NL [The provision of adult education is divided between publicly

employees, to improve their career prospects; for low-skilled funded and commercial educational services. A distinction is

employees; and for the unemployed. The training levy on made between "second chance education and training"

employers has been fixed at 0.45% of the wage bill. (disadvantaged target groups), training for the (long-term)
unemployed and training of the active labour force, and adult
education for personal development. Government policy is
directed at increasing transparency of the market of publicly
and privately funded educational services for adults.

1. TRAINING PROGRAMMES P Basic and secondary-school education for adults is provided
by the Ministry of Education. Vocational training for both the
employed and unemployed and manager training for SMEs
and cooperatives are provided by the IEFP.

Training measures exist for: basic adult education; training of S Training programmes for employed and unemployed people

employees, in particular, those affected by industrial change; are provided by different training units. Education for adults is

low-qualified employees; workers in SMEs; employees in new provided by the municipalities covering compulsory and upper-
industries locating in Ireland; managers; unemployed people; secondary level, universities and university colleges, as well
and training for self-employment. The FAS Training Support as the industrial and the commercial sector.

Scheme (TSS) is designed to increase and improve training

within Irish Business and it is aimed at improving the skills of

existing employees at all levels in order to increase

competitiveness, quality and productivity. TSS is open to

firms engaged in manufacturing industry, internationally

trading services (including non-manufacturing construction

firms trading internationally), physical distribution, and in the

wholesale, retail and motor sectors. The training need must

be clearly identified and linked to a business plan or strategy

within the firm's development and training plan framework.

Training grants are targeted at smaller firms and priority is

given to training pro-grammes where formally recognised

certification exists.

There are training programmes (basic education) for long- UK |[Cf. 1.x: Resent measures.

Employers are encouraged to develop their employees
voluntarily: the Investors in People Standard sets the
benchmark. There is extensive provision for training and
vocational education for young people and adults, including
the unemployed. This covers vocational skills, enterprise
training and basic skills, through both traditional courses and
open and flexible learning. The Small Firms Training Loans
Scheme provides deferred repayment loans to help firms of
up to 50 employees to improve their employees' skills in order
to increase productivity and growth. Loans can be used for
training costs or for consultancy advice on training matters.
Assistance is available to small firms through TECs to meet
skills, training and development needs.
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1.2.2

Access to continuing training is subject to very different
regulations in the different Member States. It is usually
regulated via collective agreements for employees, with the
social partners laying down the duration and remuneration of
training leave. There is a standard legal basis for this in S an
FIN.

Access to continuing training is facilitated through support
provided within the framework of labour market policy,
especially for persons threatened by unemployment or who
have a reduced capacity to work. In-company continuing
training measures are supported in some companies.
Unemployed workers and other target groups in continuing
training have a legal right to financial support from the
employment service, which may be provided in the form of
loans. In addition, tax concessions are a further incentive to
participate in continuing training activities.

All in all, there are large differences between the Member
States - but also between sectors and age groups - as
regards the participation of employed workers and other
target groups in continuing training.

In the interest of providing a choice of vocational training,
vocational counselling and information services are available
in cooperation between school officials and the Employment
Service during compulsory education. Access to public-sector
schools and higher education institutions is usually free,
including courses for persons in employment. Fees must only
be paid for third-level programmes and courses. Cash
benefits are provided to cover vital needs for unemployed
persons in a retraining programme. Short-term assistance is
available to employees seeking further qualifications via the
"second-chance" route. Some companies finance continuing
training for their employees.

The object of paid training leave is to provide workers with an
opportunity to participate in general educational or vocational
training schemes. The costs to the employer are covered (in
total or in part) from public funds. Tax relief is granted for
individual training expenses, and benefits and supplements
are available to unemployed persons undergoing training.
There are also measures to promote training for "risk groups":
disabled workers, workers threatened by unemployment, long-
term unemployed and older workers. Employers who recruit
workers requiring training benefit from reduced social security
contributions.

There is a training levy on employers of 0.15% of the wage bill
(1993/94). The Brussels Region also provides grants for up to
12 months to employers recruiting unemployed people who
face particular difficulties in finding a job.

Ten Lander have educational leave laws implemented through
collective agreements. Most provide 5 days per year. Federal
and Lander grants are available for investments in training
facilities and for individuals. Special "target groups" for
training support are: the long-term unemployed; older
workers; younger workers; and workers in SMEs. Payments
are also made to unemployed people in training.

E

FIN
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There is free access to many continuing training courses and
programmes. Up to 1 year's leave for approved adult
education or vocational training courses can be provided,
during which trainees receive unemployment benefits (which
can be supplemented by the employer). Adult employees with
low educational attainment can take part in general and
vocational education courses during working hours. Training
is provided for "risk groups" - people with disabilities and
ethnic minorities. Financial support for unemployed people
whilst training.

Access to initial training is ensured through the provision of
information to those seeking training and through the growing
number of training centres. The majority of secondary
education institutes also provide vocational training. Access to
continuing training is also guaranteed through collective
agreements. To promote and stimulate these agreements, the
Second National Agreement on Continuing Training in
enterprises, signed in 1996, provides for cofinancing from
public funds of the costs of training plans in enterprises or
joint training plans (involving several enterprises) for SMEs
with less than 100 people. The link between initial and
continuing training is ensured by the connection between the
diplomas for initial training and the certificates for adults
participating in training at different stages throughout their
working life. Under certain conditions of collective
agreements, workers can also have the right to training leave
for vocational education.

Firms are required to indicate their training priorities (as
determined by their needs) and to identify the measures they
have planned for low-skilled workers. The government
encourages enterprises to provide training for the low skilled
and for older workers threatened by unemployment.
Enterprises contribute 0.2% of their annual gross wage bill to
the fund for financing training leave. The duration of training
leave and its funding arrangements are legally regulated and
vary from sector to sector. Publicly funded training
programmes are also provided for jobseekers.

Legal rights to study leave for employees were introduced in
the 1980s. The adult study support system assists adults
participating in education on their own initiative. Employers
finance self-motivated vocational education for adult
employees through a fund administered by the social
partners. The unemployment assistance fund is unsed to
finance employment-related training. A new experimental
system to improve the long-term unemployed's access to
training is being launched. In the new system, the
unemployed can participate in all types of long-term
vocational training without losing their unemployment benefit.
A further increase for basic and further training was
implemented by the government during 1994 in response to
youth unemployment. This resulted in additional access to
training for almost half of the age cohort.
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leave for training to further the interests of the enterprise.
Negotiations are under way at national level on regulating
access and exercising the right to training. Priority groups for
public training measures include the long-term unemployed,
people with disabilities and workers affected by industrial
change. Financial support is provided to unemployed people
in training.

Access to training is regulated on the basis of an agreement NL [Training leave is implemented through collective agreements.

between the employer and the employee. Many vocational On average 1 to 3 days per year are granted, but in

training programmes are free of charge and training exceptional cases leave can be for between 8 and 10 days.

allowances are also provided. Special target groups for Priority groups for publicly funded training measures are low-

training include: people with disabilities, ethnic minorities and skilled workers; long-term unemployed people; ethnic

the low skilled. Training programmes are currently being minorities; people with disabilities; and workers in small and

developed in traditional occupations (handicrafts, silversmiths, medium-sized enterprises. Grants are available for

etc.) which lead to employment. Tax concessions are unemployed people whilst training. In order to stimulate

available for training leading to certain qualifications. (unpaid) leave for training, care or other reasons, a subsidy

Employers pay a training levy amounting to 0.45% of the scheme for employees is under consideration by the

wage bill, which is refunded when they organise approved government.

training programmes. Further cooperation with the social

partners is to result in access to continuing training

throughout working life.

Persons in receipt of benefits from the Wage Compensation P Access to vocational training is a constitutional right. The

Fund or of mobility allowances may participate in retraining legislation in force provides for training grants for workers,

courses. The aim is to reintegrate the unemployed or to while unpaid training leave for training courses is provided

provide them with skills enabling them to enter self- within the framework of the social dialogue. Technical and

employment. financial aid (in the form of loans or grants) is provided to
public and private training providers for training materials and

1. PROJECTS FINANCED BY VIRTUE OF LAW 236/93 equipment. Allowances are paid to unemployed people in
training. Priority groups for public training programmes are:
low-qualified workers, in particular those in SMEs, people with
disabilities, the long-term unemployed, ethnic minorities and
workers affected by industrial change. The aim is to facilitate
the integration of vocational training objectives into the
strategic human ressources plans established by the
enterprises.

There is a levy/grant system for some sectors of industry S Access is promoted through legal rights to educational leave

which involves a net payment of 0.1 % of payroll to FAS. for the individual as well as a state-funded system of financial

Where a firm carries out satisfactory training to meet its own aid to students. This system applies to all types of education

needs, refunds are given. for people between 20 and 45 years of age.

Priority groups for publicly funded programmes are long-term In order to facilitate access to higher education, experiments

unemployed people and people with disabilities. Payments are currently being carried out to offer higher education using

are made to unemployed people in training. new technology, i.e. interactive video.

To encourage individuals to keep their skills and knowledge

up to date, the White Paper on Human Resources

Development has introduced a training tax allowance. This

applies to approved training and development courses leading

to a recognised qualification.

Some sectoral collective agreements provide for paid special UK [The University for Industry will open up access to learning in

the home, the workplace and the community through the use
of new technologies. Its cornerstone will be a new national
telephone helpline, "Learning Direct", which will help users to
access information on learning and support issues such as
paying for learning and child care. Access to training and to
paid training leave are matters for agreement between
employers and employees. Tax relief and subsidised loans
are available to individuals paying for training leading to
national vocational qualifications.

The Investors in People initiative promotes the integration of
training and development into company business plans and
objectives. Allowances are paid to unemployed people whilst
training. Those eligible for public training programmes include
long-term unemployed people; people with disabilities; ethnic
minorities; people affected by redundancy; and labour market
returners.
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validated by the state. However, work experience is a
statutory prerequisite for:

- participation in the external examination scheme;

- the acquisition of continuing training qualifications.

In all other cases, the definition, recognition and the account
taken of work experience is left to the labour market.

Informally acquired vocational training and experience are DK |Vocational Training for Adults (VTA) provides possibilities in
recognised in many Member States. In some countries (e.g. nearly all vocational training courses to complete a vocational
DK, F, GR, L, UK), certificates are awarded when certain education with full recognition of training and work experience.
standards have been met or when a formal qualification may
be proven on the basis of work experience. Certification is still
in the development stage in some countries (IRL, NL), i.e.
clear standards for recognition have yet to be laid down by
the vocational training authorities.
People who have not spent the usual time at school or in = Basic vocational education is part of secondary-level
apprenticeship can enter for the final apprenticeship schooling between the ages of 12 and 16 and part of the
examination if they are at least 20 and can submit evidence "bachillerato" (16-18). Vocational education is also offered as
that the knowledge and skills required have been acquired in part of post-compulsory "middle-level" (16-18) and "higher-
another way (work experience in a relevant field or attendance level" (18-20) education. It is provided on a modular basis,
at relevant courses). with duration varying with the occupation concerned. Those
Persons with an upper-secondary vocational qualification who over the age limit can obtain access to the relevant level by
have completed three years of work experience are entitled to taking an entry examination.
use the title "Ingenieur"; after three further years of work Workers who have completed training under a training
experience they can take an examination to qualify for the contract and passed the required examinations may apply to
corresponding college diploma. the authorities for a certificate confirming the fact that they
Access to the master craftsman qualification or the certificate have work experience, which they can use later on the labour
of occupational competence (necessary for self-employment market.
and business start-ups) generally presupposes that the
candidate has gathered relevant work experience.
F New methods of recognition for informally acquired knowledge
or experience fall into four categories:
- the individual right to skills assessment (bilan de
compétences), enabling all persons in employment to obtain
information concerning their abilities and potentials;
- the possibility to acquire many of the national qualifications
as an "external candidate" in circumvention of the usual
academic route;
- recognition of professional experience, enabling partial
access to existing qualifications. Thus, persons who have
worked for a minimum of 5 years can have their professional
experience taken into account in order to satisfy some of the
knowledge and skills requirements for certain qualifications;
- sector-related recognition.
Informal work experience is not generally recognised or FIN
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A working group in the Greek Ministry of Education is NL [The decentralised and open character of the national

investigating the question of recognition and certification for qualification structure provides for a bottom-up definition of

informal training or work experience. The target groups of the attainment targets by sectoral social partners and

schools for continuing vocational training (founded in 1968) educationalists, resulting in a qualification structure applicable

are a) employed adults and b) persons augmenting their to any learning route leading up to these attainment targets.

training with additional specialisations. Informal training and The government urges schools and national bodies to develop

practical work experience may be certified under certain assessment procedures in pilot projects regarding the

conditions in the case of legally recognised occupations. recognition of informal training or work experience, which are
to be mainstreamed in their regular practice.

The "Agreement on Employment" foresees the development P An academic and vocational qualification system is being

of a system for recognising "training credits", regardless of implemented which incorporates the recognition of skills and

their source, and stipulates that a system be established for experience gained outside the formal education and training

the recognition of formally and informally acquired work system.

experience. It is essential that the effects of skill recognition

are not only considered from the point of view of reintegrating

workers into the further training system, but also as regards

the recognition of acquired skills in order to be able to

determine appropriate wage levels. Experiments have been

started with the recognition of work experience and informal

vocational training, especially within the framework of the

Leonardo programme and a national programme implemented

by ISFOL and co-financed by the ESF which is to define

training standards at national level.

The National Education and Training Certification Authority - S

TEASTAS - which was established in 1995, will be

responsible for the establishment, direction, supervision and

regulation of a national qualifications framework. The

recognition of informal training and/or work experience will be

considered by the Authority. FAS has utilised APL

(Accreditation of Prior Learning) in respect of training in a

number of pilot areas.

Informal training and work experience are validated by the UK [National Vocational Qualifications (NVQs) and their Scottish

Ministry of Education and Training in consultation with the
relevant vocational chambers. Validation is carried out by the
Ministry of Labour and Training where it concerns the
application of the minimum wage.

equivalents (SVQs) describe the standards required for an
individual to become competent in an occupation, but not the
route. They allow for the recognition of competence
developed informally through experience gained in the work-
place. Candidates must provide evidence that they meet the
standards (which are set by employers) defined in the
qualification. Competence may be demonstrated by written or
oral evidence. Previously acquired achievements are
recognized through Accreditation of Prior Learning. A
candidate for such recognition is required to register with an
approved NVQ centre, normally an employer or a college.
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Government and the training authorities analysing training
behaviour, qualification profiles and labour conditions. Other
forecasts are commissioned examining demographic changes
and labour needs.

Regular studies on trends regarding skill needs are carried DK |[Trade and branch committees study training and qualification

out in the Member States. National research programmes needs through qualification analysis and on the basis of close

initiated and financed by the state and the social partners contact with companies on training and skill needs.

provide analyses of training needs which are then to be

incorporated in the planning of training content. These usually

long-term analyses and recommendations from expert

commissions contrast with the Swedish model, which is

seeking to set up an observation system which reacts directly

to changes in labour market requirements. National surveys

are augmented in some Member States by regional or local

studies (e.g. A, F, GR, I, UK) and skills analyses by

employers (F, P, UK).

Future skills and training needs are identified on the basis ofa | E A system of skill needs analysis has been introduced which

series of studies carried out on the initiative of the social includes sectoral studies to examine the characteristics of

partners within the framework of the Advisory Council on production processes and the changes in occupations. On the

Economic and Social Affairs. Constant communication basis of these studies, training provision is revised.

between representatives of the two sides of industry makes it Jobseekers pass a vocational skills test which shows the level

possible to update the knowledge and skills necessary for of their skills and their training needs in the light of the type of

working life. work which is available and the vacancies offered in

Qualification needs surveys are also carried out by the enterprises. Both the Framework Agreement on Vocational

Federal Ministry of Employment, Health and Social Affairs, Training Policy and the Second National Vocational Training

the Employment Service and at regional level. Programme provide for the establishment of a National

Formal surveys of skill needs are carried out on an ongoing Institute for Vocational Certification as a technical component

basis. of the Vocational Training Council. The functions of the
Institute will be to set up decentralised observatories for skill
developments - in cooperation with the social partners - and
to compile a database on qualification trends.

Skill needs research undertaken by the Labour Ministries of F Studies of skill needs are undertaken (and cofinanced by the

the two language communities includes analysis of vacancies government) in sectors identified in consultation with the

and programme take-up and study commissions on specific social partners. These focus on future economic

labour market and training issues. developments and their impact on skill needs. A network of
regional employment and training observatories also provide
statistical information on training activities and carry out
studies on training, employment and skill needs.
At local level, studies and activities may be carried out by
representatives of the public authorities and enterprises to
examine areas experiencing recruitment difficulties.

Skill needs and assessments are carried out by the Federal FIN [The Ministry of Labour is responsible for describing

developments in working structures, job classifications and
qualifications. The Committee for Educational Planning
publishes its opinion on long-term trends in the different
economic sectors. Labour market training systematically
anticipates regional labour market needs.

Research efforts and database systems on core skills and
qualification needs are being strengthened to establish
systematic anticipation of required qualifications.
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Skill needs are identified by a tripartite committee in each

NL [Through active involvement of sectoral social partners in
prefecture set up by the OEEK (Office for Vocational Further defining standards for qualifications, the national vocational
Training). qualification structure is updated to adapt to qualitative
Skill needs research is carried out by the OEEK within the changes in skill needs.
framework of the EU's FORCE programme.

Essential experience has been gained at the level of both P An analysis of qualification needs is being developed at
basic education (school, university, regional training national level for the medium and long term, taking into
programmes) and further training. These can provide inputs account: professional groupings, labour forecasts in different
for the entire training system which will help to forecast skill sectors and - especially - new occupational profiles. Short-
and training needs. Thus, the bilateral commissions in the term skill and training needs of businesses are established
industrial and crafts sectors were charged with carrying out through data collected from companies (the latest information
two nationwide studies in order to establish the constituent relates to 1993-95). The Employment and Training

parts of future comprehensive models. A third study is being Observatory has been created with a view to identifying the
coordinated by the Federated Chamber of Industry. The aim qualification needs of the working population in the short and
of all studies is to standardise procedures which will then medium term.

constitute clear links, on the basis of which training provisions

can be developed not only quantitatively but also qualitatively.

Future skill needs are assessed through an occupational S The keyword is flexibility. The aim is to devise a system which
manpower forecasting model. This model currently provides is able to respond immediately response to changes in the
forecasts for'the period to 1998 and examines demographic environment, i.e. to adapt to new technologies and new
trends, sectoral composition of employment, changing demands from the labour market as well as from potential
qualification needs, labour demand and occupational profiles. students, etc. Thus, this approach attaches less weight to
Other studies of skill shortages based on vacancy analysis long-term forecasting.

are carried out. Sectoral manpower studies aim to identify

manpower and training needs over a 5-10 year period.

The National Institute for the Development of Continuing UK [An annual analysis of labour market skills trends looks at how

Training is currently carrying out an evaluation of skill needs,
training measures and methodologies in cooperation with the
professional chambers.

skill needs are affected by the changing distribution of
employment between occupations and also how skill needs
are changing within occupations (for example, as a result of
technological change). Skill needs at sector level are regularly
analysed and fed into competence-based qualification
standards. Local labour market research is carried out by
TECs/LECs and shared with colleges of further education,
while some employers undertake skills needs analysis. The
government surveys the scale and pattern of medium and
large employers' recruitment difficulties annually, including the
specific occupations affected. The survey also looks at the
incidence of training and employers' awareness of initiatives
relating to training and skills.
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including multimedia learning programmes and interactive
systems. New occupations are being developed and existing
occupations brought up to date at a considerably faster pace
than formerly. Of the 17 new occupations created in 1996 and
1997, seven were in the areas of media and information
technology. Less restrictive regulations concerning the
content of training do more justice than previously to the
accelerated pace of technical change.

During recent years, information and communication DK |Computer-based training and interactive video materials are
technology has become an object for vocational training used by some employers and training providers in the public
reform in all Member States. The concrete realisation of sector. New forms of learning and new teaching methods are
vocational training oriented towards the information society also being implemented in the public sector.

has proceeded at a different pace in the different countries. In

some countries, the content of vocational training has been

redefined, in others the infrastructure for future vocational

training has been improved in that schools o continuing

training providers have been equipped accordingly (S, FIN,

UK, NL, IRL, P). EU schemes play an important role in the

implementation of national initiatives.

A foundation course in information and communication E Training courses incorporate both the theory and the use of
technologies is compulsory at all schools. new technology. New training techniques using new
Handling modern technologies is part of all curricula but is technology are tested in special centres, before being
particularly important in the intermediate and upper-secondary disseminated and applied more generally.

vocational education sector and in the apprenticeship sector,

where new technologies are encountered automatically but

with different weightings during in-company training.

A large number of continuing training measures concentrate

on modern technology.

F New technological developments are taken into account when
qualifications are reassessed. A research centre on the use of
new technology is currently being set up.

New distance-learning materials are being developed, FIN |Information technology is a compulsory part of vocational

education and training. The focus of current development is
on multimedia and telecommunications technology. A data
network for teaching (Edu.fi) as well as an open electronic
mail forum (Freenet) has been developed for schools. Internet
is being widely used by schools and institutes. The
government has published development targets for the
information society. The information network also covers
vocational education.
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During the last year, the use and application of new NL |Links with associated European actions have been
technology has been an integral part of secondary education. established, and will continue from 1995 onwards in synergy
The OEEK is developing a distance-learning programme with the LEONARDO/community initiatives/R&D Programmes
linking three vocational training institutes. Other measures of the EU. Themes linked with new opportunities in telematics
include: (such as the access of educational institutes to the electronic
- computerisation and establishment of networks linking highway) are currently prioritised. Recently, the Dutch

OAED (National Organisation for Labour Market Policy) government published a plan concerning the intensified use of
training centres; information and communication technology in initial and

- a proposal to carry out pilot projects to combat social vocational education and teacher training.

exclusion;

- distance-learning programmes for the population of the

Cyclades islands; and

- training of instructors in multimedia teaching methods.

In accordance with the provisions of the white paper entitled P Particular importance is given to the integration of new
"Teaching and learning. Towards the information society", technology into education and training programmes, as well
vocational training is closely oriented towards the following as to specific training in new technology. Other initiatives
goals: which have been developed and implemented in educational
- introduction of modules for the provision of basic skills in establishments within the framework of EU programmes are:
data-processing and telecommunications, with particular - MINERVA (youth training);

emphasis on the operation of databases and networks; - FORTA (teacher training);

- production of multimedia aids for self-education and - IVA (integrating students into working life).
distance-learning with the aim of increasing the flexibility of A Council Resolution in March 1996 created a working group
the training on offer and adapting it to the requirements of to set up general and sectoral measures to develop the
individual learning; information society.

- establishment of public centres which are to collect and Schools are to be equipped with computers and Internet
distribute mulitmedia products at local level to allow the access within the framework of the Nonio XXI programme.
various users the best possible application of the products;

- development of models to control the quality of the available

multimedia products and for adapting the skills of the

personnel employed in implementing the training measures

and projects.

Measures to improve the quality of training are included in the | S A computer network has been organised and offered to all
Operational Programme for Human Resources 1994-1999. schools in Sweden by the National Agency for Education. The
They lay heavy emphasis on responding to technological network aims at introducing the prospects of utilising

change, both in the content of vocational training and in the computers in a more systematic and integrated way in
delivery methods used. educational activities. The National Agency for Education is
A Schools IT 2000 Project has been approved. This will running a project, embracing 40 schools, to this end. The
involve the support of all 4,000 schools in the state in Agency has been commissioned by the government to
acquiring, by the end of the year 2000, Information and develop a policy for the use of computers in schools. A
Communication Technology, training and curriculum materials commission has been appointed with the task of promoting
and an Internet connection. In particular, the project will focus the widespread use of information technology.

on using ICTs to support the achievement of educational

goals.

Research and development is promoted and carried out by UK [The UK's well-established open and flexible learning

public research centres. These centres are also responsible
for organising transfer of technology between the public and
private sectors. They advise enterprises on the use of new
technology and on dissemination of information and offer
training courses where executives can update their
knowledge of modern technologies.
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infrastructure increasingly uses new technology. More large
companies and institutions are using electronic networks for
learning, and private sector training suppliers are
experimenting with the Internet to supply individuals as well
as companies. The government is setting up an advisory
service for employers on technology-based training and
forming partnerships with industry to raise IT awareness,
especially among excluded and disadvantaged people. The
Further Education sector has embarked on a major IT training
programme for all staff, and continues to develop the use and
coverage of networks as part of its promotion of information
and learning technologies. Broadcasting is used extensively
by The Open University, and other education and training is
available on the BBC's The Learning Zone. There is a steady
increase in universities connecting to the SuperJANET
broadband network, over which some high-level vocational

training takes place.
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affected by industrial change, who are considered a priority
group. An action plan for retraining workers has been
implemented in the new Lander.

In all Member States, workers affected by unemployment DK |Workers affected by industrial change are a priority group for

have access to adjustment aid in the form of publicly funded retraining through publicly funded measures and programmes.

retraining schemes and financial support. Employees in

industries undergoing structural change thus comprise the

main target group. Efforts which begin at the point of

threatened job loss constitute the main type of support, in

order that unemployment may be prevented from the start

through continuing training and retraining.

Government-supported schemes are available to retrain E The Framework Agreement on Vocational Training Policy also

workers whose jobs are affected by and at risk because of covers workers affected by industrial change. The Second

industrial change. Companies, too, are also investing more in National Agreement on Continuing Vocational Training

manpower resource development. provides for financial support for the retraining of workers
threatened with unemployment. Funding to this end is also
provided through EU initiatives and from the European Social
Fund.

Workers affected by industrial change are an "at risk" group F \Workers threatened by industrial change are a priority group

and a priority for retraining through publicly funded measures for publicly funded retraining programmes. In addition, the fact

and programmes. that the government, professional associations and
enterprises have signed agreements committing themselves
to developing training means that the skill needs of
enterprises can be anticipated in advance and workers
prepared in good time for changes to their working
environment.

Public funds are available for measures to retrain workers FIN |Workers affected by industrial as well as other changes in the

labour market are guided towards publicly funded labour
market re-training programmes. Anticipation of industrial
change in risk sectors gives companies the possibility of
publicly funded training of personnel. Development projects
for SMEs include investments in human resources.
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publicly funded training measures. A particular target group
for retraining and further training are employees in the iron
and steel industry. In addition to external training, there is an
in-company further training model with the aim of preparing
employees for new jobs within their own company. Partial
funding of the measure through the Employment Fund {Fond
pour I'emploi) is contingent on the workers being retained on
open-ended contracts and being transferred to a suitable job
on completion of training. The Employment Fund covers two-
thirds of the costs of such measures.

Workers affected by industrial change are a priority group for NL [Policy regarding innovation in vocational training is moving

support from publicly funded training measures. towards an integral policy for further development of the
national "knowledge infrastructure" in an international
perspective. A priority issue is "transference" of R&D results
to the labour force through initial and continuing training.
Furthermore, the importance of "key qualifications" is being
increasingly stressed in view of the need for lifelong learning.

Consideration is given to industrial change in the following P Workers affected by industrial change are a priority group for

ways: support from publicly funded training programmes; similarly,

- application of national/European measures and funds for they can take advantage of specific measures for social

early localisation of changes in occupational groups and of security and reintegration into employment.

sectoral crises;

- implementation of retraining for workers in order to

guarantee their further employment in the event of

foreseeable industrial change;

- implementation of further training measures for workers who

have left the labour market due to a low level of education

with a view to their reintegration following participation in

retraining courses;

- use of further training to stimulate the establishment of new

enterprises in certain regions which are severely affected by

economic crises and large-scale industrial change, especially

in the "new occupational fields designated by the European

Commission.

Workers affected by industrial change are a priority group for S Workers affected by industrial change or "at risk" becoming

publicly funded training provision. unemployed are a priority group for retraining through publicly

The Operational Programme for Human Resources 1994- funded measures and programmes.

1999 includes measures to facilitate adaptation to industrial In order to raise general qualifications in the labour force, the

change. government has proposed a programme which aims at
encouraging people with work experience to attend studies at
university level. The programme includes the introduction of
special eligibility requirements as well as a more generous
financial aid for those concerned. This measure addresses
people with additional needs in formal education as a
precondition for further vocational development.

Workers affected by industrial change are a priority group for UK |Consultancy and advice is available to companies undergoing

industrial change. Workers in large-scale redundancies can
receive immediate access to publicly funded training courses.
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Vocational training is in a permanent process of adjustment to | DK

new technology and labour market needs. The actors in the

individual Member States implement innovations in vocational

training in different ways. The common characteristics are

continuous further training of instructors and the use of new

technology. Methodological and didactic innovations are first

introduced at the experimental and then at regional, national

or Community level. Community schemes such as )

LEONARDO are particularly important for the small countries

as regards knowledge transfer at EU level.

Common-core curricula for related fields of training, especially | E Based on internal and external data, the public employment

in secondary colleges for engineering, allow for flexibility in service (INEM) has set up a Qualifications Observatory as an

the choice of specialisms. instrument for labour market analysis with a view to achieving

Staff teaching the theory of or developing skills in a given three basic aims: a) an overview of (national, regional and

occupational field must themselves have several years of local) labour markets and the factors which affect them; b)

experience in industry or business (depending on the analysis of labour market trends; c) acquisition of sufficient

occupational field concerned). information on the development and evaluation of plans and

Training for trainers and the aptitude test for trainers includes programmes related to employment.

drawing up learning goals suitable for the occupational profile

concerned, planning in-company training, preparing,

implementing and monitoring the training, and conduct of the

trainer vis-a-vis the trainee. Training manuals for trainers are

developed by the training institutes.

Establishment of trainer circles to encourage the exchange of

views and information on new training methods.

Experimentation of new training routes through school-based

pilot projects, the establishment of initial and continuing

training networks and special promotion for qualification

schemes. Priority importance is given to training opportunities

for persons in employment using modular part-time and

distance-learning elements.

Numerous actors at various levels (enterprises, social F Innovation is developed by "open learning" provided by

partners, training entities, school, government, etc.) are different training providers and based on multimedia

involved in EU-wide programmes to promote vocational materials. Two campaigns have been undertaken to promote

training (LEONARDO, ADAPT, Telematic Application, MKP, training using multimedia materials and open and distance-

Socrates, etc.). The extensive involvement of various actors learning. Open learning is being developed for jobseekers in

both increases the transparency and provides a better several regions on a trial basis, providing short-term and

overview of the range of measures and leads to improved individualised courses, principally for training in information

possibilities for access. technology. The training authorities, and especially the
Délégation a la Formation Professionnelle, have also
improved training organisations' access to multi-media
products.

Alongside policy-driven and practice-driven innovation in the FIN

field of vocational training, there is also a substantial element
of innovation which originates in research. The innovation
process is decentralised. The main contributors are private
bodies engaged in initial and continuing vocational training,
the social partners and government agencies. The main
instruments available are state-subsidised pilot projects and
programmes, regulations on initial and continuing training,
multimedia projects and continuing training of training
personnel.
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of the coordination service for pedagogy and technology
(SCRIPT) of the Ministry of Education and Training.

A law (2434/96) concerning the linking of training and NL [The government launched a VOTEC 2000 Fund, to be

employment through special vocational training programmes implemented in coordination with European instruments

is one particularly innovative measure. ) aiming at Human Resources Development and industrial
innovation such as LEONARDO, ADAPT and the 4th
Framework Research & Development Programme.
Mainstreaming of innovation is encouraged by an institutional
setting which stimulates cooperation between different types
of actors in the field. For instance, cooperation between
schools and national bodies encourages the feedback of
project results to update the qualification structure.
Mainstreaming in policy is done by international comparison
and policy-oriented research.

The Ministry of Labour is responsible for innovation and good | P The Ministry of Education supports and promotes regional

practice transfer. ISFOL (Institute to Promote Vocational meetings and forums which aim to disseminate innovative and

Training among Workers) has been commissioned by the good practice in the fields of education and training.

Ministry of Labour to carry out research and comparative A programme of initiatives to improve the quality of education

studies on good practice and to spread new developments has also been set up. This supports innovative projects and

with respect to content, methods and management of the dissemination of results through meetings, exchanges and

(vocational) training. The employment agencies, too, are publications.

playing a supportive role in monitoring activities. During the In this context, experiences have also been gained at local

last three years, especially, the Ministry of Labour has level from pilot projects seeking closer relations between

assigned the role of "innovation laboratory" to the schools and "employment centres”. Such partnerships

LEONARDO programme, while the INC-ISFOL was charged between schools and employment centres are to be

with the task of monitoring and reporting practices which strengthened in the future.

would be suitable for transfer. Every complete implementation

of new practices in the area of vocational training is subject to

a legal or administrative framework and can only be carried

out under the condition that it is accepted by all of the regions

and approved by the social partners.

Participation in EU programmes such as LEONARDO, S This is mainly supposed to emerge through close cooperation

Socrates, etc., together with European Social Fund initiatives between schools and the labour market. The emphasis is laid

which include YOUTHSTART, HORIZON, NOW and ADAPT, on informal exchanges of information and experiences. It is

have enhanced the knowledge of best practice standards vital to develop a national policy for cooperation at local as

through transnational partnerships. well as central level.

A key policy objective in the third-level education sector is the

development of explicit policies for interaction between the

institutions and the economy, involving in particular the

diffusion of knowledge and innovation.

Innovation in training policy and practice is the responsibility UK [The government publishes annually its priorities and plans for

supporting the development of national education and training
systems. The work is taken forward primarily through
partnership projects with a wide range of external
organisations. Project outputs are disseminated through
conferences, seminars, publicity and promotional events and
reports. Evaluation and feedback help to formulate future
development plans and policies. TECs and others are '
encouraged to liaise to ensure the spread of innovation and
best practice. Such networking is supported by regional
activities as well as national studies, publications and good
practice guidance.
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Implementation of in-company training programmes NL
(ELPEKE, Special Fund for Vocational Further Training
Programmes; EKLA, Special Unemployment Fund). Creation
of programmes to combat unemployment.
See 1.1.1,1.1.4 and 1.2.2. P An action plan for the economic revitalisation of enterprises in
A government bill containing employment-promotion financial difficulties will be developed (Ministerial Council
measures ("Treu Package" - cf. inforMISEP "Policies" No. 59) Resolution No. 100/96 of 4.7.1996).
is passing through the parliamentary approval process. This The new Institute for Educational Innovations (INOFOR) will
concerns a range of legal measures to introduce manpower undertake planning and research in the area of production
transfer, to reform certain contracts (apprenticeship contracts and will develop and publicise new models for vocational
and training-cum-work contracts), to standardise the training (D.-L. No. 147/96 of 28.8.1996).
regulation of in-company work experience and to reform the
regulation of vocational training.

L

UK |Provision of training:

The Government plans to publish a White Paper on lifelong
learning in the autumn of 1997. It will cover all lifelong learn-
ing issues for adults aged over 16. The new government has
already announced several important new measures. These
include the University for Industry, which will open up access
to learning through new technologies; and Individual Learning
Accounts to help people take control of their learning.
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_ Provision of training

TRAINING PROGRAMMES

The following training programmes are provided in Italy:

- basic training (school and non-school education at levels I, Il and Ill) with the aim of
preparing young people for entry into working life (as a component of lifelong learning);

- in-company further training in order to adapt the skills of the work force to the needs and
objectives of the enterprise;

- external further training for adult workers facing redundancy (workers in the Wage
Compensation Fund) or who have already been laid off (workers on the mobility lists, long-
term unemployed);

- vocational/adult education not necessarily oriented towards company needs, for workers
and external parties with individual requirements.

While structures exist for the first three programmes (though they are not equally well
developed), there are no provisions for adult education which can offer individuals an
integrated and ongoing model to evaluate their abilities, provide orientation and training and
the option of leave to participate in vocational training measures.
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1.2.2.0 A

access to training

1 PROJECTS FINANCED BY VIRTUE OF LAW 236/93

The following projects can be financed by virtue of Law 236/93, Article 9, § 3 (validated by
Regulatory Circular 174/96):

- projects which individualise and increase the flexibility of training courses;

- projects which integrate different training systems, thus facilitating recognised transfer from
one system to another;

- implementation of a system of "training credits" (crediti formativi);

- activation of support measures for individual orientation, motivation, outplacement and
education courses through the provision of training leave so that workers may participate in
further training measures,

- administration of training periods within the framework of the reform of working time and
experimentation with flexible forms of work;

- development of multimedia systems for distance learning;

- quality certificates for training providers. Plans are laid down in the "Agreement on
Employment" to regulate individual holiday leave and other types of leave. The agreement
provides for the possibility of "scholarships” to replace the wages lost by workers participating
in further training measures, "honorary loans" for workers who intend to enter self-
employment and increased use of part-time work in combination with further training.
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2.1 More flexible work organisation

2.1.1  External flexibility

2.1.1:1
2112
2113
2114
21156

Hiring staff/Probationary periods
Individual redundancy

Mass redundancy

Fixed-term contracts
Retirement and early retirement

2.1.2 Flexible working time

2.1.21
21.22
21.23
2124
2.1.25
21206
21.2.7

2.2 Incomes policy

Legal and contractual limitations on working time
Organisation of working time

Work-sharing

Part-time contracts

Short-time working

Partial retirement

Leave for family reasons or for education

2.2.1  Minimum wage
2.2.2 Wage negotiation
2.2.3  Wage restraints

2.3 Promotion of initiatives

231 Framework measures
2.3.2 Local and household service
2.3.3 Social and environmental services

2.x Recent Measures

Annex to Chapter 2
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Not specified in legislation; in general not more than 6
months. 14 days' notice required during the probationary
period.

Probationary periods give both parties to an employment DK |PROBATIONARY PERIODS:
contract considerable flexibility, as the contract may generally White-collar workers: 3 months, with 14 days' notice required.
be terminated without notice and without penalties. For certain types of jobs the probationary period is more than
Probationary periods vary in the Member States between two 3 months.
weeks and six months, but are usually longer for white-collar
staff. In DK and D, 14 days' notice is required even during the
probationary period.
PROBATIONARY PERIODS: E PROBATIONARY PERIODS:
Blue-collar and white-collar workers: 1 month maximum The maximum period for probation is set out in collective
(statutory limit). Both the worker and the employer may agreements. In the absence of a collective agreement, the
terminate the probationary employment relationship at any maximum cannot exceed:
time without notice and without providing reasons. - for technical staff with diploma: 6 months.
- for other workers: 2 months.
PROBATIONARY PERIODS: F PROBATIONARY PERIODS:
Blue-collar workers: 14 days; Length depends on customary practices or collective or
White-collar workers: 6 months; if pay > BEF 1,094,000: 12 individual agreements.
months. Managerial staff: 3 months.
Others: 2 weeks or 1 month, depending on the length of the
contract.
PROBATIONARY PERIODS: FIN [PROBATIONARY PERIODS:

In general, the maximum length is 4 months. If, however, the
employer provides training, the probationary period can be
extended to 6 months.
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Between 2 weeks and 6 months.

Exceptions: may not exceed 3 months for low-skilled workers
and 12 months for employees whose gross monthly earnings
are at or over a certain level.

There is no statutory regulation concerning the duration of NL [PROBATIONARY PERIODS:

probationary periods; these are stipulated in individual A maximum of 2 months. In 1996, a bill ("Flexibility and

employment contracts. However, the probationary period Security") was introduced. It intends, among other things, to

must be of a reasonable duration which the employer requires establish a direct link between the duration of fixed-term

in order to determine the suitability or unsuitability of the new contracts and the probationary period (varying from a max. of

employee. This is necessary, on the one hand, in the interests 2 weeks (contracts < 1 year) to a max. of 2 months (contracts

of good faith, so that the worker is not left in uncertainty for an > 2 years).

unreasonable period as regards the ultimate validity of the

contract and, on the other hand, in order to prevent

circumvention of the regulations concerning termination of

open-ended contracts. Probationary periods are commonly

included in the employment contracts of certain public

enterprises. Their duration may vary between 6 months and

2 years.

PROBATIONARY PERIODS: P PROBATIONARY PERIODS:

Statutory provision: 6 months. All workers: 60 or 90 days, depending on whether the
company employs fewer or more than 20 workers.
Managerial staff and senior white-collar workers: 240 days.
Highly qualified workers: 180 days.
Fixed-term contracts: 30 or 15 days, depending on whether
the contract is for more than 6 months or not.
Domestic staff: 90 days.

PROBATIONARY PERIODS: S The law establishes the possibility of a 6-month probationary

Not laid down in legislation. period at the request of the employer. Notification must be

However, 6 months' notice is often required. given in order to terminate the probationary period. Otherwise
the probationary period shall become employment for an
indefinite period. Deviations from these rules are possible
through collective agreements.

PROBATIONARY PERIODS: UK |PROBATIONARY PERIODS:

Not specified in the legislation. Probationary periods are a
contractual matter. Normal rights to notice apply to
employees during the probationary period, i.e. 1 week’s
statutory notice (which increases to 2 weeks on completion of
2 years' service).
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between 1 and 7 months.

Average redundancy pay: 13 weeks' pay.

The period may be shortened or extended by collective
agreement or extended by individual contracts. In principle,
notice may only be given for objective reasons.

Except in the event of serious misconduct, individual DK |[Period of notice for blue-collar workers: laid down in collective

redundancy necessitates observance of a period of notice agreements.

which normally depends on length of service. Redundancy Period of notice for white-collar workers: from 77 days to 6

pay depends on length of service and the worker's status months.

(blue-collar or white-collar). In D, the periods of notice for the Average redundancy pay: up to 13 weeks' pay.

two categories have recently been aligned. There is

considerable variation among the Menber States as regards

periods of notice and redundancy pay. In Italy, redundancy

pay amounts to an average of 45 weeks' pay.

1. INDIVIDUAL REDUNDANCY E Redundancy for objective reasons must be based on one of
the following: employee's incompetency; inability to adapt to
technical changes at the workplace; economic, organisational
or production reasons; or excessive absence.

Period of notice: 30 days.

Statutory redundancy pay: 20 days' pay for each year of
service, to a maximum of 12 months. This does not affect the
legislation on dismissal for gross misconduct.

Average cost of redundancy in days: 231 days.

Blue-collar workers: between 1 week and 56 days. F Period of notice for blue-collar and white-collar workers: 1 to 2

White-collar workers: 3 months for every 5 years of service. months.

Where annual salary > BEF 1,822,000, the period of notice is Average redundancy pay: 17 weeks' pay.

specified in advance.

Average redundancy pay: 22 weeks' pay (white-collar

workers).

The period of notice may be extended by collective

agreement.

Period of notice for blue-collar and white-collar workers: FIN [The period of notice must comply with either the Employment

Contracts Act (Tyésopimuslaki 320/70, as amended) or the
contract. Termination of an open-ended contract of
employment requires one of the parties to give notice or the
contract to be annulled. The period of notice may alternatively
be agreed upon in advance in employment contracts or
collective agreements. The period of notice for the employer
is between 1 and 6 months; for the employee between 14
days and 2 months. Failing a negotiated settlement, the
statutory period of notice must be observed.

- 40 -




GR

IRL

2 to 6 months.
Average redundancy pay: from 1 to 12 months' pay.

The previous statutory period of notice has been transformed | NL [1. INDIVIDUAL REDUNDANCY

into compulsory severance payments for workers made

redundant; thus, dismissal is now always immediate. The

period of notice has been replaced by wages per day

corresponding to the number of days of notice.

Period of notice for blue-collar and white-collar workers: no P Individual redundancy is only permitted where reasons are

statutory period - covered by collective agreements. provided, in the event of jobs being lost for economic, cyclical,

Average redundancy pay: 45 weeks' pay. technological or structural reasons, or because of the worker's
lack of suitability for the job. In these cases, the period of
notices is 60 days.

Average redundancy pay: 1 month's pay per year of service;
minimum 3 months.

Period of notice for blue-collar and white-collar workers: one S An employer may dismiss a worker owing to lack of work or

week after 13 weeks' service up to 8 weeks after 15 years' for personal reasons. Dismissal must be justified by objective

service or more. reasons.

Average redundancy pay: 10 weeks' pay. Periods of notice (statutory provisions) depend on the length
of service: 1-6 months. Maximum period after 10 years'
service.

No statutory redundancy pay, but often regulated through
collective agreements.

Period of notice for blue-collar and white-collar workers: from UK [Redundancy pay: guaranteed by law (depends on age, pay

and length of service) and any provision in the employment
contract or a collective agreement.
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redundancy as dismissal for urgent economic or operational
reasons of the following numbers of employees (excluding
managerial staff) during a 30-day period: more than 5 in an
enterprise employing between 21 and 59 persons; more than
25, or 10% of the total work force, in an enterprise employing
between 60 and 499 persons; at least 30 in an enterprise with
500 or more employees.

Consultation: the works council must be informed and
consulted in advance as to how redundancies may be
avoided, limited or their consequences alleviated. The
employment office must be informed.

Notice: between 1 and 7 months (or as specified in collective
agreement).

Redundancy pay: not guaranteed, but stipulated in collective
agreements or a social plan.

Mass redundancies require notice to be given, generate DK [Mass redundancy is where, within a 30-day period, the
redundancy pay (generally higher than for individual following numbers of workers are made redundant for reasons
redundancy) and require consultation between the social not attributable to the workers themselves:
partners. In some countries (e.g. D and F), the company is - at least 10 in companies which normally employ more than
also required to draw up a social plan. In certain countries, 20 but fewer than 100 persons;
including F, employers' obligations regarding procedures to - at least 10% of the work force in companies which normally
be followed have been simplified (authorisation by the employ more than 100 but fewer than 300 persons;
authorities no longer needed). - at least 30 in companies which normally employ at least 300
persons.
Consultation: employees or their delegates. The Labour
Market Office must be informed.
Notice: 21 days - 6 months.
Redundancy pay: not guaranteed (unemployment benefit).
An amount is earmarked in the budget for special
(vocational/employment-promotion) measures in areas where
mass redundancies pose serious problems to the local
community.
Provisions based on Community directive. E Mass redundancy is defined as:
Consultation: works council to be informed in writing, 1. termination of the employment contract for economic,
consultation on measures to avoid, eliminate or alleviate technical, organisational or production reasons when over a
adverse consequences for workers (social plan). : 90-day period the termination affects: a) 10 workers in a
Notice: companies must inform the Employment Service if company of fewer than 100 employees; b) 10% of the workers
they intend to terminate, within a period of 30 days, the in a company with between 100 and 300 employees; c) 30
employment of workers in a company with more than 300 employees;
1. at least 5 workers in companies with more than 20 and 2. termination of contract for all employees in a company (at
fewer than 100 employees, or least 5 people) due to the complete cessation of the activities
2. at least 5% of the workers in companies with 100 to 600 of the company;
employees, or 3. termination of contract due to force majeure, whatever the
3. at least 30 workers in companies with more than 600 number of employees.
employees, or Consultation: works council or work-force delegates and if
4. at least five workers who have reached the age of 50. need be trade unions;
Redundancy pay: 20 days' pay for each year of service, to a
maximum of 12 months.
Belgian legislation defines mass redundancy as where a F Mass redundancy is defined as two or more workers being
company with more than 20 employees, excluding those on made redundant on economic grounds within a 30-day period.
fixed-term contracts during the previous year, proposes to Different rules on information and consultation apply,
dismiss within 60 days and on economic grounds: at least 10 depending on whether fewer or more than 10 persons are
employees, in the case of companies with more than 20 but made redundant within a 30-day period.
fewer than 100 employees; at least 10% of employees, in the Consultation: works council or, in the absence of a works
case of companies normally employing at least 100 but fewer council, staff representatives.
than 300 persons; at least 30 employees, in the case of The regional employment department (Direction
companies normally employing at least 300 persons. Départementale du Travail) must be informed.
Consultation: the employer must inform and consult the staff Notice: 1 to 2 months, or as stipulated in a collective
representative in advance and must aiso notify the head of agreement.
the local employment office about planned mass Redundancy pay: a minimum sum is guaranteed after 2 years'
redundancies. continuous service.
Notice: between 1 week and 15 months (or longer for workers
with more than 25 years' service).
Redundancy pay: normally based on statutory provisions,
length of service and collective agreements.
The 1969 Act on protection against dismissal defines mass FIN [The employer has the right to terminate an open-ended

employment contract if the volume of work has diminished
significantly and for the foreseeable future, for financial
reasons, production reasons or other similar reasons, and the
worker cannot reasonably be redeployed, taking account of
his/her vocational skills and qualifications. Where the reason
for a cutback is a reduction in the volume of work for financial
or production reasons, the employer must give advance no-
tice to the workers' representative and, where 10 or more
workers are affected, the employment services.

There is a special redundancy pay scheme managed by the
Training and Redundancy Fund, which is financed by em-
ployers' contributions. It covers older workers who are made
redundant for production or financial reasons after having
been in the same job for many years. The redundancy pay-
ment is independent of unemployment benefit.
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by virtue of the law of 23.7.1993. This amendment
strengthens the protection of workers against mass
redundancies. The agreement of a social plan with the trade
unions is also included.

Consultation: work-force delegates, works council and trade
unions recognised by collective agreement. The employment
authorities must be notified.

Notice: 75 to 165 days.

Redundancy pay: as laid out in the social plan and respecting
the guarantees detailed in law or collective agreements.

Mass redundancy is defined in Law No. 1387 of August 1983 NL [The Notification of Redundancy Act (WMCO 1976) defines

as the dismissal of up to 5 workers within 1 month in mass redundancy as the laying off, over a 3-month period, of

companies with between 20 and 50 employees, or 2-3% of at least 20 workers within the district covered by the Regional

the work force up to a maximum of 30 within 1 month in Employment Service (RBA). Under the WMCO, any employer

companies with over 50 workers, provided the reason for who is proposing to dismiss more than 20 employees within a

dismissal is not related to the individual contracts of the period of 3 months is required to send notification of that in-

workers concerned. tention, stating the reasons, to the director of the RBAs and to

Consultation: staff representatives, trade unions, works the relevant trade unions. After notification the director must

council. The employment office must be notified. allow 1 month to elapse before processing the applications for

Notice: between 5 days' and 5 months' notice or permission to terminate employment in respect of the indivi-

corresponding remuneration (longer periods for workers with dual employees concerned. Mass redundancies may, how-

over 28 years of service). ever, be covered by collective agreements, in which case the

Redundancy pay: depends on length of service. Reduced by definition may be more specific.

half if required period of notice is observed. Consultation: trade unions with members at the workplace in
question, and the works council. The RBA is to be notified in
all cases. The outcome of consultation with the trade unions
(f.i. concerning severance pay) may influence the decision of
the regional director of the Employment Service in granting
authorisation for the dismissals.
Notice: covered by the law: 1 week or 1 month to 26 weeks.
Redundancy pay: no binding provisions; covered by col.
agreements and depending on age and length of service.

Law No. 223/91 defines mass redundancy as redundancy due | P The law defines mass redundancy as the termination, within a

to a reduction or change in activities affecting at least 5 3-month period, of the individual contracts of at least 2

employees in a specific production unit over a 120-day period, workers in an enterprise employing between 2 and 50

or 5 employees in different units belonging to a single persons, or of at least 5 workers in an enterprise employing

employer in a single province. more than 50 persons, provided that such redundancies are

The Law does not apply to managerial staff (dirigenti) or linked to the closure of the enterprise or a part of it, or to a

" |workers in companies with fewer than 15 employees. Al reduction in the work force owing to structural, technological

redundancies in companies with fewer than 15 employees are or economic factors in general.

covered by the laws on individual redundancies, even if they Consultation: works council or trade union delegate. Ministry

take place simultaneously. of Qualifications and Employment to be notified.

Consultation: staff representatives, trade unions and Notice: 60 days.

employment authorities. Redundancy pay: 1 month's pay per year of service; minimum

Notice: 1-12 months, or compensation, though usually 3 months. Higher amounts set out in collective agreements.

regulated by collective agreements.

Redundancy pay: guaranteed by law; depends on length of

service and wage.

Mass redundancy is where, over a 30-day period, an S See 2.1.1.2.

employer plans to make redundant at least 5 employees in an

establishment employing more than 20 but fewer than 50

persons, at least 10 employees in an establishment

employing more than 50 but fewer than 100 persons, 10% of

employees in an establishment employing more than 100 but

fewer than 300 persons, or at least 30 employees in an

establishment with more than 300 employees.

Consultation: work-force delegates. Department of Enterprise

and Employment to be notified.

Notice: 1-8 weeks' notice or compensation, and in accordance

wit