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Foreword

The primary goal of the ILO is to achieve full gmductive employment and decent work for
all, including women and young people, a goal thet now been widely adopted by the
international community. Working towards this g@athe fundamental aim of the ILO. As a
tripartite organization, the ILO regularly engageish worker organisations on a range of
issues related to employability and skills in geher

This report seeks to improve our understandinghefitvolvement of trade unions in the
domain of TVET and skills development at the nadlpsectoral and enterprise levels. It does
this through case studies of ten countries atmiffestages of development and with different
traditions of unionism and social dialogue.

This publication reflects a joint effort by the Bkiand Employability Branch (SKILLS) and
Bureau for Workers Activities (ACTRAV) of the Intgtional Labour Organisation (ILO).
This collaboration has documented current practigéds the intention of supporting workers
organisations so they can take part in the devedopiof national, sectoral and enterprise skills
policies and by providing them with advice, toatgldraining courses to enable them to do so.

The development and analysis of the country casiest adds to the limited literature on the
topic, especially in relation to developing couesriwhere social dialogue and collective
bargaining are often weak. As many countries coetinto reform their skills development

systems, the involvement of social partners in dbgernance and coordination of skills

systems has taken on greater importance, andige & practices documented in this report
will hopefully provide good examples of the posttigontribution that workers organisations
can make to education and training systems forb#reefit of workers, enterprises and the
community more broadly.

Girma Agune

Chief

ILO Skills & Employability Branch
Geneva
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Introduction

The objective of the study is to conduct an inteamal review of trade union involvement in
skills development, incorporating new research frb@ncountry case studies, which will
examine the involvement of trade unions at theesyssector and enterprise levels, including
the extent to which these unions have bargainedKiis development from a rights-based
perspective.

For the purposes of this study, skills developmemtefined as the full range of formal and
non-formal vocational, technical and skills-basetlication and training for employment
and/or self-employment. In keeping with internasibtinends, skills development includes: pre-
employment and livelihood skills training, includirvocational education and training and
apprenticeships; education and training for employerkers, including workplace training;

and employment-oriented and job-related short asufd.O. 2012).

The focus in this study is on the ways in whicldé&rainions can better engage with issues
related to skills development, as part of Technécal Vocational Education and Trainihg.

This study comes at a time when a series of interma organisations are appealing for greater
trade union involvement in skills development.

L20, which unites trade unions from G20 countried &lobal Unions and is convened by the
International Trade Union Confederation (ITUC) ahdhde Union Advisory Committee
(TUAC) to the OECD, presents the evolution in traden thinking.

‘Historically unions have been primarily interestedthe regulation of labour
market entry-level training, in particular througtpprenticeships. Nowadays,
unions seek to address training issues for brogeems of workers. They have
acknowledged that not only their members but warkeigeneral are interested in
the development, recognition and certificationlofls and competences. That has
caused unions across different skill formation megg to focus on the integration
of employee voices into training and workforce degeent by implementing new
modes of informal or formal partnerships with masragnt or by strengthening
existing union-management cooperation on skillsétion’ (L20. 2015. p 1).

Perhaps more surprisingly, a World Economic Forartudhent also makes the case for trade
union involvement in skills development. It hasledlfor the ‘creation of a comprehensive
long-term strategy, one involving public privatatparships among governments, employers
and unions to continuously develop and improve uke of skills’ so as to reduce skills
mismatches, and finds that ‘union support is clunideveloping qualifications and curricula
relevant to the labour market’. When describing tlebe of unions and employee
representatives, it explains that unions can ppdie in the formulation of training policies
and the planning and implementation of trainingd an ‘essential function’ of trade union
representatives would be to identify good pracice support workplace learning. Unions can
also play ‘a key role’ in developing a lifelong teang culture in the workplace. ‘Most
importantly, unions should build confidence amoragkers that learning is an opportunity and
not a threat — in particular for those workers wiawe had a negative experience in formal

! The issue of labour education or trade union eifuta- the education and training of trade unionmbers,
representatives and officers so that they are tbetfeipped to carry out their functions as tradenists — will
not be covered here. For more details, see BridgfoStirling (2000); Spencer (2002); and ILO (2007)



education’. They should also work together with &yers’ associations at the national level
to help in developing and implementing quality apyiceships, and ‘they should cooperate
with governments and employers to ensure that atkers, whether full-time, part-time or
currently not in the labour market, have accesgdikplace learning and the financial support
needed to participate in such programmes’. (Woddriemic Forum. 2016. pp 6, 8, 21).

This study will address two fundamental questi@ssfollows:

» why should trade unions be involved in the skikgselopment agenda?
* what are the different ways that trade unions @oine involved in skills development
systems?

And in the concluding remarks the study will pravigbme responses to the question

» what benefits are delivered through trade uniorolvement in skills development
systems?

Why should trade unions be involved in the skibsselopment agenda?

As the L20 has shown, trade union positions orss#éidvelopment are evolving. On the basis
of a British workplace learning case study Rainlaindl Stuart have examined the pros and
cons of trade union involvement and put forward thfferent theses — ‘incorporation’ and
‘critical engagement’. The ‘incorporation’ thesisiderlines the extent to which union
engagement in TVET leads to the subordination abnsto other interests and agendas,
whether those of the employers or of the State. ‘Tiical engagement’ thesis presents an
‘opportunity structure’ that trade unions may ussupport their own interests.

As can be seen from Table 1, they draw up a cosgaf the two perspectives, in terms of
policy formation and roles vis-a-vis unions, theiembers and employers. On balance they
make the case for trade unions to adopt a ‘critwedagement’ approach on the basis of
influencing State policy, integrating learning witither union functions, institutionalising
learning through learning partnerships with empteyand creating mechanisms for trade
union membership activity and representation. i(Bled & Stuart. 2011. p 202-206).



Table 1. Framing union learning through the incorporation and critical engagement

perspectives

Incorporation

Critical engagement

Policy formation

Unions unable to influence st

policy; state interests pré
eminent; unions reduced to rg
of service providers, and Trad
Union Congress an 'arm of th
state’; stronger legal right
determinant

aténions able to influence state
2policy; union learning policy seen
las an ‘opportunity structuref;
estronger legal rights preferabl
éut union activity possible

S

o

Union-facing role

Union Learning Representati

act to displace traditional shg
steward role and bargainir
function of unions

@iions adopt different strategies
powards workplace learning and
gole of Union Learning
Representatives; emphasis |on
integration of learning with othe
union  functions, including
bargaining

=

Employer-facing
role

Employers’ interests dominat
learning partnerships weaksg
bargaining  structures; unig
learning to deadweight ar
substitution effects

| earning deliberately separated
>from  wider  structures f
rcollective bargaining; focus an
dnstitutionalization of learning
through learning partnerships;
committees and agreements;
learning adds value

Member-facing role

Little contribution t
membership activities (o
recruitment; learning displace
union focus on organizing
content of training subservient
state/employer interests

oWorkplace learning creates
rmechanisms for membership
pq@ctivity  and  representation;
;contributes to active membership;
t@wontributes to representation |of
disadvantaged and marginalized
groups

Source: Rainbird & Stuart. 2011. p 205

Whilst Britain is a country with a voluntarist tieidn of industrial relations that provides
limited opportunity for trade unions to become ilwaadl in skills development at the national
and sectoral levels, the case for ‘critical engag@mwill be more compelling in those
countries that have a culture of social partnetship

*

What are the different ways that trade unions caedome involved in skills development

systems?

This study will consider interventions at thredeliént levels, as follows:

» the national multi-sectoral level — representatarpolicy, regulatory and coordinating
apex bodies in the skills development system; mpoitnational policy and strategy,
skills standards, curriculum, qualifications andtieation; apprenticeship systems;
financing of skills development systems and lalboarket information systems.



* the sectoral level — the development of skills Hasmllective agreements,
apprenticeship programmes; industry skills councifgputs to skills standards,
curriculum and qualifications; union managemenliskievelopment centres.

» the enterprise level — the inclusion of trainingpagements in enterprise bargaining;
apprenticeships; lifelong learning and skills basadker pathways; skills recognition;
skills training to support the introduction of neechnology and forms of work
organisation to improve productivity.

Generally speaking, the national multi-sectoraklgrovides opportunities for involvement in
policy formulation by means of participating in ioaial apex bodies, negotiating collective
agreements and/or supporting tri-partite initisgivéhe sectoral level for a combination of
policy formulation and policy implementation by meaof participating in sectoral bodies,
such as sector skills councils, and negotiatingecbve agreements; and the enterprise level
for policy implementation by means of negotiatignpany agreements and participating in
works councils.

Trade unions are already involved in a range ofedht activities to support skills
development.

At the global level they, along with employers’ regentatives, have contributed to the
development of various conventions and recommemastrelated to skills development,
notably the Human Resources Development Conve(iti@h1975) and the Human Resources
Development Recommendation (ILO 2004), which akmreference to and encourage the
participation of trade unions in TVET and skillssegms. More recently employer’ and
workers’ organisations adopted a series of conmhssion skills for improved productivity,
employment growth and development at the Internatibabour Conference in 2008. (ILO.
2008). At the request of the G20 Leaders, the Ih@artnership with employers’ and workers’
organisations, developed a training strategy whwels presented at the Toronto Summit in
June 2010 (ILO. 2010). This strategy highlighteel fibllowing objectives:

» providing quality initial education as a foundatifmn future training

» building solid bridges between the world of worlddraining providers, particularly at
the sectoral level where the direct participatibaraployers and workers together with
government and training providers ensures the aalew of training

» providing for continuous workplace training aneldng learning

* anticipating and building competencies for futueeds

* ensuring broad access to training opportunitiesywiemen and men, and particularly
for those groups facing greater difficulties, intgaular youth, lower skilled workers,
workers with disabilities, rural communities.

Clearly though, this involvement varies consideyattbm region to region and between
developed and developing countries. From a devdlopantry perspective, two comparative
studies from Europe demonstrate the breadth ofweweent that is possible.

In terms of Initial Vocational Education and Tragi (IVET), and more specifically
apprenticeships, a 10-country research project rtetcen by Unionlearn, on behalf of the
European Trade Union Confederation, notes that:

‘apprenticeships offer a tried and tested way dihg young people into work.
How do trade unions know this? They know it simpgcause they, along with



employers’ organisations, are closely involved, different levels, in the
governance of Vocational Education and Training TYEnd apprenticeship
systems. This trade union involvement covers aetarof different activities:
ensuring that VET programmes correspond to the sneédhe labour market;
contributing to the development of professional ldigations; advising on the
content of training, both in training institutioasd at the workplace; negotiating
terms and conditions for apprentices, particularfges; providing guidance for
apprentices via trade union representatives an&saasuncillors; monitoring the
quality of work-based training; deciding on the dumg arrangements for work-
based training by means of bilateral training ful€lBUC/Unionlearn. 2014. p 4).

In terms of Continuing Vocational Education andiiireg (CVET), and more specifically
workplace learning, a European research projectuooated by Unionlearn concludes with the
following:

‘The most obvious and important message is thdetwmions play an important
role in supporting workplace learning in its di#et forms. They act as
intermediaries between workers and employers. Tprmyide information to
workers about learning opportunities. They carryanalyses of the learning needs
of the workplace. They negotiate paid time off feorkplace learning. They
negotiate training strategies with employers. Tinegotiate funding for workplace
learning with employers in around half of the coig® surveyed. They help
workers to access funding from public authoritielsey organise training courses
for workers, help workers to access funding fornesy from employers and act
as intermediaries between workers and trainingigess. In short they are central
to the success of workplace learning throughoubgeir(Unionlearn. 2013. p 6).

So, given the existence of international instruragntitical academic analysis providing a
rationale for union involvement and also the maatyamal examples of active involvement, it
is argued here that there is a case for trade unimivement in skills development systems
and that more needs to be done to increase thésament of trade unions in this important
labour market policy domain.

This study then, is composed of three parts:

an international literature review on the involvereof trade unions in skills
development systems

a typology of interventions and cross-case analyss extends beyond the existing
literature, on the basis of the ten national casdias from Africa, Arab countries, Asia,
Europe and Latin America

key issues and recommendations to improve tradeengagement with skills issues.



Literature review
Introduction

The literature review features academic books andes, as well as studies carried out by
stakeholders, particularly trade unions, and aisernational bodies, such as the International
Labour Organization (ILO) and the OrganisationEesonomic Co-operation and Development
(OECD). The starting point was a review of the Esigl French-, German- and Italian-
language versions of Google Scholar, with seareindesuch as trade union/training,
syndicat/formation, Gewerkschaft/Bildung and siatli¢cformazione. This was complemented
by a review of specialist academic journals overldst ten years, notabBritish Journal of
Industrial Relations, Industrial Relations Journhkdternational Journal of Training Research,
Journal of Education and Warldournal of Vocational Education and Training, Rassain
Post-compulsory EducatieamdWork, Employment and Society

Given the contemporary interest in skills developmearticularly in the light of high levels
of youth unemployment, and the rapid increase enrthmber of new initiatives (laws and
regulations, reviews and reforms, strategies angegts) to address this issue, the aim of the
literature review is not to delve into the histooy trade union involvement in skills
development but to concentrate on the most recandy ie 2005 onwards, so as to provide
practical contemporary guidance for future tradenimeflection and activity.

Publications that were not able to address bothehs of the study, trade union involvement
on the one hand and skills development on the pivexe excluded. Publications that focussed
on the involvement of ‘social partners’, employeassociations and trade unions, although
potentially interesting, were also excluded, Wis not possible to disaggregate the expression
‘social partner’ and identify the specific contriltmin made by trade unions.

What follows is an analysis of the literature imme of how unions are reported as being
involved in skills development systems at the matipsectoral and enterprise levels.

At the national multi-sectoral level

This section will examine a number of examples afsvin which trade unions are involved in
skills development at the national level, eitheptigh their participation in the deliberations
of apex training bodies, the negotiation of mudictoral collective agreements and/or the
launching of tri-partite training strategies.

National apex bodies

National apex bodies provide trade unions with gnificant opportunity to regulate and
support skills development in a number of Europeaantries — for example, Belgium,
Bulgaria, Cyprus, Denmark, France, Germany, Irelabdtvia, Luxembourg and the
Netherlands.

Belgian law makes provision for trade union invohant in the design and implementation of
apprenticeship training. Trade unions are represenn the Board of the Flemish Agency for
Vocational Training, and its Practical Committedjeh are responsible for the approval of all
training plans and qualifications, the implememtatwf apprenticeship agreements, the quality
of training in the workplace and the supervisionimicompany mentors. They are also



represented on the Board of the Walloon InstitoteCfual Training in Small- and Medium-
sized Enterprises and of the French-speaking Ofic®ual Training, and the Commission
which defines occupation profiles for TVET (ETUC/Onlearn. 2016. p 52)

Tri-partite partnership is at the heart of the Buign VET system. Trade unions have equal
representation with employers’ associations orMheagement Board of the National Agency
for Vocational Education and Training, whose fuok$ arejnter alia, to cooperate with the
social partners in implementing coordinated po$id@ lifelong learning (ibid. p 53).

In Cyprus trade unions have equal representatiah wmployers’ associations on the
Apprenticeship Board, which decides upon the sfieatéons that will be offered in each
school year. They monitor the implementation of $slgstem in each District of Cyprus and
submit recommendations to the Apprenticeship Baardssues such as the employment of
apprentices and apprenticeship contracts, as wédlbmur market needs (ibid. p 54).

In Denmark trade unions have equal representatittnemployers’ associations on the Board
of the National Council of Vocational Education amdaining which is responsible for

providing advice to the Minister on the overall wegion of apprenticeship training (ibid. p

56).

French law provides for wide-ranging trade uniorvolwement in the design and
implementation of apprenticeship training, by meafi®rmal participation in bodies such as
the National Council for Employment, Vocational iiag and Guidance (ibid. p 58).

In Germany, as is widely known, social partnerskigentral to the VET system, and the
Vocational Training Act makes provision for widaigang trade union involvement in the
design and implementation of vocational educatiow @raining, by means of formal

participation in education and training bodies.tA¢ national level, for example, they are
members of the Board (with 25% of the seats) ofFdmeral Institute for Vocational Education
and Training, which is often described as Germa{3 Parliament (ibid. p 59).

The new reforms in Ireland provide for formal tradeon involvement in the Apprenticeship
Council, whose function is to advise on the ‘desidaration, entry levels and ongoing
provision of apprenticeships in line with nationakds’; on the introduction of apprenticeships
in new occupations and the promotion of progrespathways; on numbers of apprenticeships
to be provided in various occupations based ongtabour market intelligence and manpower
forecasting (ibid. p 61).

In Latvia the Free Trade Union Confederation ofviat along with the Employers’
Confederation of Latvia are members of the Natidmgdartite Sub-Council for Cooperation
in Vocational Education and Employment, whose ntagks includeinter alia, reviewing
the drafts of State development plans as regard&TTdnd establishing or updating
educational programmes and occupational stand@etiefop 2016. p 117).

In Luxembourg the Reform of Vocational Educatiord draining Act makes provision for
social partner involvement in the design and im@etation of apprenticeship training. The
planning and implementation is overseen by a Cotemifor VVocational Training which is
composed of a series of stakeholders includingCthambers that represent employers’ and
employees’ associations. More specifically in terafisapprenticeship training, the social
partners, via the Chambers, are members of cuunctéams that are responsible for drawing



up occupational standards, training profiles araining curricula. In addition they are
responsible for drawing up the criteria and proceddior the assessment of apprentices. They
are also responsible for the accreditation of wiadgs for apprenticeship training
(ETUC/Unionlearn. 2016. op cit. p 65).

The Dutch system is in a state of transition. Ilg@st 2015 the Ministry of Education, Culture
and Science handed over a central advisory rokertew foundation, ‘Cooperation between
Vocational Education and Training and the Labourkd# (SBB in Dutch). The SBB is
responsible for labour market research, the dewedop and maintenance of the qualifications
structure and the accreditation of work placemenganies. Social partners (trade unions and
employers’ associations) are closely involved ire tdesign and implementation of
apprenticeship training. At the national level theywe equal representation on the Board of
the SBB and on its Advisory Committees for quadifions and examinations, and work
placement and effectiveness (idem. p 66).

Spanish trade unions, along with the employersdo@asions, are formally consulted on the
broad legal aspects of the VET system via the Gé@ouncil for Vocational Trainingrhich
has 77 members, 19 of whom represent trade unides (p 70).

In other regions of the world, the Southern and&asMediterranean (SEMED) for examfple
there is official recognition in almost all the edues that the main employers’ associations
and trade union federations have a part to playgm policy dialogue. ‘However trade union
federations tend to take a lesser role, or in soases, to be largely absent from the table’
(ETF. 2015. p 24).

In Asia, trade unions are represented in Indighertri-partite National Council for Vocational
Training which advises the Ministry of Labour anghfidloyment on the definition of standards
for syllabi, equipment, duration of courses, methofitraining and certification (Smith. 2014.
p 50).

In Africa, the Kenyan National Industrial Trainimguthority was established in 2011 to
‘promote the highest standards in the quality dhdiency of industrial training in Kenya and
ensure the supply of properly trained manpowell é&\zels in industry’, and three trade union
representatives are members of its Board - out wital of 11 in all. In Mozambique the
National Authority for Vocational Education, which inter alia, charged with developing a
national TVET sector strategy, has trade union esgmtatives on its Board (The
Commonwealth. 2016. pp 70-73 and 78-79).

In another region, Latin America, trade unions r@@resented on a number of national apex
bodies. The National Board of Employment, Produtgtiand Minimum, Vital and Mobile
Wages in Argentina ‘is formed by 16 company repnestéeres and 16 worker’s representatives
and a president named by the Ministry of LabourpExyyment and Social Security’ (Senén
Gonzalez & Borroni. 2012. p 10). One of the Boardierking committees deals with
vocational training and has provided informatiom advisory services, and through it, the
Ministry has been able to present reports on vooatitraining (Barretto Ghione. 2015. p 24).
In Peru there is a tripartite consultative body tdational Council for Labour and Job
Promotion, which is composed of representative exakand employers’ associations and
chaired by the Ministry of Labour and Job Promati@ne of its permanent technical
committees, the Vocational Training Committee, ti@geloped proposals for labour training

2 Algeria, Egypt, Israel, Jordan, Lebanon, Libya,rbtmo, Palestine, and Tunisia



incentives and approved guidelines on standardisatnd certification policies (ibid. pp 25-
26). In Chile the National System for Labour Conepely Certification Committee, is

composed of nine members, three of which are apgubioy the most representative workers’
organizations in the country (ibid. p 28).

Multi-sector collective agreements

Multi-sector collective agreements on skills depeh@nts are rare, but in Europe France and
Norway provide significant exceptions.

In France trade unions and employers’ associatiawe negotiated multi-sectoral collective
agreements on skills development on a regular basiational multi-sectoral agreement was
signed in 2003 by all the major representative €metrade union confederations and
employers’ associations. This wide-ranging agredroevered a range of subjedister alia:
information and guidance on lifelong learning; bishment of lifelong learning for all
employees; training and development for young pessgobseekers, and certain public
employees; in-company training and developmeninitrg at the sectoral level and in the
regions; financial arrangements; and the natureaofributions linked to the development of
continuing training. Moreover the agreement reiodor certain elements of the previous
system — extending the principle of the employaining levy and strengthening the role of
sector bodies in administering training levies determining sector priorities — and ushered
in a new individual training right and the rightan appraisal interview at least every two years
to identify training and development needs. (LesD& Winterton. 2012. p 102-103).

Other agreements were signed in 2009 and agaifilif.Z'’he 2013 agreement had a number
of aims: to enhance the skills and qualificatiofsemployees so as to support their own
professional development and to boost the competiiss of enterprises; to support
professional sectors so as to boost their competiéiss by developing the skills and
gualifications of their employees; to maintain loieg learning pathways by means of a
personal training account; to increase the numbbepeficiaries of individuals’ time off for
training; to improve career guidance; to financeatmnal training; and to improve the
governance of skills development. This agreemeok tmn an enhanced significance, as it
formed the basis for the subsequent Law on Vocatidmnaining, Employment and Social
Democratisation adopted in March 2014.

In Norway the trade union confederatioandsorganisasjonen i Norgggned a multi-sectoral
framework agreement with the employers’ associahNamingslivets Hovedorganisasjaio
support workplace learning. This agreement madeigiom for ‘educational shop stewards’,
who would be consulted before the implementatiovooftional training measures. In addition
it stated that each company should present itcttges for future development as a basis for
mapping appropriate qualifications. In cooperatiwith workers, the company would be
responsible for mapping and initiating the necessagasures, and wherever there was a gap
between existing qualifications at the company igtuture needs, this should be covered by
appropriate training measures or other means. (Ugaon. 2013. p 11)



Tri-partite training strategies

Tri-partite strategies to support TVET are als@r&towever Germany provides a couple of
significant examples.

In 2009 a tripartite commission made up of the Bty of Labour and Social Affairs, trade
unions and employers’ associations set up a praggrthe ‘Social Partner Directive’, which
provided financial support to companies that weoweced by a collective agreement
containing regulations for continuing training, fve implementation of these collective
agreements (Trappmann, 2012. p 123). At a latgedtae German trade union confederation
and four of its affiliated associations joined wdliferent employers’ associations and the
Ministries of the Federal Government to agree armomstrategy, the ‘Alliance for Initial and
Further Training 2015-2018vhich contained a series of measures to preparagypeople
better for their occupation and the world of wotk.aimed to improve the quality and
attractiveness of the vocational training systeroyige every young person interested in an
apprenticeship position with a pathway to a vocwticqualification; reduce the number of
school leavers without a school leaving certificatevithout the appropriate qualification to
begin an apprenticeship; increase the number afeagipeship positions and of companies
training young people; and enhance advanced tgiand to improve permeability between
vocational training and academic educafion.

At the sectoral level

The literature would suggest that the most prop#i@pportunity for trade unions to be
involved in skills development, whether in terms pblicy formulation or policy
implementation, is at the sectoral level, and #estion will examine how the literature
demonstrates ways in which trade unions are indblve skills development, either by
participating in sectoral bodies, such as sectalfsskouncils, or negotiating collective
agreements.

Sectoral bodies

Sectoral bodies, made up of representatives o tuatbns and employers’ associations, have
a central role to play in implementing skills deomhent, whether in terms of initial (IVET)
or continuing vocational education and training €IV or both (ETF, 2013). This is often the
case in Europe, with Denmark, France, Latvia, tethBrlands (until 2015), Germany and Italy
having particularly well developed models.

In Denmark, for example, according to article 3Ate# Vocational Education and Training
Act, employers' and workers' organisations mayugesectoral ‘trade committeedaglige
udvalg with an equal number of employer and employeaesmtatives. These ‘trade
committees’ - approximately 50 in number - lay davva detailed content of the education and
training programmes within the general frameworkvpted by the National Council of
Vocational Education and Training, and more spedlify the duration and structure of the
training programmes, their objectives and assess@ewell as the distribution between work-
based and school-based training. In the light ektigments in the labour market, they may
propose the launching of new courses or the closuexisting courses. In addition, they are
responsible for the licensing of training instituts (ETUC/Unionlearn, 2014, p 26).

3 https://www.bmwi.de/DE/Themen/Ausbildung-und-Béallfanz-fuer-aus-und-weiterbildung.htmi



In France the diplomas and education programmeschool-based VET as well as in
apprenticeship training are determined by sectgrehtional commissions in which the trade
unions and employers associations play an importet (Bosch & Charest, 2010 p 20).
Following on from the French national multi-sect@agreement signed in 2003, trade unions
and employers’ associations negotiated and sigokettive agreements to establish bi-partite
Prospective Observatories for Occupations and €@uations (OPMQ in French) whose
mission is to contribute to the anticipation of ghdlls needs of companies and employees and
to enable social partners to define training pesidior the different sectors. Each of the 126
Observatories has an Approved Bi-partite Collect®ody (OPCA in French) which is
responsible for financing vocational training ie hrivate sector. These OPCA collect training
levies from companies and allocate these fundmémée training programmes (d’Agostino &
Delanoé. 2012).

In Germany, in spite of the fact that there isegal underpinning for the participation of trade
unions and employers’ associations in the developmoé training regulations, ‘the state
always recognizes the principles of agreementshabin reality the unions and employers’
associations define the content of vocational ingitto a very large extent’ (Martinez Lucio,
Skule, Kruse & Trappmann. 2007. p 329).

In Italy, trade unions, along with employers’ asations, are responsible for managing the 19
sectoral Interprofessional Joint Funds which fia€VET training programmes at the
enterprise, sectoral or regional levels, and wiictihe basis of a 2011 law may also finance
apprenticeship schemes. (ISFOL. 2015. p 7).

In Latvia trade union representatives are membet? Gector Expert Councils which are
responsible for defining occupational standards@mdcula. These Councils also provide
sector experts for quality assessment and, theiavaih of sector enrolment programmes
for Initial VET. (Cedefop. 2016. p 117).

There are also examples of sector skills counetigpment in Africa. In Botswana the Human
Advisory Development Council is mandatéuter alia, to establish a better link between the
supply side of of human resource development (datucand training) with the demands side
(work) and is in the process of setting up seabancils in the following sectors: Agriculture,
Creative Industries, Finance and Business Servideslth, Information and Communication
and Technology, Mining, Minerals Energy and Wat&rade unions are represented on each
of the sector committees (The Commonwealth. 205&-67).

However, at the other end of the spectrum, tradensninvolvement in sectoral approaches
may be marginal, at best, as in the United Kingd@mu Canada, for example, or excluded, as
in India, as can be seen below.

In the United Kingdom, sector skills councils west up, with a responsibility for developing
occupational standards - including apprenticeshi@d approving qualifications which
underpin vocational training programmes. Althougtp®yer-led, sector skills councils were
required to appoint at least one trade unionittega boards (Clough. 2012a. p 186). However,
as Clough has pointed out in a separate publicdtimre has been minimal union involvement
in skills formation such as determining occupatl@tandards and the qualifications on which
they are based. This is the result of the laclooiad partnership institutions in the VET system’
(Clough 2012b. p 35). With the launching in 2013 employer-led ‘trailblazer’
apprenticeships, the influence of sector skillsnoils has declined, and, given that there is no



formal provision for trade union participation imet design and implementation of
apprenticeships, the influence of trade unionsis @area of work has declined further.

In North America the original practice of creatisgctor councils in Canada with worker and
employer representatives has been eroded. Theyeresétrade unions and the notion of parity
in numbers with employers’ associations are noéormpnsidered essential by the Canadian
government, and parity in numbers was observednly four of the thirty three councils
(Charest. 2012. p 78). In South America, theretapartite sectoral councils for Lifelong
Learning and Skills Certification in Argentina (Batto Ghione. 2015. p 24).

In the Asian region, in India to be specific, thas recently been a recognition of the need
for a sectoral skills system, and the National ISkibevelopment Corporation (NSDC)
announced in 2011 that it would set up a serieseofor skills councils (SSC), with a specific
role for trade unions in their deliberations. Howethere is no evidence of deep or systematic
involvement of unions in SSC development’ (ILO. 20f. 25) In a report published two years
later the NSDC had still not invited the trade unsido participate in the meetings of the sector
skills councils (Smith. 2014. p 51).

Collective agreements

In Germany, in 2001 trade unions and employersd@asons signed a collective agreement
at the regional level on qualifications, which madenpany-relevant training possible on the
job, through internal or external training, anduieed certification of all training. It was agreed
that the employer would cover all costs, and theetused for training activities would count
as paid working time. This flagship agreement wasoduced in 2006 in all other German
federal states in the metal industry and led cbllecbargaining in the service sector, for
insurance in 2007, and for the public sector inqUrappmann, 2012, pp 122-123.) It was
also taken up in the chemical industry, and thdetranionindustriegewerkschaft Bergbau,
Chemie, Energie (IGBCE)nd the employers’ associatiBandesarbeitgeberverband Chemie
(BAVC)signed an agreement ‘Work life and DemographyAmil 2008. Article 6.111 of the
agreement referred specifically to training plagniand training measures. It stated that
‘training programmes can be offered at the complawel on the basis of company and
individual needs, qualifications objectives andgibliity criteria for the programmes.
Employers and workers will establish an appropreatealifications agreement’. (Unionlearn,
2013, p. 11).

In Italy ISFOL and INPS have examined the ways imclv the regulation of apprenticeship
training was included in Italian sectoral agreerseritheir report coverdnter alia, the
following issues: remuneration; in-company mentotise numbers of apprentices per
enterprise; the role of the joint interprofessiohaids; and the duration and modalities of
training (ISFOL/INPS, 2013, p 9-14).

In South America, in Costa Rica in the public sectollective agreements have addressed
issues such as ‘educational and training leavedéwelopment of vocational training and

capacity-building institutional programmes, scheldps, career-related financial incentives
etc.’” (Barretto Ghione. 2015. p 43).

Finally in this section, in Israel, a collectiveragment in construction, infrastructure, heavy
equipment, public works and renovation sector signethe Construction and Wood Workers
Union of Israel and the Association of Contractarsl Builders in Israel. This agreement
provides for training for workers on the followisgbjects: foreman certified training (total



600 hours); prevention of construction defectguture” i.e. building foundations and frame;
and health and safety measures on tower craneskgadrapers (Brumat, 2012b).

At the enterprise level

Trade unions in some countries are involved ingyalnplementation of skills development at
the enterprise level, by means of works councildifbéérent types, company agreements and/or
the activities of union representatives, and maqyecsically trade union delegates with
responsibilities for skills development.

Works Councils

Although work councils are not trade union bodigsach, they provide a forum which can be
used by trade union representatives to developevstkkills at the enterprise level. In Austria,
for example, the law provides the works councilhweitensive rights in terms of continuing
vocational education and training (CVET), notaltig tight to information on planned initial
and continuing training programmes and participatiothe planning and implementation of
in-company continuing training and retraining measyUnionlearn. 2013, p 7).

In Germany trade unions also have an opportunityemome involved in skills development
via the works councils, which are responsible foe promotion of vocational training, the
establishment of training facilities and programnaesl the implementation of vocational
training (according to Articles 96-98 of the WoiRenstitution Act). With the revision of the

law in 2008, works councils could request that nganaent identify initial and continuing

training needs (Trappmann. 2012. p 115). Formaletranion rights to shape vocational
training include advice on equipping company-basaitiing centres, and the introduction of
company based training and participation processesgional vocational training (Martinez
Lucio et al. 2007. p 330).

In France, the French national multi-sectoral agwe® signed in 2003 provided opportunities
for employee representatives to play a role inlskievelopment at the enterprise level, in
works councils (Le Deist and Winterton. p 103).

Collective agreements

In spite of the difficulties in locating a suitalfierum for negotiation at the enterprise level,
trade unions in certain countries have been ableegotiate agreements covering skills
development, either in the form of company agreé¢menlearning agreements.

A detailed study in Germany has identified examplieskills development in a total of 504
company agreements, covering 46 different sectbrh@ economy, andinter alia, has
considered how issues, such as types of trainicgss to training and organising training,
were tackled. The authors concluded that compamgeagents were comprehensive and
detailed. The elements in the different agreemweete often similar. Skills development was
increasingly seen as a complement to other workpésties and not as subject in its own right.
There was a considerable increase in training éov i soft- and hard-ware and a reduction
in training for general more simple IT applicatio(Busse & Heidemann. 2012. pp 103%4).

“Although there is undoubted trade union involvemergkills development in German companies in Geyna
this is not necessarily the case in German compamstalled in other parts of the world. Theratttel or no trade
union involvement in apprenticeship training in BM&iemens and Volkswagen in the USA (Aring. 2038t p
2,3). It is important to point out however thatrihere very low unionisation rates in these thre@pmanies,



In an evaluation of the content of learning agresiién the United Kingdom, Stuart has
identified the following themes; principles of agments and roles of parties; learning
infrastructure and governance; identification odrieng needs and time off for learning;
equality of access to learning; integration withd&ri organisational policy and practice;
monitoring of agreements and industrial relationargntees; and facilities for Union Learning
Representatives (Stuart. 2011. p 17-27).

In terms of specific enterprises, ING, the multioaal banking and financial services
corporation in the Netherlands, provides an exaroplissues that can be incorporated in a
company agreement. The agreement was signed bygeraeat in 2008 with four trade union
associationsKNV Bondgenoten, De Unie, Beroepsorganisatie Bankerzekeringerand
CNV Dienstenbond Article 8 of the agreement, entitled employdpilhighlighted the need

to maintain and develop knowledge and skills, dmeddompany agreed to set up an ING Task
Force, made up of representatives of managementraads to drive the process forward. The
agreement provided for vocational education anditrg, specific funding in addition to the
normal training budget, coaching and guidance g@pddunities for certification. (Unionlearn.
2013. p 12).

In terms of specific enterprises, another particidaample, from Brazil, would be the
agreement between the ABC Metal Workers Trade Usaiwth the multinational Mercedes-
Benz, which includes vocational training clausesidorkers in the factory of S&o Bernardo do
Campo, in the state of S&o Paulo (Barretto Ghig@é5. p 42). Another example from Latin
America would be the agreement, signed in Costa RicCompafiia Bananera Atlantica
Limitada (COBAL)a subsidiary of Chiquita Brands Internationat] #re unionJTrabajadores

de la Compafiia Bananera Atlantica Limitada (SINTRMBAL), to provide training for
workers in technical subjects such as: refrigegaiystems trouble-shooting; use of personal
protection equipment; welding and electronics; wealated issues and workplace safety, and
general educatiosuch agomputer skills and English language (Brumat, 2p.12a

Union Learning Representatives

In the United Kingdom, there is no statutory righbargain on training, nor any obligation on
the part of employers to provide training, nor agnificant tradition of works councils.
However the Employment Act 2002 provides an oppuotydor trade unions to play a key role,
via union learning representatives (ULRS), in hadpivorkers into training opportunities. This
Act sets out the five key functions for which igts statutory rights to reasonable paid time
off, as follows: analysing learning or trainingeks; providing information and advice about
learning or training matters; arranging and suppgrtearning and training; consulting the
employer about carrying out such activities; argppring to carry out these activities.

According to an evaluation commissioned by the joudnlithorities, union-led projects helped
unions to train some 27,000 ULRs who contributeditecting around 300,000 people into
learning every year. This activity was supportethatworkplace by more than 1,500 learning
agreements (BIS, 2012 p 16).

located in South Carolina, North Carolina and Tesee, so called ‘right to work’ states, where elygds have
the right to work without needing to join a tradgan.



The literature review has demonstrated the vaoétyays in which unions are involved in
different ways in skills development systems at tiaional multi-sectoral, sectoral and
enterprise levels. At the national multi-sectoeadl the emphasis is very much on participation
in national apex bodies which are responsible ftfer¢nt aspects of policy formulation on
TVET. The key to this involvement is the politiccision or decisions at the level of State to
set up these bodies in the first place and to geformal opportunities for social partners,
both employers’ associatiord trade unions, to participate in these bodies’bdeations.
When involvement is dependent on intermittent paehip, either in the form of tri-partite
collective agreements and/or training strategiben,t opportunities for involvement are
significantly limited.

The same holds true, for the most part, at theossdievel. Sectoral bodies, in their different
manifestations, provide the most favourable opputies for trade union involvement in

TVET policy formulation and also implementation. @& the sectoral level differs from the
national multi-sectoral level however is in theaadd collective bargaining. Those countries
with a tradition of sector-level bargaining havegeeater propensity to provide further
opportunities for trade union involvement in bargag on TVET.

At the enterprise level, opportunities for tradeoaninvolvement in TVET implementation
exist, particularly in those countries that haveksaouncils with a remit to advise on TVET.
Otherwise it is difficult to find or construct ttepropriate forum for such deliberations. The
one clear exception is the United Kingdom, a counmtith no works councils, but with
relatively intense trade union involvement in TVERT the enterprise level, on the basis of
activities carried out by Union Learning Represews supported by union-administered
funds from public authorities.

Clearly though the literature review only refersaatbmited number of countries, primarily in
Europe. In order to expand the range of the liteeateview and thus to provide a broader
overview of the subject, the ILO has chosen to casion ten national case studies of trade
union involvement in TVET, and they will provideetfiocus for the next section of the study.



Typology of interventions and cross-case analysis

This section will present a typology of trade uninterventions and cross-case analysis that
extends beyond the existing literature on the basithe national case studies from Africa
(Senegal and South Africa), Arab countries (Moroand Oman), Asia (Bangladesh and the
Philippines), Europe (Sweden and the United Kingdamd Latin America (Argentifaand
Brazil). A concise comparative typology of tradean interventions is to be found in Table 2
at the end of this section.

At the national multi-sectoral level

Trade unions from the national studies are involneskills development at the national multi-
sectoral level in a variety of ways, notably thrbugeir participation in the deliberations of
apex training bodies and to a lesser extent theotrampn of multi-sectoral tri-partite
agreements.

National apex bodies

Trade unions are represented on national tri-gagjiex bodies in Argentina, Bangladesh,
Brazil, Morocco, the Philippines, Senegal, Southidsf and Sweden, but not in Oman and no
longer in the United Kingdom.

In Africa, trades unions are represented on a nurabdifferent tri-partite bodies in South
Africa, notably: the National Skills Authority whicadvises the Ministry of Labour on skills
issues; the Human Resource Development CouncibofhSAfrica — ‘a national, multi-tiered
and multi-stakeholder advisory body’ which aimstionulate a culture of training and lifelong
learning at individual, organisational and natiotelels of employability and which is
supported by a technical working group chaired ®SBTU, the largest South African trade
union confederation; the South African Qualificaso Authority which oversees the
development and implementation of the National @uations Framework; the Quality
Council on Trades and Occupations which is respimsfor overseeing the design,
implementation, assessment and certification ofipational qualifications. In Senegal the
most representative trade union confederationsighat Confederation of Workers of
Senegal, the National Union of Autonomous Tradeodsiof Senegal and the Confederation
of Senegal Autonomous Trade Unions, CSA) are mesnbethe Boards of the National
Vocational Qualification Centre and the Fund fondficing Vocational and Technical
Training.

In Asia, trade unions are represented on the Bdegta National Skills Development Council
in Bangladesh whose role is to oversee and maaiitactivities of public and private training
providers related to skills training. Bangladesade unions also participate in project advisory
committees for ILO skills projects and provide dir¢raining for informal workers. In the
Philippines there are six trade union represerdgat{out of a total of 22) on the Board of the
Technical Education and Skills Development Authyowhich has a key role in TVET policy
formulation and implementation. It is mandated & fto provide relevant, accessible, high
quality and efficient technical education and skidkvelopment’ and is primarily responsible
for the formulation of continuing technical educatiand skills development policies and
programmes. As part of its quality assurance meadtihas promoted the use of competency-
and outcome-based Training Regulations which contanimum standards for trainers and

5 Whilst a case study on Argentina was commissidaethis study, it has not been included in the éxas.



training material, and it has established a NatiQualification Programme for TVET trainers-
assessors. In addition it approves the Nationahilieal Education and Skills Development
Plan and allocates resources for the differennitngi programmes. It defines and approves
TVET skills standards and assessments. It estaislishd administers a system of accreditation
of both public and private TVET institutions.

In the Arab countries, in Morocco for example, twb the representative trade union
confederationd’Union Marocaine du Travail et 'Union Générale si¢ravailleurs du Maroc,
are membes of the Management Committee of theattitp Office for Vocational Training
and the Promotion of Work which provides informatiand guidance and recruitment for
TVET and is also responsible for the organisatioa monitoring of apprenticeships.

In Latin America they are represented in Argentimathe National System of Continuing
Education which is responsible for developing aeysof continuing TVET, based on social
dialogue and the development of skills standardsl &hich articulates training and the
certification of skills with the employment polisiedeveloped by the Ministry of Labour,
Employment and Social Security. In Brazil, theymembers of the National Education Forum
which supervises the design, implementation antuatian of national education policy, and
also the National Certification Network which ispensible for the recognition of knowledge
and professional certification of young adultsEurope, although the Swedish TVET system
is primarily school-based, and generally theratike linvolvement from the social partners,
whether trade unions or employers’ associatioasletunions are represented on the board of
the Labour Market Council which is linked to the &lish National Agency for Higher
Vocational Education. In the United Kingdom trageoms have been involved in consultative
discussions within the UK Commission for Employmand Skills, but it is now in the process
of being wound up.

Multi-sectoral tri-partite agreements and strategies

There are some examples of trade union involvenmentulti-sectoral tri-partite agreements
and strategies in Africa. In South Africa a Natibr&kills Accord was signed in 2011,
committing all social partners to combine theirfoefs in order to strengthen skills
development as a crucial pillar of the New Grow#thh Stakeholders should train artisans
and other scarce skills, contribute to the placdenwnfurther education graduates into
workplace learning, improve the quality of skillapning and focus on the performance of the
sector skills councils. In Senegal, following threation of the National Joint Committee for
Vocational Training in 2004, the social partnegned a Joint Declaration the following year
to promote continuing TVET at the enterprise level

In the Arab countries, in Morocco for example, igotairtite agreement was signed in 2011 to
‘improve the capacity of enterprises and continuifgET for employees’ leading to a
commitment to a new form of governance for the ngangent of special training contracts.
This commitment has not yet been carried throughever. In Asia trade unions in the
Philippines have provided an active and regulautinip deliberations on skills development,
for example in the context of the preparationgtierPhilippine Development Plan 2016-2022.

Although British trade unions have not been invdlwe multi-sectoral tri-partite agreements
and strategies, nor any longer indeed in the dalilmns of national and/or sectoral apex
bodies, they are responsible for managing a goventifiinded Union Learning Fund, which
‘has disbursed some £150 million since 1998, supmps50 projects involving 57 trade



unions. Some 31,000 ULRs have been trained, 606nuleiarning centres opened and an
estimated 220,000 individuals access courses eagtityrough union-led learning. The current
ULF round 17 (1 April 2016 — 31 March 2017) supp@®8 projects involving 22 unions’.

At the sectoral level

At the sectoral level trade unions are involvedkills development by means of participating
in bodies, such as sector skills councils, and ti@gog collective agreements.

Sectoral bodies

Trade unions are represented on sectoral bodidsgentina, Bangladesh, Brazil, Senegal,
South Africa and Sweden.

Trade unions are represented on 21 Sector Educatbiiraining Advisory Boards (SETABs
— formerly known as SETAs — Sector Education arainimg Authorities) in South Africa.
SETABs develop and carry out Sector Skills Plansddition, they approve workplace skills
plans and training reportestablish learning programmes (and related nad$griregister
agreements and administer sectoral funds to sugpairting provision. They are also
responsible for identifying work placements and fiaying information about placement
opportunitiesIn certain sectors, unions, such as the NationatJaf Mineworkers and the
Building, Constructiorand Allied WorkersUnion, have highlighted the importance of the
recognition of prior learning and the need to daay qualifications so as to enable workers to
obtain pay increases. In addition SETA@s responsible for liaising with ti@guality Council

on Trades and Occupations, whose Board includesatial partnerspn the issue of quality
assurance, and they pass on informatonskills developments within their sectir the
National Skills Authority and ultimately the Nat@irSkills Development Strategy. In Senegal
trade unions are represented on the boards of seweral centres (Construction and Public
Works, Agri-business, Ports).

In Asia, in Bangladesh more specifically, there bBr@ustry Skills Councils (ISCs) in sub
sectors, such as leather, construction, ready-rgadeents and agri-food, with trade union
representation. In addition Bangladeshi trade uniarthe construction industry are involved
in managing and monitoring training delivery wittihre informal apprenticeship programme
of a development project entitled/ay out of Informality In the Philippines there are
consultative Industry Tri-partite Councils in sigcsors (clothing and textiles, construction,
automotive assembly, banking, and hotel, restasii@md sugar). In addition trade unions have
also been involved in providing training directtyworkers, particularly in the maritime and
construction sectors.

In Europe, Swedish trade unions are represent@@ sectoral programme councils that advise
on TVET matters - one such example would beltitkistriarbetsgivarnas kompentensrad
(IAKR), which deals with skills development in tingetal and engineering sector. In Latin
America, Argentinian trade unions are representedhe Sectoral Councils for Continuing
Learning and Skills Certification which are ‘areethackbone for the implementation of the
training and certification of vocational skills’ @rvhich present the sectors’ demands in terms
of vocational training matters and certificatiordemtify needs, promote the Sectoral
Certification Bodies, validate standards of pr@iay, train evaluators and carry out evaluation
and certification. In addition they are requiredrtonitor and evaluate the results of the actions
in their strategic plans. The Sectoral CertificatiBodies are composed of the business



chambers and trade unions for each sector, andtimetion is to evaluate and certify workers
in their professional roles. In Brazil trade uniquasticipate in the S System Councils (SENAI,
for industry; SENAC, for commerce and the servieetar; SENAR, for rural workers; and

SENAT, for transport workers). They are also repnésd on the Sectoral Technical
Committees of the National Service for Industrighifiing which are responsible for defining
vocational profiles for curriculum design.

Collective agreements

Trade unions at the sectoral level have negotiatdigctive agreements in Argentina and
Sweden. In Argentina in the 1990s tbeion Obrera de la Construccién de la Republica
Argentina (UOCRA) and theCamara Argentina de la Construccion (CAGigned an
agreement to support joint vocational trainingvarkers; and, with the Ministry of Labour,
Education and Social Security, to establish theddat Institute for Technological Education.
In addition, in 2004 and 2007 the social partnégaesd an agreement with the Ministry or
Labour, Employment and Social Security and thatlrtstof Statistics and Registration of the
Construction Industry. They also agreed to sehepNational Qualification Plan for Workers
in the Construction Industry which had four speoifbjectives: training for ‘safe and qualified
employment’; strengthening the network of trainiogntres for the construction industry;
certifying workers’ skills; and providing guidanaad counseling for training and employment.
They signed another important agreement to setygbe® Training for the Construction
Industrywhich led tothe provisionof vocational guidance and training, the promotaom
development of assessment and the certificatiamoofpetencies, and the tracking of courses
and work placements in the construction sectoraddition, an agreement was signed to
promote lifelong learning and the creation of seskills council certification and CVET
within the construction industry.

In the Automobile sectdhe Sindicato de Mecanicos y Afines del Transpadi@motor de la
RepublicaArgentina (SMATA) signed an agreement in 2004 withnion Propietarios de
Talleres Mecanicos de Automovil@sPTMA) to set up a qualifications programme for car
mechanics; it also signed a framework agreemenh \lie Federacion Argentina de
Asociaciones de Talleres de Reparacion de AutorestpiAfinesand the Ministry of Labour,
Employment and Social Security in 2008 to devetaming, to certify workers’ competences
and the promotion of quality in TVET institutestime car repair industry. The same year it
signed an agreement with the employers’ associdiibamber of Concessionaires ACA
Services (CCS) to develop training and the cediion of workers’ competences. In addition
SMATA coordinates a network of 30 training instésitand offers its own training programmes
for reconversion from ‘traditional’ mechanical temd to more sophisticated electronic
applications.

In Sweden sectoral agreements normally include dome of general commitment to skills
development. In the public sector the latest agesd (2016), covering local government
employees signed by the Municipal Workers Union greAssociation of Local Authorities
and Regions, there is a brief mention of the impase of developing the individual workers’
competence ‘through experience and educationaduition, ‘upgrading the competences of
individual workers through learning on the job aahlication would present a precondition for
increased productivity and quality and as a resalge increases’. Nursing assistants were
singled out for special attention — they shouldsbpported so that they can improve their
competences for career development purposes. sty in the metalworking sector, the
collective agreement for 2013-16 includes a prdtadoch states that both the employer and



the employee are responsible for skills developmé&iar the employer this means that ‘both
work and work organisation should be developedrdeoto update and enhance employees’
skills’. Individual employees should take respoigibfor their own skills... according to the
needs of the enterprise’. In the services industeySwedish Food Workers Union and Hotel
and Catering Union have negotiated agreements oungethe right to upgrade employees’
skills. In addition the Municipal Workers Union,etbAssociation of Local Authorities and
Regions and the Private Care Providers have agoesst up a college to ensure the supply of
skilled employees and train existing personneharivate health care sector.

Skills development is rarely mentioned in colleethargaining agreements in the Philippines.
When it is, there are minor inclusions of ‘skillaihing’ and job enrichment’ under the heading
of ‘productivity enhancement’.

At the enterprise level

Trade unions are involved in policy implementatminskills development at the enterprise
level in some of the case study countries - in \plage skills committees in South Africa, and
in a limited or very limited way in Bangladesh, BitaMorocco, the Philippines and Sweden.
At the other end of the spectrum trade unions m ltmited Kingdom, with little or no
opportunity to become involved in skills developrhahthe national and sectoral level, are
particularly active at the enterprise level.

In Africa, South African companies with more thatyfemployees are required by law to set
up workplace education and training committees, iandompanies where trade unions are
recognised, their representatives are formally memihese committees draft skills plans for
companies, and, following an amendment to the SKkvelopment Act, these skills plans
need to be approved by trade unions before theysabenitted to the SETABs to request
funding. However there is evidence that the legmhais not respected, that workplace
education and training committees have not beeatete and where they do exist, that they
are not functioning properly.

In the Arab States, Moroccan companies have warkaals which are consulted on issues,
such as apprenticeships, illiteracy and Continifiogational Education and Training, and
trade unions may be represented on these coulmcAsia, in the Philippines trade unions are
involved in the implementation of TVET policy, vikechnical Training Institutes and, in
certain cases, in the context of discussions iredafvour-management committees. In Europe,
local trade unions in Sweden have negotiated adgmeements on skills development, for
example, in SAAB Powertrain in Trollhattan and LKABe mining company in Kiruna in the
very north of Sweden.

Trade union have been intensively involved in skilévelopment in the United Kingdom, via
Union Learning Representatives (ULRs), who haveisigy rights to reasonable paid time off

for the following activities: analysing learning waining needs; providing information and

advice about learning or training matters; arraggamd supporting learning and training;

consulting the employer about carrying out sucliviiets; and preparing to carry out these
activities. This has led to the signing of many kpdace learning agreements and the
establishment of many workplace learning centrégirTactivities have been underpinned by
the government-funded Union Learning Fund. Unicarieng has focussed on basic skills,
literacy and numeracy for the most part, but thesome evidence of vocational training at a
higher level with unionised professional staff.



Table 2. Comparative Typology of Trade Union Intenentions

National Sectoral Enterprise
Argentina
Tri/bi-partite bodies Yes Yes -
Collective agreements No Limited -
Other - - -
Bangladesh
Tri/bi-partite bodies Yes No No information
Collective agreements No No Rare
Other - Very limited -
Brazil
Tri/bi-partite bodies Yes Yes
Collective agreements No Yes Very limited
Other - - -
Morocco
Tri/bi-partite bodies Yes No Yes
Collective agreements Yes No No
Other - - -
Oman
Tri/bi-partite bodies No No No
Collective agreements No No No
Other No No No
Philippines
Tri/bi-partite bodies Yes No Very limited
Collective agreements No Very limited No
Other (1-national strategy, 2-direcl-Yes 2-Yes -
provision)
Senegal
Tri/bi-partite bodies Yes Yes, limited No
Collective agreements - Limited No
Other (joint declaration) Yes - -
South Africa
Tri/bi-partite bodies Yes Yes Yes
Collective agreements Yes Limited -
Other - - -
Sweden
Tri/bi-partite bodies Yes Yes
Collective agreements No Yes Very limited
National Sectoral Enterprise

United Kingdom
Tri/bi-partite bodies No No Yes
Collective agreements No No Learning

agreements
Other (union learning representatives) - - Yes



Key Findings and Recommendations

The literature review and the ten national casdistuhave provided significant examples of
trade union involvement in skills development, ertain countries and at certain levels, and
some answers to the fundamental questions pueimtroduction of the study, namely:

» why should trade unions be involved in the skikgyelopment agenda?

* what are the different ways that trade unions @oine involved in skills development
systems?

» what benefits are delivered through trade uniorolwement in skills development
systems?

Trade unions should be involved in the skills depetent agenda, for the simple reason that
‘critical engagement’, as proposed by Rainbird &tabart, may lead to improvements in the
working lives of trade union members and workerganeral, via a process of;

* influencing State policy through participation ihet deliberations of national and
sectoral apex bodies and enterprise-level workaa@tsu

* integrating learning with other functions such agdtirsectoral and sectoral collective
bargaining

* institutionalising learning through learning parstéps with employers, either
formally through works council or less formally dlwgh the activities of Union
Learning Representatives.

According to the L20 document quoted in the intiichn, trade unions have acknowledged
that their member sand workers in general areasted in the development, recognition and
certification of skills and competences. Moreovss international instruments agreed at the
International Labour Organization, the Human ResesirDevelopment Convention (ILO
1975) and the Human Resources Development ReconatiendILO 2004) make reference
to and encourage the participation of trade unioriVET and skills systems.

In general terms trade unions from the literatweaw and from the national case studies
embrace the ‘critical engagement’ thesis which gmes skills systems as an ‘opportunity
structure’ that may be used by trade unions to suptheir own interests. However
commitment to this approach has often fluctuategr dwne, and trade union involvement in
the skills agenda can wax, and also wane, accotdiother existential demands put upon trade
union organisations.

On the one hand, as the Argentine case study loamstrade union involvement has waxed.
The structure of the Argentine industrial relationedel places trade unions at the centre of
the development of skills and competences of watlkard this is crystallised institutionally in
their committed participation in Sectoral Councils.

However, on the other, case studies from Bangladésinocco, the Philippines and South
Africa have shown that trade union involvementWwased. In Bangladesh skills development
or other types of development work does not feapuoeninently in the manifestos or work
programmes of trade unions. In Morocco trade unawasnore interested in industrial relations
guestion in general, freedom of association, satabgue and social protection, rather than
TVET and skills development. In the Philippines,tbade union interest and involvement in



skills development have been not been as strongheis interest in promoting union
organization, collective bargaining and protectivaykers rights. In South Africa, despite the
fact that trade unions were the key driving foroeshaping the education and training
landscape, by the mid to late 2000s educationranurig was no longer central to the unions’
agenda, nor highlighted by unions in the collecbeaegaining processes — the key issues were
wages and working conditions. Moreover it is n@aclwhat impact the latest changes in the
National Skills Development Strategy (2015) wilveaon trade union engagement.

Some of the national case studies have explainsdthindicating the lack of resources at
trade unions’ disposal. In Morocco trade unionsndb have specialists in TVET, training
methodology, needs analysis and skills developnheriie Philippines, and more specifically
the Board of the Technical Education and Skills &epment Authority, government
representatives have full-time technical suppamiftheir respective agencies, and employers
have their own HR departments, but workers’ repriedves do not have the same level of
support. ‘The depth and quality of union participatin policy making bodies like TESDA
could have been enhanced if the workers’ repregeasehad full-time technical staff support’.

What are the different ways that trade unions caedome involved in skills development
systems?

The analysis in this study has looked at the insolent of trade unions at the national, sectoral
and enterprise levels. It finds that in generarghare numerous examples of trade union
involvement, in developed and also developing aoesit albeit with different levels of
intensity, as can be seen in schematic form inérabl

Trade unions are represented on national tri-gagiiex bodies in many countries including
Argentina, Bangladesh, Brazil, Bulgaria, Cypruslign Denmark, France, Germany Morocco,
the Philippines, Senegal, South Africa and Swedbem,no longer in the United Kingdom.
Some trade unions, in France and Norway for exanhplee negotiated national multi-sectoral
agreements, and others in Germany have agreedmartite strategies to support TVET.

At the sectoral trade unions are represented orebaa Argentina, Brazil, Denmark, France,
Germany, ltaly, the Philippines, Senegal, Southicafrand Sweden. They have also
participated in negotiating a range of collectiaedaining agreements and managed funding
programmes.

At the enterprise level trade unions are represemeworks councils, for example in Austria,
France, Germany and South Africa, and have beeonled in negotiating company
agreements on skills development and/or learningesgents in some countries, such as
Germany and the United Kingdom. At the enterpresel trade unions in the United Kingdom
have been particularly active at the enterpriseellevia Union Learning Representatives
(ULRs), who have succeeded in negotiating workplaeening agreements leading to the
establishment of many workplace learning centres.

Although trade union commitment to ‘critical engagmnt’ has fluctuated over time, the level
of involvement has been relatively high in certasuntries, and in certain conditions, as
described by Rainbird and Stuart. In other coustrie less advantageous conditions,
involvement has clearly been more modest. Whatfliefs this involvement brought?



What benefits are delivered through trade union exggement in skills development systems?

In a broad comparative study of workplace train@gpney and Stuart note that trade union
have registered some gains, but the latter arengmntt on a series of other factors. ‘Where
local actors were engaged with unions in the apeadf partnerships for workplace training
and skills development and where employee voicegdards to training was exercised through
formal or informal means, then some positive outesmvere identified. Where formal
collective agreements were reached at sectorahatidnal levels, new rights to training had
been established; where the State was engagednduiod innovative programmes had been
forthcoming. However without this support ‘theséngavere often both limited and temporary’
(Cooney & Stuart, 2012, p 25).

There is clear evidence of a beneficial link betvesde union involvement and skills
development systems in the United Kingdom, on @mesof a comparison between unionised
and non-unionised workplaces. According to Staad Robinson, in workplaces where trade
unions are recognised, there is a positive corogldtetween the presence of a Union Learning
Representative and the quantity of training thapleyees received: employees were 8 per cent
more likely to report having received 2-5 daysrtirag. In workplaces where the union was
recognised, Union Learning Representatives wersepteand there was a representative
structure that included employee representatihesetwas also a positive correlation between
trade union involvement and skills development: kxyges were 14.9 per cent more likely to
report receiving training, and were 6.7 per centeniely to report receiving 10 or more days
training (Stuart & Robinson. 2007. p 4).

Moreover a significant key finding from the 2012aation was that ‘ULRSs in particular and
union learning projects in general excel at ... engawith that stratum of workers which is
ordinarily overlooked by day-to-day training deoiss and provision’ (BIS. 2012. p 127).
Further research has shown over the period 200B-28ibn members were a third more likely
to have received training than non-unionised engr#syand were 1.34 times more likely to
have accessed job-related training in the preuviotee months than non-unionised employees
(Stuart, Valizade and Bessa, I. 2015. p 5). Thsrpretation is however contested by others.
Hoque and Bacon find the link between union recigmiand skills development ‘at best,
weak’. Moreover they find no consistent relatiopsbetween the presence of Union Learning
Representatives and training. They do however soee evidence of greater equality in the
distribution of training in workplaces where theaee Union Learning Representatives in
comparison with other workplaces (Hoque & Bacor@®@ 702).

However, as the British case study shows, BacorHmulie somewhat paradoxically found in
a later survey that 73 per cent of Union Learnimgiesentatives reported they had a positive
impact on at least one form of either employer-gthdr non-employer-funded training. As
Winterton has shown in the UK national case sttigly,Union Learning Fund has ‘disbursed
some £150 million since 1998, supporting 550 ptsjev/olving 57 trade unions. Some 31,000
ULRs have been trained, 600 union learning centq@sned and an estimated 220,000
individuals access courses each year through Uatbfearning’.

It remains to be seen if this commitment can béasusd, particularly in the light of changes
to the level of funding provided by the governmfamtthe Union Learning Fund.



In the South African case too, there is clear dieagdence of trade union influence in a
different form. The skills plans which have beenaleped in workplace education and training
committees need to be approved by trade union septatives before they are submitted to
the SETABSs to request funding.

Indirect trade union influence over the formulateomd implementation of skills development
policy provide numerous examples. Those trade wntbat are represented on national tri-
partite apex bodies have been involved in settiajonal policy and strategy; undertaking
labour market research; formulating and implementing TVET initiatives in general and
apprenticeship training in particular; developing and maintaining qualifications structures;
assuring the quality of training in the workplatiee accreditation of work placements in
companies and the supervision of in-company mentors

However, as the South African case study showssl&mpn capturing the vision of the labour
movement for skills development is unevenly implated.

In the French case, Le Deist and Winterton proewdeence for a link in their assessment of
the consequences of the 2003 national multi-sdcgraement which led to a further 450 sets
of negotiations at the sectoral level. Sectors liaakt not been involved in TVET negotiations
previously began to set up their own agreementswdrere agreements already existed, they
were modified in line with the new provisions. Maofythe sector agreements addressed the
individual right to training and the financing o&ining. (Le Deist and Winterton. 2012. p 106).

In Germany the ‘Social Partner Directive’, a tri{ite initiative launched in 2009 by the
Ministry of Labour and Social Affairs, trade unioasd employers’ associations, to set up a
programme to provide financial support to implemeuailective agreements on skills
development, has been described as ‘a potentialyedful instrument to advance CVET’
(Trappmann, 2012. p 123). However the proposadsfofther German tri-partite initiative, the
‘Alliance for Initial and Further Training 2015-281have been considered merely ‘statements
of good intent’, with the exception of the decistonprovide 10,000 ‘assisted training places
for lower-achieving young people’ to improve thasition from school to work, and even this
is described as ‘a drop in the ocean’, given thstiex) challenges (Busemeyer, 2015, p 4).

At this broader level the Argentine case study sidfee ‘high impact’ of trade union
engagement on public policies as a result of ppdion in the design, planning,
implementation and evaluation of TVET policies. Amr example, this time from the
Philippines, considers that the involvement of ¢rathions at the national level has yielded
several positive outcomes. The government and grapdiave recognised the important role
played by trade unions in policy formulation, and the government has ensured the
representation of trade unions in other policy mgkodies, where skills development issues
are discussed. Trade union participation in tha&eTTpolicy making bodies has exposed these
other actors to socio-economic and political issaash as the changing nature of jobs and the
need to create more and better jobs.

At the sectoral level examples abound. Trade unibasare represented on sectoral bodies
may be responsible for the anticipation of skikeds, and in the light of developments in the
labour market, they may propose the launching of neurses or the closure of existing
courses. They may be responsible for defining cattapal profiles; developing curricula and
deciding the duration and structure of traininggpammmes, their objectives and assessment, as
well as the distribution between work-based trajrand school-based training.



In addition, they may be responsible for licensingeT institutions, monitoring quality of
training in the workplace, accrediting work placertsein companies and supervising in-
company mentors. In some countries, France Itat South Africa for example, they are
responsible for collecting training levies and tbsbursing funds for training purposes. In
others, Argentina and the Philippines for examibley are responsible for setting up their own
TVET institutes. Some trade unions have negotiatéd employers’ associations to sign
sectoral agreements which may cover access toingaithe development of training
programmes, the institutionalisation of social dgale for training purposes, the reinforcement
of networks of training institutes, the certificatiof workers’ skills, the provision of guidance
and counselling and funding arrangements.

Examples from Denmark, France, Germany and theddaiids provide evidence of a link
between trade union involvement and improvementskilis development for trade union
members and/or workers, on the basis of the ndgwtiaf collective agreements.

According to Tampusch and Eichenberger, for example, collea@wyeements in Denmark
and the Netherlands provided and financed a vage@VET initiatives, notably access to
training, the development of training programmbhs, ihstitutionalisation of dialogue between
social partners to establish rights to training dhd financing of CVET courses. ‘Most
importantly, in both countries, CLAs (collectivébtaur agreements) establish sectoral training
funds which provide financial support for individulraining measures’. Moreover the
agreements cover all kinds of employees, whiteacallorkers as well as blue-collar workers,
low-skilled and high-skilled, and, specific groupe women, part-timers, older workers and
temporary agency workers (Trampusch and Eichenhe2@&2. p 652).

In a separate study, this time of the sectoraleagents signed by trade unions and employers’
association in Germany, Trappmann noted that thelteewere in fact mixed. In the metal
industry, in Baden-Wirttemberg, although 90 pett ofemployees covered by the agreement
took part in an annual training needs discusslan,léd to very few gaining a qualification. In
the textile industry, for example, coverage wasima.

In general terms, employers were more willing tmsagreements at the company level, if the
terms of the sectoral agreement were watered daWwtihere was no mention of the right to
train and no details about learning time, for exempo trade unions at the enterprise level
were faced with the option of signing an unsatisfacagreement of having no agreement at
all. She did note some positive results - the ataa of qualification needs, the awareness of
training needs among employees, and the adoptiampobcess leading to more transparency.
She also noted some negative ones - the agreediémist reduce selectivity—a concern often
raised by works councils —nor did they improve pagticipation in, or funding of, training.
(Trappmann. 2012. p 124).

Finally, according to Busse and Heidemann, collectigreements had produced an increase
in skills training leading to some form of certditon, greater emphasis on evaluation and thus
guality assurance of the training on offer, andeased interest in the form and content of
training programmes, with an emphasis on longeiogsrof training (Busse & Heidemann,
2012, pp 103-4).

In Italy the link between trade union involvementaskills development seems self-evident.
Trade unions, along with employers’ associatiorsy@sponsible for managing the 19 sectoral
Interprofessional Joint Funds which, in the tenrysariod up to 2014, financed activities to



the tune of approximately 5.2 billion euros. In 20they approved approximately 31,000
training plans, with the participation of more tha®000 companies and a potential pool of
workers amounting to about 1.6 million (ISFOL, 20p57).

The South African case study highlights some ofsihecesses achieved at the sectoral level.
In the manufacturing sector trade union particgnain the SETA led to the establishment of
Accelerated Artisan Training Programme (AATP), and®012 80% of those trained found
employment and 53% permanent jobs. In the automaaittorpy 2014, 6,000 learners and
4,300 apprentices has been registered by 2014.

At the enterprise level trade unions are represgemeworks councils, for example in Austria,
France, Germany and South Africa. This may giventlaecess to information about training
programmes, opportunities for consultation on tregyrmeasures, opportunities for approving
training programmes and retraining measures. Thay ive responsible for promoting
vocational training, establishing training facési and programmes, implementing vocational
training and for requesting that management idgmntifial and continuing training needs.

Trade unions are involved in negotiating compameaents on skills development and/or
learning agreements in some countries. In the dnKengdom trade unions have been
particularly active. They have been intensivelyalved in skills development, primarily at the
enterprise level, via Union Learning Representati(edLRs), who have succeeded in
negotiating workplace learning agreements leadinthé establishment of many workplace
learning centres.

As Winterton has shown in the UK national case gtutle Union Learning Fund has
‘disbursed some £150 million since 1998, supporiBf projects involving 57 trade unions.
Some 31,000 ULRs have been trained, 600 unionilgaiecentres opened and an estimated
220,000 individuals access courses each year thnanign-led learning’. It remains to be seen
if this commitment can be sustained, particulanlyhie light of changes to the level of funding
provided by the Union Learning Fund.

This study makes the case for ‘critical engagemaeuith the skills development agenda,
demonstrates the different ways in which trade nsmioecome involved in skills development
systems and sets out some of the benefits that tratbns have been able to deliver, either
directly through their activities alone or indirgcthrough their engagement with public
authorities and employers’ associations in tridipadtructures and strategies or through their
engagement with employers in bi-partite structanes practices.

Clearly though, the data in this study is limiteahd it is not possible to determine
comprehensively the scope of trade union involvenrethe skills development agenda. For
a clearer picture it will be necessary to identifgre examples of trade union engagement, in
countries in the study and also in others, ancgt@bbp indicators to measure the level of trade
union involvement and the type of benefits thatiéranions can deliver.

Moreover it will be necessary to see ways in whrelde unions can plot a way forward, and
for this reason, it has been decided to presenereess of recommendations for future
development.



Recommendations
It is recommended that trade unions embrace thiéicalr engagement’ thesis of skills
development and as such that they:

Agree at the highest level within the trade uniogamisation that there is a commitment
to engaging in skills development and to developudti-level strategy to accompany it
Ensure that trade unions from different organisetiavoid fragmentation and provide a
united front on the question of skills development

Lobby government to introduce legislation or pohelyich provides for clear stream-lined
structures and statements of trade union involvémerskills issues, whether in terms of
collective bargaining, or participation in apex les] sector skills councils, sectoral
funding bodies and/or works councils

Lobby government to introduce legislation which leea trade union representatives at
the workplace to play a determining role in skilesrelopment and to have reasonable paid
time off for analysing learning or training nee@dspviding information and advice about
learning or training matters; arranging and suppgitearning and training; consulting the
employer about carrying out such activities; argppring to carry out these activities
Lobby government to introduce legislation which ldea workers to participate in skills
development, notably a right to training and péaitktoff to take up training

Lobby government to ensure that sufficient fundswpade available to set up good quality
skills development activities

Lobby government to ensure that skills developnsgatems are stable and recognised as
such

Seek out alliances with other skills developmergkeaholders, notably employers’
associations and employers, to engage in a pragesscial dialogue so that skills
development becomes an integral part of colledisvgaining

Build capacity within their own organisations satttrade union officers are qualified and
able to defend trade union and workers’ interestlimvmulti-sectoral and sectoral tri-
partite bodies dealing with skills development eswand, where possible, negotiate
collective bargaining agreements

Build capacity within their own organisations sattirade union representatives are
qualified and able to defend trade union and warkarterests at the workplace, to
motivate workers to take up any skills developmapportunities and to communicate
information about skills development activitiegheir members and/or workers

Support the introduction of measures to enabledbegnition of non-formal and informal
learning to facilitate enhanced labour market mtybil

Ensure that young people, particularly apprentiaesnot used as cheap labour to displace
existing workers

Contribute to the collection of data on skills tiag so that stakeholders are in a position
to monitor skills development and estimate the ichpé their skills strategies.
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Bangladesh: Trade Union and Skills
By: T.LM. Nurunnabi Khan

1. Background

1.1 Overview of national economy and labour market

During the past decade or so, Bangladesh economyelgéstered more than 6% of the GDP
growth on average per annum resulting in a transition of the economy and the employment
pattern of the country’'s labour force. As a resfitsuch a steady growth, the share of
agriculture in both GDP and employment has declisie@ddily while that of industry and
services has increased. The table below showschaiges over two time periods.

Table 1. Change in the Bangladesh Economy and laboforce trends

Sectoral share of GDP (in Sectoral share of employment

%) In millions and % of total (in
brackets)
FY2010 FY2015 FY2010 FY 2015
(Estimated)

Agriculture 17.81 15.59 25.7 (47.5%) 24.4 (39.8%)
Industry 26.14 27.98 9.5 (17.6%) 13.9 (22.6%)
Services 56.05 56.42 18.9 (34.9%) 23.1 (37.6%)
Total domestic employment 54.1(100%) 61.4 (100%)
Informal employment (15+ years) 87.5% 84.7%

Source GOB: Seventh Five Year Plan Documgdfinal Draft, Oct. 2015, tables 1.2 & 1.3, pp.
4-6 & Bangladesh Bureau of Statistics (BBQuarterly Labour Force Surveyan. 2016

The broad sectors mentioned above comprise of aesab-sectors: (a) agriculture sector
includes agriculture, fisheries and forestry; fijustry sector includes (i) manufacturing (ii)
construction (iii) mining and quarrying, (iv) elecity gas, steam and air condition, (v) water
supply, sewerage, waste management: (c) servit¢ersacludes wholesale and retail trade,
transportation and storage, accommodation & foodaes, information and communication,
banking, insurance and financial services, admatise and support services including the
public administration.

Informal employment! Of the country’s total employed population of 5&illion, formal
employment is 15.3% (or 9 million) and the inforneahployment is 84.7% (or 49.7 million).
Most of the informally employed population has llieracy rates: 87.8% of the youth (15-29)

5 This case study has been prepared by T | M Nuhirflaan acting as national consultant for the study
’Bangladesh Bureau of Statistics (BBSQuarterly Labour Force Survey, Bangladesh, Julyept@mber 2015
Dhaka, Jan. 2016.ppiii-iv. According to this reportinformal employment is which encompasses all tiesj
included in the concept of employment in the infdrsector (except those that are classified as &jabs in
informal sector enterprises) refers to those jdta generally lack basic social or legal protectionemployment
benefits and may be found in formal sector entegs; informal sector enterprises or households.2@Q).
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and 82.9% of the adult population (30-64 years)inMategories of the informally employed
workers are self-employed or own account workanpaid family workers, and day labourers.

1.2 Overview of trade union arrangements

Freedom of association and the right to organiz lzargain collectively at workplace are
provided in the country’s labour law namely the ladesh Labour Act 2006 (BLA 2006) in
its “Sectiorl3-Trade union and Industrial relationsAccording to this law,

“All workers shall, without distinction whatsoevehave the right to form trade union
primarily for the purpose of regulating the relaties between workers and employers, or
between workers and workers and, subject to thestibation of the union concerned, to join
trade union of their own choice;” Article 176 (a).

Under this law, trade unions are required to hestered with the Department of Labour under
Ministry of Labour and Employment (MOLE). The legabvision allows three types of unions
or workers organizations. These are described here.

(1) A Basic Trade Union (BTU)at factory, plant or establishment level can lygstered if at
least 30% of its employees are members of thathumiaring the period of 1969 to 2013,
7,000 basic trade unions registered with the DOthwi total membership of about 2.3
million;®

(2) Industry Federation is a grouping of a number of BTUs in a similar typerafustry. Five
or more trade unions formed in the establishmemgmged in or carrying on the same or
identical industry and the trade union organizatiai more than one administrative
division may, if in their general meetings so rgsdl, constitute a federation by executing
a deed of federation and apply for its registra{iBbA 2006); and

(3) National Federation (NF is a grouping of at least 20 BTUs irrespectivérafle or sector.
Currently there are 32 registered federations endbuntry. In terms of membership and
number of unions, there are wide variations — #rgdst national federation (NF) has a
membership of 215,000 while the smallest has or@3% members.One of the largest
national federation has 190 basic unions.

In addition, the labour law provides for establigmiof two other important entities which are
part of the social dialogue process. These ar@dejed as stated in the law:

Collective bargaining agent!Where there is only one trade union in an estdbhent,
the trade union shall be deemed to be the collectrargaining agent for such
establishment. Where there are more than one tuaden in an establishment the unions
shall, by nominating an election commissioner framongst themselves, take steps for
election of a collective bargaining agent (CBAYBLA, Article 202).

8 Government of Bangladesh (GOB)Department of LabouBangladesh Labour Journal 2013 and 2014, Vol.
33, Dhaka, June 2015. However, trade union statissiadifficult to compile in a fully accurate and dgted
manner mainly because the trends of union memlpe(siirease or decrease in membership or closuseroé

of the basic unions) are not recorded regularlg Batisfactory manner (please see explanatoryindtes next
page).

9 Bangladesh Institute of Labour Studies (BILS: Women’s Participation in Trade Unions in Bangladesh
Status, barriers and overcoming strategiébaka, Aug. 2009
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Participation committee® The employer of every establishment, in whichastIBO (fifty)
workers are ordinarily employed, shall, throughetit involvement of the workers working
in that establishment, constitute a participatoynenittee in his establishment in the
manner prescribed by rules. Such committee shaitiso of the representatives of the
employer and the workers.” (BLA, Article 205)

Bangladesh has ratified three key ILO conventiohglvare directly linked to formation and
operations of workers organizations (or trade usiand promotion of tripartism and social
dialogue. These are:

o Freedom of Association and Protection of the Righ©rganize Convention, 1948 (No.
87).

0 Right to Organise and Collective Bargaining Coni@ant1949 (No. 98).

o Tripartite Consultation (International Labour Stargk) Convention, 1976 (No. 144),

Despite the legal provisions allowing establishmehtrade unions under BLA 2006 and
ratification of the two ILO fundamental conventiofysz. C. 87 & C. 98), the percentage of
trade union membership in Bangladesh is very loabatut 4% of the total employed labour
force. Also, the trend of registration of new urgags very slow except the recent case of trade
unions in the Ready Made Garment (RMG) indutrBetween 2009 and 2013, the union
membership increased from 2.2 to 2.3 million (aemecrease of 0.1 million in absolute terms
between these two time periods) but the percen@agains stagnant at less than 4% of the
total employed labour forcé.In a global ranking of five points (1 being thesband 5 being
the worst) on trade union rights, Bangladesh r&an&kong with twenty five other countries of
the world*? An ILO report on review of decent work country gramme of Bangladesh also
highlighted the state of workers’ organizationg8angladesh by noting thaf

“The trade union movement is perceived to be weaak getting weaker. It is confined
mainly to state-owned enterprises, with very liitesence in the private sector. According
to MOLE (Ministry of Labour and Employment) datade unions had only a total of 2.2
million workers in June 2009. This amounts to abbyter cent of the country’s labour
force. Over the past five years, MOLE data show titv number of registered trade union
members increased by only 1.8 per cent, far lems the increase in the size of the labour
force.”

0 There has been a considerable increase in thedr@dn registration in the RMG sector due to (@ strong
national and international focus on improving thledur standards in the export oriented RMG indusstigr the
tragic accident of Rana Plaza in 2013 and (b) tmeerted efforts of government, factory owners edfgyment
partners and foreign buyers in response to therakaecidents in the RMG industry.

1 Explanatory note Information and statistics on trade union registn, number and trend of union membership
over the years, and membership trends of eacheafidtional trade union federations are not reguigpdated.
The main source of information relating to trad@us is the Department of Labour (DOL) which is ¢ghehority
to administer and regulate trade union registratioiormation on trade union in this report hasmhabeen taken
from the DOL’sLabour Journal 2013 & 2014V/ol. 33, June 2015.

International Trade Union Confederation (ITUC): The 2016 ITUC Global Index on Trade Union Rights
BDunn, Karen; Mondal, Abdul Hyd&Report on the review of the Decent Work CountrnygPamme: Bangladesh
2006-20091LO Regional Office for Asia and the Pacific, Bgwok, 2010, p. 12
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Tripartism, social dialogue and collective bargaimmg arrangements

Ratification of the ILO Convention on tripartismdanther two conventions namely C. 87 &
C. 98 and adoption of BLA 2006 (including its sulpsent amendments) provide a solid basis
for promotion of tripartism and social dialogueBangladesh? There are several tripartite
bodies and institutions which are engaged in saiébgue. These bodies can be divided into
two broad types:

Oneg the permanent or institutional tripartite bodiest include:

o At the national level, Bangladesh has a Tripad@itnsultative Council (TCC) which is
the apex body to deal with important labour matseish as formulation of the labour law
or its amendments, ratification of new ILO convens etc.;

Minimum Wages Board,

National Skills Development Council,

Labour Courts,

Child Labour Welfare Council,

National Labour Welfare Foundation, and

National Wages and Productivity Commission; and

O 0O O0OO0OO0Oo

Two, government establishes tripartite committeeswigorary or ad hoc nature to deal with
a particular issue or for special purpose suchoasulation of national policies such as

National Child Labour Elimination Policy 2010, LalrdPolicy 2012, Occupational Safety and
Health Policy 2013, National Skills Development iPpl2011 and similar others. Such

tripartite entities are also established for th€®d{supported technical cooperation projects
namely Project Advisory Committee or Project StegiCommittees.

Though existence of above tripartite bodies is méamnsure an effective and sound social
dialogue process, one of the most common weaknegdbe system is the implementation
and enforcement of the provisions of the laws asitties. From the trade union point of view,
main hurdles of social dialogue in Bangladesh egsource constraints of trade unions; low
rates of union presence at the enterprise levetanegative perception of the management or
employers towards the unions; difficult and lengtlgistration process for the trade unions;
and a weak labour administration machinery thabiswell-equipped to deal with the labour-
management issues including trade union registratio

Because of these reasons, most of the enterprisige iprivate sector are without any trade
unions. There are, however, participation or welfewmmittees in many enterprises but they
are not trade unions in reality. For this, the scfigy collective bargaining at the plant level is

extremely limited. A good example is that the Dépant of Labour reported a tiny number

of CBA elections — only eight elections in 2013 floe entire country®

Considering the above sorry state of collectivegaming in Bangladesh, the government has
established a wage setting machinery known as thenmm Wages Board (MWB) for
determining minimum wages at sectoral level. Thaenlying principle is that where there is
no arrangement for effective regulation of wagescblective bargaining, the government
should create and maintain a machinery to determimémum rates of wages. To date, the

14 Before adoption of the BLA 2006, the trade uniegistration and industrial relations were goverhgahe
Industrial Relations Ordinance 1969.
15 GOB, Department of Labouop. cit.
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MWB, which is a tripartite body, has set the minimwages for 42 sectors including recent
increase of minimum wages (76.7%) for garments ek

For promoting social dialogue at national or seddtl@vels, the national trade union federations
have joined together to strengthen their positioough formation of national level alliances.
Two such alliances are:

Sramik Karmachari Oikka Parishad (SKORAssociation of workers and employees)
or shortly known as SKOP which is a grouping oftietle union federations to raise
their voices at the national level and bargain whithnational level with the government
and employers’ associations on important labowesgshat may cut across several
sectors and enterprises in those sectors; and

National Coordination Committee on Workers EducatigNCCWE)which is a loose
grouping of 13 trade union federations to coordirtedde union work mainly with the
ILO at the country level. Majority of the trade angs federations of SKOP are also
members of the NCCWE.

In recent times, there has been some good progresade union registration and social
dialogue at the country’s Readymade Garment (RM@{os — thanks to the heightened efforts
of the government and social partners, ILO, twaalles of European and North American
buyers, and development partners (please see thiechow).

Box 1
Social dialogue in the RMG sector — a good exampt tripartite cooperation

Currently, social dialogue in the RMG industry igeaty good example for the other sectprs
— thanks to the concerted efforts of the constilsielhO technical support and funding
support of development partners and internationgels. There has been a considerable
increase in the trade union registration in the R&&Gtor due to (a) very strong focus|on
improving the labour standards after the tragiecdmet of Rana Plaza in April 2013 and (b)

the concerted efforts of government, factory owntegde unions, development partners
and foreign buyers to make the RMG industries saf@ improve working conditions.
According to a recent newspaper report (quoting Nteistry of Labour sources), the
number of registered trade unions in the RMG sestands at 580 of which 375 were
registered since 2013. Total number of participatiad safetgommittees stands close [to
500. These numbers may not appear exciting sireedbtor has about 4,500 operating
factories but the recent trends speak of a verydgmxial dialogue process. The ILO,
through several projects funded by key donorsasling this dialogue process.
All these initiatives are led by a high level tnippee national committee chaired by the
Ministry of Labour and Employment.

SourceThe Daily StayDhaka, 19 Aug. 2016.
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1.3. Overview of skills development system
1.3.1 Overview of policy and regulatory framework

The Country’s skill development system has goneutjn a reform process since 2008 which
was supported by the ILO Technical and Vocatiordidation and Training (TVET) Reform
Project with funding support from the EU (2008-2R1plementation of this reform process
is ongoing, assisted by several donor-supportedeldpment projects including the
Bangladesh Skills for Employment and ProductivB$EP) project. The main elements of the
policy and regulatory framework are described here.

National Skills Development Policy 2011 (NSDP 201Bdopted in2012 by the highest

tripartite national body namely the National Sk#velopment Council (NSDC), the NSDP

2011 is one of the most important and comprehendosaiments that defines the purpose,
scope, and functioning of the national skills depehent system in all its aspects.

Seventh Five Year Plan (2015 -t9Government of Bangladesh (GOB) in its currenvesgh
plan focuses on, inter alia, skill development ageans to job creation and poverty alleviation.
The skills development strategies of the Severdh Rie fully aligned with the vision, mission
and objectives and strategies of the NSDP 2011.

BLA 2006 and its amendment in 2013'he main provision of BLA relating to the skKill
development is the provision of apprenticeship Vawch is mentioned in section 18 of the
BLA 2006. Also, in the same section there is reference tm&bion oftripartite advisory body
to promote apprenticeship.

Reform initiatives by the Bangladesh Skills for Edngyment and Productivity (BSEP)
Project: BSEP project is currently engaged in a numbenibitives that are taking forward
the reform agenda by strengthening the NSDC Se@et®ain initiatives are NSDC action
plan, public-private partnerships modalities inllskraining, further strengthening the role of
the ISCs, setting up of a National Human Resouf2egelopment Fund (NHRDF), and
promotion of an inclusive skills policy to increamecess of disadvantaged groups in the skills
training such as women and persons with disalslig®WDs) through developing strategies
and action plans.

Role of social partners (employers and workers orgazations)

Role of social partners is important for a sucadssfills reforms system as one ILO report
states:

“Social dialogue also plays a key role in processgeseform technical and vocational

education and training (TVET) systems and in shgpiational skills development strategies.
Dialogue is conducive to successful reform, as@ess bringing all actors into alignment
with a shared commitment to working towards a comgual.”*®

In Bangladesh, role of social partners in the matickill development system is recognized in
NSDP 2011 and the SFYP documents - please seeSD&®R011 statement below:

16 1L0O: A Skilled Workforce for Strong, Sustainable andaBakd Growth: A G20 Training Strategy
International Labour Office — Genev2010p. 23
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“3.7. Social Partners: The social partners have aajor role in skills development. In

particular, employers and workers are key stakeherisl who work with government to
develop and implement a vision for skills developrh& hrough this Skills Development
Policy, the government pledges to develop sociall @onomic policies to encourage
enterprises to invest in education and training asdpport individuals to develop their
competencies and careers.” (NSDP 2011, p.5)

1.3.2 Key institutions

The National Skills Development Council (NSDC) reemf the highest tripartite forums where
representatives of government, employers, workedsail society can provide leadership

and clear direction for skills development in Baugsh. Its role includes overseeing and
monitoring all activities of public and private itmang providers related to TVET and skills

training!’ Other important institutions include:

% Secretariat of the NSDC which supports the ovesldlls development initiatives and
is responsible for implementation of the NSDP 2011.

% Directorate of Technical Education (DTE) which ismajor public sector training
provider operating Polytechnics, specialized tragrinstitutions, and technical schools
and colleges.

« BMET is another public sector training provider alhioperates technical training
centres and institutes of marine technology ardsis responsible for administering the
apprenticeship programme and overseas employmemgpion.

s BTEB is an autonomous body for development of a®wmrricula, conducting of
examinations of the vocational training institugsopublic, private and NGO),
registration of private training organisations asliance of certificates.

+ Ministries and departments of the government —ethame currently 23 ministries
responsible for delivering skills training of vaumtypes, the most significant being the
Ministries  of Labour and Employment, Expatriateselidte and Overseas
Employment, Youth, Social Services, Women’s Affairsl Local Government .

+ NGO and private sector training providers — theeeam impressive number of NGOs
delivering skills training of which some of the Wehown ones include BRAC, UCEP,
TMSS, DAM, and CMES.

% Bangladesh Employers Federation (BEF) and seveeatosal associations of
employers representing garments, textiles, jute a@thérs who are active in skills
training;

+« Industry skills councils (ISCs) led by represenadi of the respective sub-sectors of
the industry — currently there are 12 such ISCgheapresenting a sub-sector like
leather, construction, RMG, agro food and so onb@&malf of trade unions, NCCWE
is represented in the governing body of these ISCs.

1.3.3 Recent national, sectoral and enterprise policy refrms

The current national TVET system is taking shapa assult of the reform process initiated
through the ILO/EU TVET Reform Project and implertagion of the NSDP 2011. Key
elements of this reform include flexibility in TVEdelivery, greater industry and private sector
involvement in formal skills training, and expanglithe apprenticeships. This new approach
promotes an inclusive and demand-driven skillsningj to ensure access of disadvantaged

17 NSDP 2011p. 32
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groups to TVET by developing strategies for gemtemotion and inclusion of persons with
disabilities. Considering the large number of infiai sector workers who acquire skills on the
job, the system allows provision for recognition mfor learning. Lastly, a nationally-
recognized qualification and certification systesrpart of this process. As the TVET reform
project came to an end in December 2015, this mefagenda is currently being led by the
BSEP project while other development projects #&e supporting and complementing these
efforts. Two of those important project, which aterently supporting the policy reform and
implementation, are described héfe.

STEP. The Skills Training Enhancement Proje(TEP) for Bangladesh is a project of the
Ministry of Education being implemented by the Rimrate of Technical Education. Funding
support is provided by the World Bank. Main objee$ of this project are to: (a) enhance the
quality and relevance of TVET, (b) strengthen therall TVET system including the start-up
and operational support to the ISCs, the NSDC, aihér important bodies (c) support
important public and private sector and NGO tragrpnoviders, and (d) undertake monitoring
and evaluation. STEP works in collaboration wita tdther skills projects including the ILO-
executed TVET Reform and BSEP projects.

SEIP:1% The ‘Skills for Employment Investment Progra@SEIP) is being implemented by
Finance Division, Ministry of Finance. This projefiinded by the Asian Development Bank
and SDC, supports training providers to meet ingushtill requirements; finance skills training
of 260,000 trainees with 182,000 job placement;l@ment a vocational trainer development
program; and implement a skills assessment, aatiin and quality assurance system. The
project activities cover the whole of Bangladesiotigh both public and private sector training
providers. One of the key focus of this projectasestablish and oerpationalize a National
Human Resources Development Fund (NHRDF). ILO iskig closely with the project,
particularly on HRDF.

An important aspect of the recent policy reforngmurted by the above development projects,
is the closer and substantive involvement of tltigtry and private sector in TVET. Such
involvement takes the form of (a) working with 8€s — currently there are 12 ISCs in twelve
industrial sectors and promoting private-sectordeuitres of excellence (b) direct involvement
of the sectoral associations for the delivery aflskraining such as BGMEA, BKMEA,
national employers’ bodies like the Bangladesh Exygis Federation (BEF) and Federation
of Chambers of Commerce and Industry and (c) ReiPatblic Partnership (PPP) in TVET
institutions. An innovative aspect of all thesehat the trade unions are given representation
roles in all these through participation of NCCWE.

2. Description of trade union engagement at nationasector & enterprise levels

It has been observed that the involvement of Tg#asving in the recent wave of TVET reforms
in the last decade. In a recent report preparedniLO Country Office, New Delhi, five
broad areas have been identified through whichtthde unions engage themselves and
participate in TVET activitie&€ These are: (1) Policy including formulating anglementing

18 Other external development partners which are @ttimg the current TVET policy reform are SDC, UKdA
SIDA, GIZ etc.
19 GOB: Ministry of FinanceSkills for Employment Investment Program (SEIP) &ance Dhaka, July 2015

20 Smith, SterlingTrade unions and skill development in India: Chadles and international experiend@eport
prepared for the ILO Country Office, New Delhi, N@013
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policy through national and sectoral dialogue; R&rticipation in tripartite TVET bodies,

including formulation of competencies and qualificas; (3) Collective bargaining on skills

and training issues; (4) Action in the enterpriad workplace on skills and training; and (5)
Direct Provision of TVET.

Based on the above five classifications, the Bateglh situation relating to trade union
engagement is described here.

(1) Policy and national level engagement includiingplementation of policy at national and
sectoral levelAt the national and sectoral levels, trade unicgeglement is particularly visible
in the initiatives that are carried out and ledths Ministry of Labour and Employment and
the various skills projects supported by ILO. Alsade unions take part in the formulation
and implementation of the various national policielsild labour elimination policy 2010,
national skill development policy 2011 (NSDP 201akour policy 2012, occupational safety
and health policy 2013, labour law reform, gendextegy in TVET, and strategy for inclusion
of persons with disabilities in TVET. Trade unidrspresented by NCCWE) are also members
of the Board of Directors in the sectoral Indus8kills Councils (ISCs) and centre of
excellence set up by the private sector — a goadele is the Centre of Excellence in Leather
or COEL in short.

(2) Participation in tripartite TVET bodies, inclueshig formulation of competencies and
qualifications: Trade unions are members of bodies or entitieimgléo TVET. The important
ones include the following: (i) National Skills Delepment Council (NSDC) and executive
committee of NSDC; and (ii) Project advisory contaes of ILO skills projects like TVET
and BSEP projects, Way out of Informality projeahd H & M and SIDA sponsored
programme on centre of excellence in the Bangladeglarels industry (CEBAI). They also
take part in the project-sponsored initiativesdaldvith competency standards, formulation of
gender and inclusion of PWD (persons with disabsit strategies in TVET and similar other
initiatives.

(3) Collective bargaining on skills and training $sies:In the labour act, there is provision for
participation committees. One of the functions loé tparticipation committee i§d) to
encourage vocational training, workers’ educatiardgamily welfare training” (Article 206,
BLA 2006) As already described in earlier section, collectbargaining is a rare thing in
Bangladesh. There is no available information whieskills development actually happens in
the collective bargaining agreements at the entarpevel.

(4) Action in the enterprise and workplace on skisd training: In general, trade union’s
involvement in skills training at the workplacenist a rule but an exception. Under the informal
apprenticeship programme of Way Out of InformafityOl) project of the ILO, the training
is conducted at workplace where trade unions ara@\ved in selection process of trainees and
monitoring and follow up of training activity.

(5) Direct Provision of TVET:To keep pace with the change of time, the uniors ar
increasingly becoming aware of the need for addrgsthe skills agenda and are keen to
engage with the TVET with the key actors. The tnawien leaders interviewed for this exercise
expressed that the TVET reform initiatives launcivét the ILO TVET programme have been
useful and relevant to the country’s needs. Beingra of their organizational and resource
constraints, the union leaders expressed thattbeg the support of the external agencies like
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ILO to engage in TVET activities. Two current exdesy one by ILO and another by Japanese
International Labour Foundation (JILAF), were citeg them as good examples of direct
provision of TVET. It should be added here that NZEis represented in the national tripartite
advisory committee of both the projects chairedhg/Ministry of Labour and Employment.

Example 1: ILO Support to the provision of skills taining by the trade unions (Project
on Way Out of Informality: Facilitating formalizationof informal economy in South Asi&*

In this project, two components (out of four) ditgaelate to skills training: (i) informal
apprenticeship; and (ii) vocational skills develamnfor family members of trade unions (in
collaboration with JILAF).

(i) Informal apprenticeship: A partnership betwedhO and the trade unions for delivery
of skills training in the construction sectof~our trade union partners (industrial trade ugjon
are involved in this initiativeimarat Nirman Sramik Union of BangladegiNSUB) —
Bangladesh Building Workers UnioBangladesh Nirman Sramik Federatig@onstruction
workers federation); Bangladesh Building Workersldtration; andBangladesh Jatiotabadi
Nirman Sramik Dal(Bangladesh Nationalist Construction Workers Pai®election of the
trainees, MCPs (i.e. trainers), monitoring and \aely of training are carried out through
cooperation among small construction enterpriseég, Construction Workers’ Unions
mentioned above and BMET, the government agencponssble for registration and
certification of apprentices. Overall objective tfe programme is skill training though
apprenticeship for decent job growth of construttworkers. At the same time, the
methodology will help build capacity of Small Congition Enterprises/Sub-contractors,
construction workers’ unions and Master Crafts ®@gMCPs) to develop and strengthen the
process of skills development.

Table 2. Training output of the apprenticeship prgramme*

Location Number of Trained Trained Current Planned Trades
enterprises MCPs apprentices apprentices Nos
in 2014
Dhaka 180 202 84 808 1360 Masonry
Chittagong 101 101 30 481 900 Rod work
Rajshahi 81 82 20 365 740 Plumbing
Total 362 385 134 1644 3210 Tile work

*Training duration is six months as per the standaeining module developed by ILO
TVET and BSEP projects. All trainees are young apfces within the age group of 18-
30 years.

Source:ILO, Project brochure & summary progress report of WO1@

21 TheWay Out of Informality (WOIis a sub-regional project of ILO funded by the &mment of Japan. It is
being implemented from 2012 to 2016 in three caestrBangladesh, Nepal & India. Information for tine
initiatives is taken from the ILO WOI project ijgroject brochure, progress reports, project updeties
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(i) Vocational skills development for dependentsinformal workers (in the construction
sector): The main objective of the skills training prograsrta formalize skills of the informal
construction workers and promote decent employnigefore commencement of the training,
a training needs assessment was conducted to seldetand occupations suitable for the
target participants who are the dependents of#lake tunion members. Competency Skills Log
Books (CSLBs) are used to record competency stdadalowing template of the National
Technical and Vocational Qualification Frameworkr{fQF).

The training is being delivered at Government-rechnical Training Centre (TTCs) with the
help of Skills Training Specialists of constructibrm/enterprises in consultation with the
Supporting Grass Roots Activities (SGRA) projectlapan International Labour Foundation
(JILAF). Upon successful completion of traininge tetudents are eligible for ‘Professional
Skills Certificates’ to be awarded by Bureau of Mawer, Employment & Training (BMET).
At the same time, a successful trainee will beildigfor getting NTVQF certificate through
the Recognition of Prior Learning (RPL) processisTprocess eventually will ensure better
job prospects for the poor workers and their depetsdengaged in the construction sector.

Total duration of training is 3 months (360 houfpractical and classroom training) as per
NTVQF level - | accreditation standards. Six traghon federations who are ITUC-affiliates
are partners of this programme. They are involvedhe selection of the trainees and
monitoring of training and follow up. All six fedations are also members of National
Coordination Committee for Workers’ Education (NCEW

Table 3. Vocational Skills Development for Dependénof Informal Workers (in
collaboration with JILAF)*

Project No. of Trained Trained Current Trades
Location = Workers Master Workers’ Trainees
Unions  Trainers & (2014-15) (2016)
Coordinators

Dhaka 6 12 87 24 Masonry, Rod Binding,
Plumbing, Tiles Work,
Electrical, Steel Fixture

Chittagong 6 8 32 24 Electrical House Wiring,
Welding, Sewing Machine
Operator

Rajshahi 5 5 23 00 Electrical House Wiring,
Welding, Sewing Machine
Operator

Khulna 6 0 0 24 Rod Binding &
Scaffolding,  Plumbing,
Electrician, Welding &
Fabrication

Total: 6 25 142 72

*Explanatory notes (a) Training Centres: (i) BG TTC & MAWTS Technicalaining
Centre, Dhaka (2014-2015); (ii) MAWTS & two TTCshi@agong & Khulna): 2016; (b)
Training for 2016 to commence from July 2016

Source:ILO, Project brochure & summary progress report of WO1@
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Example 2: Project to support grass-roots activitie for informal workers (SGRA) — Skill
programme supported by JILAF

The Japan International Labour Foundation (JILARBsvestablished by RENGO (Japanese
Trade Union Confederation) in May 1989. Since s$ablishment, JILAF has developed
projects with, inter alia, national trade uniongldmtions in a number of countries. In
Bangladesh, it is collaborating with six trade umfederations (which are affiliates of ITUC)
for delivery of skills training. These a®angladesh Jatio Sramik Leag(i&JSL),Bangladesh
Jatiotabadi Sramik Da(BJSD),Bangladesh Mukto Sramik Federati®MSF), Bangladesh
Free Trade Union Congres@8FTUC), Bangladesh Jatio Sramik FederatigBJSF) and
Bangladesh Trade Union SangliBTUS). Training is delivered by government tedahi
training centres (Bangla-German, Khulna and Rangiamarad NGOs in the project locations.

The courses were determined through a feasibiiityyscarried out by Bangladesh Institute of
Labour Studies (BILS). The trainees were selectethb individual national federations. In
2013, JILAF entered into a Memorandum of UnderstapdMOU) with BMET, a major
public sector training provider, to use its tramicentres (i.e.TTCs). The MOU was for one
year duration renewable on a yearly basis.

Table 4. Year wise breakdown of training*

Year Bogra Khulna Chittagong Total Trades

2012 30 30 - 60 Sewing in Bogra
Welding in Chittagong

2013 54 50 47 151 Batik, IT skills, welding,
driving

2014 19 15 19 53 Batik, sewing, welding

Total 103 95 66 264

* Duration of training is two months. Age group ditrees is 18-30 years. About 30 to 40%
of the trainees are females. Certain trades ardaatiale like batik.

Two sets of arrangements were made for managerhéme programmes. One at the central
level named as Working Group (WG) comprising repnéstives of six trade unions and
representatives of employers (i.e. from Bangladestployers Federation) and government
(represented by the Ministry of Labour and Emplogthel he other, a regional working group
(RWG) comprising representatives of the six tradéom federations to monitor day to
operations of the programme. Because of ILO’s imeolent in the TVET field, JILAF
requested ILO to provide technical support in tbharf of training content, curricula and
training delivery.

2.2 Key issues being addressed as they relate gagement of trade unions in TVET

First, the role of trade unions’ role and partitipa is well recognized in the TVET reform
process mentioned earlier. Despite these, theaee@snmon perception among the major key
stakeholders that trade unions are generally wadlack the capacity to actively engage in
development work like TVET. In response, more adeycand pro-active role of unions are
needed to address this negative perception.

Second, inclusive approach to skills training asitio@ed in the NSDP 2011 and other policy
documents require close consultation and involverkall relevant stakeholders in the TVET
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process. Trade unions, being close to and repliagaht poorer and disadvantaged groups in
their membership, can be an important stakehotd#ére TVET. The two examples mentioned
earlier include beneficiaries from the disadvantageups in the informal economy.

Third, fragmentation and multiplicity of trade une@remains a major obstacle towards their
effective participation in development activitigkel TVET. In the development projects
supported by the ILO and other donors, NCCWE iseggnted in the various committees and
forums and thus showing the way to the trade uniorext together.

Fourth and the last, being one of its key socialnaas, ILO is commited to strengthening and
building capacity of the trade unions in Bangladaslipart of the ILO’s Decent Work Country
Programme (DWCP) objectives. Therefore, implementadf DWCP will help trade unions
to play their role in the TVET reform agenda argdimplementation.

2.3 Objectives and strategy

Main objectives of engaging trade unions in thealiation of policy at the national or sectoral
level as well as in the direct delivery of trainiage meant to strengthen and widen the role of
trade unions and help expand their capacity to iiakie new initiatives outside their traditional
roles. Appropriate skills training improves emplbifgly of workers and contribute to their
improved income earning and livelihood opportusitend ultimately to the promotion of
decent work. This will contribute to the overalj@ttive of the trade unions being relevant and
useful to their existing members and to the newsameo could be young workers entering
into the labour market.

Thus, strategies for engaging the trade unions4BTTmay include the following.

Ong the ILO has advocated for tripartite approach ti@s ensured the role of trade unions in
the broader skills agenda. Also, trade unions Hmeen participating in sectoral bodies like
ISCs, project advisory committees and similar othrgities which are promoting broader trade
union participation in TVET.

Two, partnership with the employers, government, aadihg providers in the direct provision
of skills training (though modest) has given thad& unions a good opportunity to build their
capacities and relevance.

Three use of already available model of skills traindeyeloped by the ILO TVET and BSEP
projects will help trade unions to coordinate aetlveér training in a more effective way. A
good example is the informal apprenticeship modektbped by the TVET project.

2.4 Activities and implementation experience

Among the broad activities thorough which tradeounsi engage in TVET include: (i)
participation in the various tripartite policy magi bodies and committees including the
project-related advisory committees; (ii) partidipa in focus group discussions and seminars
and workshops to provide feedback on policy, legieh and strategies for TVET delivery;
(i) participation in the important forums of enaglers such as ISCs, COEL and similar other
bodies; and (iv) direct provision of skills traiginthough at somewhat small scale) and
partnership with the training providers and deveiept projects in TVET.
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The trade union leaders consider that their padtedn in the above-mentioned TVET
activities at national or sectoral level is worthiehand useful in promoting decent work
through skills training. On the skill training priders’ side, there are expectations that trade
unions will be able to address implementation issike proper selection process of trainees,
ensuring transparency in this process, and bettderstanding of content and delivery of
training. Also, the experience of the two exampidirect provision of TVET shows that the
trade unions need to improve their capacity on dioation, monitoring and reporting
responsibilities.

Another important point to be noted here is thatgbnior trade unions leaders have expressed
that support of external organizations like ILO ahidAF is needed to undertake meaningful
and effective skills training. This leads to thenclosion that trade unions, though they are
committed to TVET, are not as yet confident enotmglyo alone in skills training without
support of external agencies, both financially sewhnically.

Lastly, trade unions expressed their satisfactfdreong involved in high level tripartite bodies
like the TCC, NSDC, sectoral bodies like ISCs, oenbdf excellence. However, they sometime
felt marginalized in reflecting their views and lkeaexpressed some discontent with regard to
the approach and modalities being pursued by thestneam actors like government and
donor-supported projects in the delivery of TVET.

2.5 Evidence of outputs, outcomes and impact

In Bangladesh, the TVET reform process has suadés$feen introduced and is currently
being implemented with ILO support and with the gup of other major donors like ADB,
WB, SDC, UK Aid. ILO’s social partners like the elopers represented by BEF and workers
organizations represented by NCCWE have played tbh& in contributing to the reform
process and still continues to do so through tieaiticipation and engagement at various levels.

Direct provision of skills with the participatiori tade unions has also shown good results as
in the case of two current projects namely ILO atdAF-supported onesReports from
beneficiary trade unions from both the projectsvshinat after the training some participants
found formal jobs, some became self employed amdeskeft the country with overseas
employmentThe union leaders felt that these initiativesutfitosmall scale, have engaged the
trade unions in a true sense in the design andedtglof training.

Besides the quantitative achievements of targe¢setare some subjective aspects to be taken
into account expressed by the trade union leaderaglthe interviews with them. The trade
unions in Bangladesh consider the current TVET rmefgorocess as important new
developments in promotion of decent employment. t8ey have welcomed and actively
participated in skills development activities supied by government and external donors.
However, the main issues of concern to trade unémadreedom of association and right to
collective bargaining, hazardous workplaces, higtidence of fatal accidents and injuries,
serious lacking of occupational safety and healtivarkplaces, and precarious terms and
conditions of employment. These should be reflegtezh appropriate way in the delivery of
skills programme and thus meaningfully contribubethe promotion of decent work in
Bangladesh.

3. Strengths and weaknesses

The strengths of the initiatives and trade uniargagement may be summarized as follows.
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First, a natural strength for the trade uniontésrtknowledge and understanding of grassroots
(in this case enterprise) level issues and thetapgups. They can potentially play important
role in skill demand surveys (and feasibility segjias well in identifying the target groups.
This has been demonstrated through the two exampieR O and JILAF-supported
programmes.

Second, both the labour law and the ILO conventratiBed by the country include provisions
for, inter alia, participation of social partnerse( employers and workers) in economic and
social policy making. There are also other impdrpaicy and legal documents that recognize
and include trade union role (represented by NCCWHNVET.

Lastly, the unions can follow up and monitor on tgiogining outcome namely gainful
employment or self-employment after completion @&irting. They can also successfully
participate in the selection of trainees and proygjcadvocacy and mobilization of support
workplace safety issues that are included in ti@itrg curriculum.

Among the weaknesses, following may be cited here.

First, besides the overall difficult situation fdday the trade unions in Bangladesh, the unions
are further weakened by their fragmentation. Tlaeeecurrently 32 national federations with
widely varying membership base. So, they lack thbecence, capacity or resources to
undertake much substantive work like directly delimg TVET. ILO has been engaged in
regular dialogue with NCCWE to strengthen its raled capacity, but this has been a
continuing challenge. The progress to date leawwsssiderable room for improvement,
particularly with regard to their capacity.

Second, the unions are constrained by resourcestaffdcapacity and they are not well-
equipped to focus on the developmental issuesdiraskills training. So, there is a common
perception among the key actors in TVET that tleldrunions are only for organizing and
collective bargaining and not for development wakk.a result, most of the donors, training
providers and employers do not consider the traiens as strong partners in their work.

Third and final, the presence of huge informal verskposes a major challenge to the trade
unions in organizing them. As it has been obsemedte case of two skills initiatives, many
of the trainees tend to change their workplacess fifakes the monitoring and post training
follow up a difficult task.

What was innovative?

One of the key innovative areas of TU participatioskills is their role in the private sector
policy making entities involved in the TVET reforprocess. These were mentioned in the
earlier sections of this document. The NCCWE regoreed the unions in these private sector
bodies which is a new thing in the country.

Another innovative aspect is developing partnerstiih government-run technical training

centres (TTCs), reputed NGO training providers NkBWTS, and private sector run training
centres.
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Lastly, a notable thing is that trade unions ale &dbbecome involved in direct skills training
as shown in the two examples (ILO and JILAF-supgmbrtAlso, JILAF signed an MOU with
BMET, the government authority that runs the TTi@g]eliver training to be managed by the
trade unions. This provided access to proper atidegaipped training facility for the conduct
of the training. This is a step in the right direntand a good lesson for the trade unions to get
involved with the TVET in a substantive way in flaéure.

Key factors underlying success

(i) Since the TVET reform process has been supportedebi O and it continues to do so
even now, this process has a strong tripartite Soand a realistic mechanism of
consultation and social dialogue.

(i) A complex and difficult process like reform of a llaentrenched system requires
participation and involvement of multiple stakehafl In case of Bangladesh, a very
effective and broad-based consultation procesddeal forward looking and pragmatic
skills policy and adoption of a corresponding skilevelopment system.

(iif) Carefully designed and proven method of traininkydey like the apprenticeship model
and several pilots developed by TVET project prowdtective for many training
providers including the trade unions.

(iv) In the direct support of TVET, following are impant aspects to consider:

o Partnership with the employers and reputed traipraviders (both private and
public sector)that enhances the credibility anctonne of the training;

o Conducting the skill demand survey and choosingdhoades with job prospects or
for pursuing self-employment.

o Proper review, monitoring and follow up of the tiag performance and
involvement of unions in the process which is igatrthing to do; and

(v) Involvement of grassroots trade unions like thestmttion sector unions as well as the
small enterprises is a major strength of successiming. During the interviews with the
MCPs (who are also small enterprise owners therasghand the trade union
representatives closely working with them expressezhg satisfaction and optimism for
the training methodology and approach developeld Gy

Obstacles or problems that emerged and how these meaddressed
Among the key obstacles or problems, here arentipertant ones.

First, getting together several unions into a cteegroup to represent the workers voices in
the various forums poses a major challenge forvdr@us TVET projects. To address this

major problem, the ILO and other international pars have mostly worked through the trade
union alliances like NCCWE. This is a practicalp@sse to the current fragmentation of trade
union leadership and the difficulties of selectmmgommon voice that can adequately reflect
the broad-based trade union views.

Second, trade unions still need to be fully knowgksble about themodus operandof TVET
system. It has been observed by the training pesMBMET) that the type of the JILAF-
sponsored training provided at the TTCs is inadegua content and these do not lead to
attainment of nationally-recognized skills standarflo, BMET expressed skepticism about
such training and did not agree to extend the MOt WMILAF. The good news is that, in the
new joint initiative by ILO and JILAF, this defiaiey has been addressed by following the
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standard curricula of minimum of 360 hours of thagnin each course and consulting the
training centres involved.

Third, in the direct provision of TVET, such issussselection of the trainees, operations and
management of training, monitoring and reporting\ary important but the trade unions are
not well-equipped to handle those issues. These bhaen overcome through direct ILO
technical support and capacity building of the ipgrating sectoral unions.

Opportunities for enhanced engagement

In case of Bangladesh, the role of tripartite perdns already recognized in the key policy

documents like NSDP 2011, seventh five year plad,aher key documents as well as in the
composition and membership of important forums @acision making bodies. The presence
of several large donors supporting TVET providespgscand space for the trade unions to get
engaged and expand their skills initiatives. Atbe, trade unions are taking part in the direct
delivery of skills training as mentioned in the timdiatives. From these, it is clear that getting

involved in TVET advances the trade union agendaerfollowing way.

One, the reform of the TVET system includes acces$iefoor and marginalized groups
in the formal training system. So the unions hagg@ng motivation to get engaged in the
skills delivery that focuses on these groups.

Two, promoting skills training has a strong focus oonpoting decent work which is also
a national level agenda as well as one of the S@aBsgIn the revised national qualification
framework, side by side with the technical trainitigere are specific items or modules on
occupational safety and health, working conditiarse of personal protective equipment
and safe work practices in compliance with the tgts labour laws and relevant ILO
conventions. These provide a good opportunity toegegaged and advocate for such
workplace improvement programme in TVET which idlvaéigned with the trade union
agenda of promotion of decent work.

Three, currently trade union involvement at the workplace or entseptevel is very
limited. Collective bargaining is also a rarityBangladesh due to various obstacles and
challenges already mentioned earlier. However gtratons getting involved with skills
training at sectoral or enterprise level potentigtrengthens the trade unions role. Given
the current reality of trade union activities, thiovides an avenue of opportunity for the
trade union to get engaged more intensively aettterprise and workplace levels.

4. Conclusions

4.1 Key issues

First of all, the trade unions are generally waakerms of delivering skills training. Lack of
resources, weak capacity and lack of experience,namltiplicity of unions are the major
problems. They need to overcome these since tleegtaan advantageous position to work as
the voice of the disadvantaged and marginalizeggoa major target of the current ILO-led
initiatives (BSEP project for example).

Second issue, which is linked to the first onedeérainions need to overcome the current
negative perception (despite their current positime supportive roles in the TVET policy
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reform) that they are a serious stakeholder indedevery of TVET - their fragmentation and
multiplicity weaken their position.

Third, management, knowledge building, capacity rompments, transparency and
accountability at all stages of training design detivery are important to gain confidence of
the major donors and partners. In this respectirdte unions need to demonstrate that they
are capable of meeting those requirements to tontéito the skills reform agenda.

Fourth and the final, coordination and alliance®agithe trade unions need to be addressed
in an effective way through short and long ternatsigies. Internal coordination among the
unions themselves is a major challenge not to spéakordinating the partnership with the
external agencies like government departments,@rag, training providers, and others.

Recommendations

(1) Participation of trade unions in the national triga bodies is well-recognized and
established. However, trade unions need to buihasy and mobilize resources to
participate in these activities in a more effectivay. This can be better achieved through
strengthening of the trade union alliance like NCEW

(2) More programme support at national level on knoggedind institutional capacity
building of the trade union in the field of vocata training and skill development is
needed. One very prospective option for the tramdens, through the NCCWE, would be
to request specific support within the frameworktiog¢ ILO’s decent work country
programme.

(3) Skills training (TVET) by trade unions should hanéouilt mechanisms and arrangements
to ensure ownership of the training process. Pesime with other key actors is the key to
deliver effective training. Trade unions can proenahd replicate good practices in the
field of TVET. They need to develop their knowledgel competence in training design
and delivery such as small scale but focused gkdisand survey at the enterprise level,
sound trainee selection process, more quality mong and evaluation (before and after
the training), and addressing workplace safetyeissu

(4) Finally, trade unions need to work at sectoralrdaemprise level to expand and strengthen
their role at the grassroots. They have to dematestheir advantages in reaching out to
the disadvantaged and marginalized groups at gesgrots level.

Lessons for trade unions in other countries

(1) From the narrative of previous sections includihg two examples of direct TVET
support by the trade unions show that trade umeolvement in TVET is useful and
worthwhile to successfully deliver skills trainingarticularly for the poor and
marginalized groups. Thus, because of their worthatgrassroots level (i.e. enterprise
level) and access to the disadvantaged groupggtie unions can contribute to inclusive
skill development.
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(2) By building partnership representing the demanc geimployers) and supply side
(training institutions), the trade unions can takeskills programme with a greater chance
of success. The use of existing tripartite foruus lbe used for such purpose as well. For
example, the trade unions in Bangladesh are remexsén the industry skills councils
(ISCs) which is a good example for trade unionthreo countries to get engaged.

(3) From the experience of Bangladesh including thee cstsdies, trade unions should
improve their capacities and knowledge base sottiet are able (a) to successfully
participate in policy level dialogue at the natideael and (b) to be able to design, deliver,
monitor and follow up skills training directly biggmselves.

(4) Lastly, the trade unions need to act together and lliances among themselves which
will facilitate to raise their profile and gain tlwenfidence of stakeholders to act as a
serious partner.
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Brazil
By: Gustavo Gandara

1. Backgrouncf?

1.1 Overview of national economy and labor market rajor sectors and industries,
employment patterns, formality/informality etc.)

In 2011, Brazil became the world’s sixth largesbremmy, with a Gross Domestic Product
(GDP) of 2.5 trillion dollars and US$12,900 per itapThe unemployment rate, one of the
lowest in the region, fell to 6.2%. Despite thiga#l drew attention for its high levels of
inequality, its Gini coefficient was 52.9 for 2013.

Seventeen million formal sector jobs were createtié decade 2002 -2011 and GDP has been
growing at a steady 5% per year for most of thé d@sade. Between 2003 and 2008, the
minimum wage increased faster than inflation, piong workers at the base of the income
pyramid significant improvements, 38.3% was theease of minimum wage in this period
(Statistics of IBGE; 2016).

Hence, from 2002 to 2011, formal employment and rfieimum wage have risen, the
purchasing power of those who earn average sadmypben raised, unemployment has fallen,
and subcontracting has been-stepped reduced. Avéimgsehold incomes rose and poverty
declined. Nevertheless, in the last three yeardrtdmal for all of these factors has reversed,
with the economy of Brazil now relatively stagnant.

In the last decade, changes in the labour markeictate occurred. The increase of
jobformalization, better wage levels, decreaseanpieyment, increased worker’s educational
attainment, etc. However, despite the improvemenggjuality in labour market is still and
important issue. Especially when considering rageaherational, and gender based matters.
These are the main issues that structure the poesareality of the poorest part of the
population.

Regarding ethnicity, it is observed that multi-ethpeople have an important participation in
the labour market, mostly in metropolitan areagabee these people agree to work in jobs
with the worse conditions?®. However income levels are inferior in comparisopeople not
from amulti-ethnicbackground®. This is explained in part because of the kingobf they
have which are mainly jobs in service sector wdtv Iqualification requirements and low
wages. Is it also an important issue with unemplayntevels, since the proportion of multi-
ethnic unemployed is larger than the proportiomofti-ethnic people among the economically
active population (PEA) (Obelmo, J., 20%2)

22 The sources that we used were mainly The Braaildristitute of Geography and Statistical and kégrmants
of SENAI and SENAC.ww.ibge.gov.by

23 Based in interviews with key informant of CUT

24 Based in interviews with key informant of CUT

25 Also based in interviews with key informant of CUT
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When we analyze the gender perspective, even thibiegh have been some achievements for
women (increase of participation and wage levelgge inequality between men and women
is still significant in spite of on average higleglucational levels among wonm@n

From 2004 to 2014, the income difference betweestmducated population (over 12 year of
studies) and the least educated (maximum 4 yeastidf/), decreased from 5.3 to 3.8 times
more, representing a reduction of wage inequalityeducational levél. However, it is
observed that income inequality between men andemowith less education has remained
stable. For multiracial women the situation is ewarse, since they are mostly occupied in
domestic help services, with very insecure worldagditions.

In relation to the working day, in 2014 the averagenber of hours worked was concentrated
between 40 and 44 hours per week (and 49.9% oflgopu were men while 42.9% were
women). However, there has been a reduction ofi#hkours working day for both genders
from 2004 to 2014.

When we focus on youth, general improvements talyamcome levels allowing delayed
entry of young people into labour market.

Regional labour market diversity is also eviderdtWthstanding recent economic growth and
public policy investments; the northeast area il atvery poor region. It has the lowest
enterprise formalization rate, even though fornaian increased 43.1% nationally in this
period (DIEESE, 2015). Obviously, formalizationankabour markets depends in part of
region's social and economy characteristics, instuthe education levels and qualifications
of workers.

Another characteristic of Brazil's labour marketétated to the high levels of staff turnover
and contractual flexibility. A great proportion tbfe formal labour market is characterised by
short term jobs of between (three to six months).

Regarding the sectors that generate the largesbeuof jobs (in the private sector - over 80%
of employment is generated by the private sectibishould be noted that the commerce sector
(retail, wholsale and corporate}-trade-sector (13ivices and tourism (19%), financial and
insurance sector (16%) and construction sector @#jhe main (Statistics of IBGE; 2016).

Summing up, Brazil made great progress during tesigency of Luiz Lula de Silva who came
from the trade union movement. However, during RilRousseff’'s administration there has
been greater instability as a result of, economdession, political tensions, the impeachment
of the President and social unrest.

In addition, in spite of some advances in the lalmoarket structure in last decade, inequalities
still exist which have significant consequencesome social areas, because of the relatively
low levels of general education amongst adults $€haequalities, between adults poor and
non-poor, increase the differences in the quatifices of his jobs.

26 Based in interviews with key informant of CUT
27 Based in interviews with key informant of CUT
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1.2. Overview of trade union arrangements

The origin of present Trade Union organization atrdcture in Brazil dates from May'1
1943, when the President Gétulio Vargas createdL#imur Laws’ Consolidated (CLT)
through decree-law N° 5452. This legal instrumendnpted the institutionalization of
workers” rights, the consolidation and normalizatad Trade Union’s structure. Even with
some changes that have been made during thesa/&) iyenaintains certain main issues from
its foundation to the present times.

These main characteristics are the following. Firshde Unions are by professional category,
distinguished by jurisdiction. Therefore, thesedassified by the country zone in which they
are and by the type or kind of workers that theyeco Second, Trade Union’s dues are
obligatory and represent the equivalent of thergdta one day of the last worked year. They
obtain the Trade Union’s dues through an instruroalfed “union’s registry”. Third, the State
officially recognizes the Trade Unions that have tight to represent and caryy on out
collective bargaining. The Government also costrifle electoral process—and for the
appointment of union officials.

Another feature of the Trade Union movement ispheial bargaining agreements that cover
only a share of workers in an enterprise, leading significant number of agreements being
created every year. This creates a fragmentedtsteuand reduces the bargaining position of
unions in enterprises

Trade Union unity is not absolute. This charactieriarises as a relative principle in The
Federal Constitution of 1988, hence, can be moae thne union in the same geographic
territory.

The trade union unity arises as a principle ofBh&zilian union model according to Federal
Constitution since 1988. From this principle, theasm be more than one union in the same
geographic territory for each economic activity.

Despite that there can be more than one unioreiisdime geographic territory, even though it
is prohibited by law have more than one union regméng the same professional category.
This is the case even if in that territory workeis not recognize the trade union as their
representative.

Although there is a great controversy amongst Beawiunions on the effectiveness of trade
union unity in strengthening the organization ofrkess, the fact is that this principle exists
has not prevented fragmentation of the Braziliaderunion structure.

Until 1988 public servants could neither organize strike. But during the ‘80s, public
servants’ voluntary associations called some ofntlest important and longest strikes in the
country. The 1988 Constitution finally recognizkd tight of public sector workers to organize
Trade Unions, but the law was not explicit in gudeaing collective bargaining, so there is
limited scope for public servants to negotiate @thihical and Vocational Education and
Training (TVET) a different situation to that ofiyaite sector unions..

The neo-liberal reforms in the ‘90s in Brazil hagrafound impact on employment relations
and collective bargaining. Deregulation resulteddiamatic increase of informal contracts,
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including temporary employment. The increase inceulracting arrangements reduced the
bargaining power of Trade Unions.

Whilst freedom of association is guaranteed bycibrestitution and Convention 98 (Right of
Trade Union Bargaining) has been ratified, Conven87 (Trade Union Freedom and Right
of Trade Union Bargaining) has not been ratifiedBtazil, the Trade Union structure operates
at three levels: confederations at the nationatl|efederations at the provincial level and
municipal level unions. In practice, federationd awonfederations have a minor role in
collective bargaining. The unionization rate isuard 19968,

It is interesting to note that once Brazil ratifeasy international labour convention, courts can
begin applying its provisions, and can rule thablective agreement violates the standard.
The Government can declare an agreement, or sortssop&, null and void. These procedures
may be contrary to Convention 98 (Right of TradeddrBargaining).

In general, Brazilian government has a positivieuake towards social dialogue and tripartism.
In 2003, the Presidency convened the Economic aediSDevelopment Council (Conselho
de Desenvolvimento Econémico e Social, CDES) canegrlong-term strategic policies for
social and economic development. The CDES is aomati multipartite council with
representation from government, employers, tradensnand civil society. While it has no
legal authority as such, it contributes to theoradl policy debate and helps shape government
interventions.

Tripartism operates at the local level through Eogpient Committees. These are permanent
organizations, with balanced tripartite membersb@gmprised of no less than 6 and no more
than 18 members, representing urban and rural aréthisequal number), workers, employers
and government. The main duties of these committee=g0 generate knowledge on the local
labour market; to guide and control local executibpolicies. In 2008, all of Brazil's 26 States
had established State Employment Committees (on€iis), and 3.110 municipalities (56%
of the total) had also registered local committ€&rssumably, the scope of these committees
could include TVET and possibly discussions arel loel skills issues. However, we have no
data about whether this happens in practice.

The law allows only one union by industry sectarguofession) in a given jurisdiction, which
must be at least the municipal jurisdiction. Thaibm monopolizes the sector’s representation.
Known as “unicidade syndical” (Trade Union unity) practice it means that workers are free
to choose to join a Trade Union or not, but they raot free to refuse to be represented by it;
the municipal level Trade Union will represent wenk and receive Trade Union’s dues from
them, whether they are union members or not.

By law, each worker must pay a compulsory annualgguivalent to one day's wage. It is
deducted from their pay in March and then disteduto the unions, federations and
confederations. A portion (20%) of the fee goesamoemployment and wage fund at the
Ministry of Labor. The funds are distributed in postion to the number of workers legally
represented based on the obligatory single unisteésy, not on the number of workers actually
registered as members

28 Source: key informant of SENAI
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Nowadays there are seventeen national central sinidre legal recognition of these depends
of several requirements. First, the affiliationabfleast one hundred unions distributed across
the five regions. Second, the affiliation of unienst least five sectors of the economy. Third,
the affiliation of at least 5% of all union membaeigionally in the first year and the rising at
least 7% in two years. However, less than six efsiventeen national centrals that currently
operate meet these requirements.

In May 2007, the Ministry of Labour’s Union Infortian System counted 7,000 local trade
unions, 283 federations and 17 confederationsy-kife per cent of the existing unions were
not affiliated to any of the 17 central federatidosking for official recognition. The CUT
(Central Unica dos Trabalhadores — Unique Workemsti@l) was by far the most important
of the apex bodies, gathering together 50% ofrathns and federations that were affiliated to
a central federation. The “Union Power” (Forca $atl or FS) had 20%, and the New
Workers’ Central Federation (Nova Central Sindidal Trabalhadores, (NCST), created in
2005 had 17%. The ITUC (International Trade Uniamférence) has four affiliates including
the two largest organizations CUT and FS.

The collective bargaining is on an annual basid, #ke Argentina, despite covering many
issues, the negotiation is territorially dispergedhat it covers many geographical zones. In
this way, In Brazil, collective bargaining proces®ows a high level of fragmentation, which
is expressed not only in the high number of agregésnbut in the difficulties for reaching
consensus in collective conventions. It is alsoresged in the co-existence, and many times
overlapping, of different elements regulating sitaneously the same category, industry sector
and company.

Thus, different municipal unions can develop cdilecagreements with the same enterprise.
This involves complex negotiation processes aetkfiit levels and produces a high level of
heterogeneity in the labor market. The unions wedlargue their different policies in the
central union forum, but conflicting positions aftiead to different wage levels within a same
enterprise.

Consequently there is a complex reality regardedgplr relations in Brazil. In the same
industry sector, category and company, we can f(iiffiérent rights, wages, benefits and
working conditions, whether in the same city, statein the national level. Skills issues are
prioritized by the unions who argue for the devetept of focused skills according to their
potential in terms of employment, technological igoiing and work safely and health.

Hence, collective bargaining in Brazil is a fragilstrument, for the reason that these various
agreements are made in the context of a fragmestitiecture and Trade Union organization.

1.3. Overview of skills development system

In Brazil, formal education indicators have alwdpeen low but in the 1990s there was an
unprecedented move to expand enrolments, and tngtrgonow has a vocational training

system that gives wide coverage of high qualitycation. However, low general levels of

education in the population as a whole remain palgrly in the poorest and most densely-
populated regions. For example about 30% of thaijatipn over 18 years did not complete
basic schooling and total enrollment in the edoceat system reaches 50 million.

60



The Ministry of Labor plays the key role of ovenadllicy and coordination, which also means,
at least in theory, that TVET is more closely aéigrio the needs of the labor market.

The 1995 National Plan for Training and Vocatioiglalification (Plano Nacional de

Formacédo e Qualificacdo, PLANFOR) sought to inaekbor productivity and set the

objective of training 20% of the country’s econoatig active population. The program was
implemented through state governments. Elevenanilorkers were trained between 1990
and 2001; however, many courses did not meet ratgunidelines. In 2003, PLANFOR was

replaced by a new program, the National Professidnaining Plan (Plano Nacional de

Qualificacado Profissional, PNQ), which establishiadre specific contents and increased
training hours.

Nowadays, TVET is offered by public and privatetitagsions. The most important institutions
are private and employer leaind known as the “S system” as all the names begm“S”.
These include the National Industrial Training $s\(Servigco Nacional de Aprendizagem
Industrial — SENAI), the National Commercial Traigi Service (Servico Nacional de
Aprendizagem Commercial — SENAC), the National Spamtation Training Service (Servigo
Nacional de Aprendizagem do Transporte — SENAT)thedNational Rural Training Service
(Servico Nacional de Aprendizagem Rural — SENARhese are essentially sector
organizations similar to those found in the UK outh Africa, and are created by levies of a
percentage of companies’ payrolls.

S Systems employed 40.000 teachers, have 2.80Qivmalatraining institutions (SENAI:
1500, SENAC: 1000, SENAT: 200, SENAR: 100) andntraaore than 700.000 people
annually. The participants generally have to paytfe training which is different to the system
offered byPRONATEC (discussed below). (MEC, 2015).

The various qualifications relevant to each seet@r covered by the vocational education
institutions such as SENAI, SENAC, SENAT, SENAR,iwmsities and Federal Educational
Institutes. The S Systems have more capacity towgously monitor labour market demands,
because of the strong links they have with entsegrin their sector.

SENAI

It is responsible for responding to the greatestrestof demand for vocational education.
Brazilian enterprises can have exemption agreenvatitsSENAI for the use of part of their
contribution directly instead of paying to SENAUtkhis must be authorized by SENAI, and
that part of the levy can only be used to contraatrses directly. SENAI has more than 20.000
employ and train more than 360.000 people annually.

SENAC

Managers training skills centers for commerce amdises sector workers. An important
aspect is its free-of-charge Program, which offe¥s courses, as a specific variant like in the
rest S Systems in the framework from Pronatec RrgSENAC was created in 2008 through
decree 6.633and started its functions in 2009. SENAve more than 15.000 employs in his
staff and train more than 250.000 people annually.

The relation between SENAC and labor market engmga&ocial and occupational insertion
of the students, strengthened by labor intermehadictions, and companies participation in
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curricula elaboration and design. This is the samén the rest of the S Systems. Another
program is Integral Education, which main objective¢o give a wide coverage to worker’s
educational career, complementing it with vocati@mal career guidance.

SENAR

It is focused on vocational training for rural werk. It has been created by Law N° 8315
(December 23rd, 1991) and it is a private instiutilts main roles are to 1) organize, survey
and manage vocational training in rural areas; X)aed cooperation with sectorial and
territorial agents; 3) encourage research in rarahs; 4) collaborate to improve training
models for managers and for workers, as well ggore working and living conditions in
rural areas. SENAR has more than 2.000 employss istaff and train more than 40.000 people
annually.

As a result of its relationship with rural businessespecially with Brazil’s Agriculture and
Cattle Industry Confederation (CNA), SENAR providggnificant opportunities for
professional placement in these kinds of ruralrpmniges. It is part of the National Program for
Employment and Technical Education Access (PRONATHEistry of Labour) oriented to
young people and adults. In 2013 its courses bfisrbeen widened, including new vocational
training, and distance learning. In 2014 it stattedffer secondary level courses at school and
from a distance as well.

SENAT

Its educational offer is oriented to vocationairtiag for transport’s workers. It is a nonprofit
organization, created in 1993 (Law 8706). It catliettes with public transport development
improvement in cities, providing training and qtiaeéition services. It is placed in the main
urban centers. It is a significant resource fortthesport sector. SENAT have more than 3.000
employs in his staff and train more than 50.000pe2annually.

PRONATEC

In addition to the S system, PRONATEC exists asntaen public sector skills program. The
National Program for Access to Technical Educatiod Employment - PRONATEC - was
program created in 2011 by Law No. 12,513, in oreoffer basic vocational training

provision (with short courses), technical educatonl lifelong learning. It depends on the
Federal Government, through the Ministry of Eduma(MEC) and the Ministry of Labor and

Employment (MET).

The relevance of this program is that its "intenistierial” character centralizes public
technical and vocational training throughout theirdoy and is also responsible for the
development of a National Qualifications SysterBiazil.

It is a vocational training program orientated togdgaworking people over 16 years of age, and
is financed with public funds.

The actions that PRONATEC carries out come fronrétetionship that Federal Government
has with and the following entities:
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1) Federal Institutes Network (have 453 institusimocational training and a 10% share of all
vocational training in Brazil) (MEC, 2015),

2) Technical Education Network and (have 462 in8tns vocational training and 10% share
of total vocational training) (MEC, 2015),

3) S System (which operate with Private Universijtia partnership with these organisations,
to deliver their courses)

Within PRONATEC was created the S System Natiooalifa, in which also are involved the
National Deliberative Councils. Through these Cadlgnare represented the workers. The
deliberative councils are part of the s systemomali forum and are the places where unions
influence training policies including the conteritvmcational training, resource allocation,
defining teaching profiles and structure of theniray. The National Deliberative Councils
develops the proposals, considering the actorsimmnand then send it to Forum for final
validation.

The MEC implements has a central role in PRONATEBE@uUgh the National Fund to
Education Development (ENDF), which is responsibteransfer public funds to beneficiary
institutions under the program and the Secretaflyechnological Education (SETEC), which
is responsible for managing PRONATEC.

In this sense, the ENDF transfers the resourctsetaniversities and federal institutes, which
are including in the Federal Education System.

PRONATEC management is performed through the fafigumechanisms:

a) The Standing Committee on Management and IdteDmatrol - this committee is
responsible to this committee is responsible togthesnd implement of procedures and monitor
the evaluation and supervision of PRONATEC. Repriedion includes the General Director
of SETEC, Development Director of the Federal Netwaf VVocational and Technological
Education (EPT) and the Director of Educationaidyol

b) The Deliberative Council of ENDF: is managedthg Minister of Education and it is
responsible for the implementation of educatior@icges. It is also responsible for issuing
regulatory provisions relating to the provisionfiofincial assistance to the states, the Federal
District, municipalities and non-governmental eafitfor educational activities, projects, and
scholarships.

c) Deliberative Council of Vocational Training:ig an agency of the Ministry of Education,
which promotes the coordination and evaluationraintng and professional qualification
programs. It also collaborates to the expansionmpdovement of the units of vocational and
technological education.

Its inter-ministerial coordination can be seerhi@ tomposition of this body, that includes the
president of the Board appointed by the Ministri{edtication, and one principal representative
and an alternate from each of the following mimestr Ministry of Education; Ministry of
Finance (MF); Ministry of Labor and Employment (M)fBMinistry of Social Development
and Fight Against Hunger (MDS); Ministry of Plangiand Budget (MOP) and the Ministry
of Science, Technology and Innovation (MCT).
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d) National Forum for Professional Training Suppogsponsible for the financial allocation
covering the work of the PRONATEC Board, and theoemaging of state and district forums,
in order to promote coordination between publidiioaBons and private education offer of
vocational and technological training.

The Program management is flexible, decentralinetcallaborative. The decentralization is
observed through the establishment of partnerstipden the national government, states and
municipalities with public educational institutioo$ all levels (federal, state and municipal)
and private institutions.

Trade Union movement and its influence in vocationaraining public policies

In spite of the fact that the Trade Union movenm@ayed an important role in other moments
of Brazil’s history regarding the implementationstfategies for workers’ qualification, since
the 40°s, when the implementation of vocationahing programs had been started through
the S System, gradually Trade Union movement bégatistance itself from the definition
and implementation of these programs and strategies

Nowadays we find an hybrid system for vocationaining, with public institutions (Federal
Institutes and technical schools, which are parthef technical and vocational education
network referred above) and private providers, tyarelated to the S System which is,
controlled by the business sector, even thoughrge lahare of resources come from public
funds and programs as the PRONATEC (National Prodoa the Access to Education and
Technical Employment), created by National Goveminire 2011, Law 12513/2011).

The CUT is the most representative central amaametunion Councils, with almost 37% of

the workers” places, followed by “Forca Sindica%2, UGT (Workers™ General Union) 18%,

New Central 16%. The other positions are inferaw the Brazil’s Workers’ General Union

(CGBT) position. Like the places for national coiliis workers and in regional instances are
few, for this reason the CUT ends having a repttesien that is still stronger, and other actors
with smaller share left out.

Besides participating in S System Councils, Tradéohk participate in public institutional
reunions, where vocational training public policeae defined, such as National Educational
Forum, National Network for Professional, InitiahdaContinual Certification Committee,
National Network CERTIFIC and Support and Vocatiohaining Forum which involve the
Education and Labour Ministries.

Besides participating in S System Councils, Tradéohk participate in public institutional
reunions, where vocational training public policexe defined. This institutions, National
Educational Forum, National Network for Professipnaitial and Continual Certification
Committee, National Network CERTIFIC and Suppod &ocational Training Forum depend
the Education and Labour Ministries, who call faoguction and labor actors -CUT and
business chambers in local, regional and nati@val$- to participate in the above institutions.

It is also worth noting that the Educational Expades Development Center has a role in the
training of union members from CUT —Trade Unionsdé&rations, Confederations, national
and regional- and Schools’ Union, so they undedsthe methodological principles of Integral
Educative Design which is an integrated approadiasic and vocational short term education
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that incorporates articulated studies and the matiog of workers” knowledge. However, this
kind of education offer is still small in relatido the existing demand.

From this perspective, workers’ integral educatiiociudes basic, technical and vocational
education, and the centre encourages workers gsat@ining courses for different vocational
and social profiles, discussed among the differegdtors (governments, workers, and
companies) in relation to the necessity of trairpaglic policies that promote social inclusion.
This means that such programs are articulated laiidl policies for economic development,
with public, regional and national, system.

As examples of this system we can mention the éxpegs of CUT and the Metal Workers’
Union (ABC) which evolved as a result of an extehtigartite negotiation process, and the
School of Tourism and Hotel Industry (COMER) whtre CUT centralized implementation
through the participation in the management of giedi and programs with the aim of
contribute the improvement of these public policies

2. Description of engagement at sector level

At a sector level, unions are involved in a numbérinitiatives. One example is the
Collaboration agreement between the Institute giliéd Economic Research (IPEA) and the
Industrial Development Brazilian Agency (ABDI) wheated the “Training and Labor Market
research network” which is responsible fgenerating information and develop accurate
analysis of the situation of qualifications in tthiéferent sectors of economic activairyd has
developedcomprehensive diagnostics on the subject.

Another important initiative has been developmdrthe Qualification National Plan and the
Agreement between Metal Workers Trade Union (ABGY aMercedes Benz, including
vocational training for San Bernardo del Campodactvorkers. This is noteworthy and is
considered a success because it has developedaapesoto vocational training through
partnerships between employers and workers andnsidered a success because it has
achieved strengthen these relationships

Another example of trade union engagement at tktoise level is through the Sectorial
Technical Committees of SENAI which are responsibitalefining vocational profiles for the
design of curriculum. These Committees have teeth@iod operational representatives from
the private and public sectors, like the rest tloedganizations.

At the enterprise level, vocational training isasasmaller scale and involves unions working
directly with their own members to advise on tragiaccording to the demand of the jobs that
they hold. For more general training needs theyedegred to courses available in the S system.
References of vocational training in collectivedaaning are not uniform and depend on each
territory agreements. In this country exist 17.@@llective bargaining. Only 20% include
reference to vocational training.

Another recent experience (2012/2013) is the oflecc&Decent Jobs Subnational Agendas”,
developed by tripartite social dialogue. This ines a group of agreements, policies and
programs with the aim of allow better employmentess conditions and the promotion of
decent job, and includes skills training in the $EMaining centers.
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Also worth noting is the case is the of CUT whid@sla national network of six Trade Union
Training Schools and a school for workers in theigim sector. The strategy for formation of
unions CUT is to increasingly expand these schdaith) sectorally and other territories.

These methodologies and teaching strategies, @gnalt education (integrating basic,
professional and technological knowledge) matemalthrough a process of recognition and
validation of knowledge and professional certificatin line with the design of skills
development that CUT has historically promotedp@sosed to the narrow vision of capacity
building implemented by some training organisatidrigerefore, it is an innovative strategy in
the training of workers which includes basic andatmnal skills.

Relatedly, the trade unions are indirectly involwedhe management and implementation of
a Certification Network. The CUT is representedotiyh their unions on the Steering

Committee of the Certification Network, which isvalved in discussions on the design,
methodology and strategies associated with thegreton of knowledge and professional

certification of young adults for the purpose otio@al certification or as a step towards
continuation of their schooling.

For their part, the education workers public antvgte sectors, are represented by their
respective national federations: National Confetiflamaof Education Workers - CNTE
(representing education workers in the public s¢ctamd the National Confederation of
Workers of schools - CONTEE (representing educatiorkers in the private sector).

Unions also have a representation in the Natiodakc&tion Forum with one member and one
alternate and patrticipate in the design, implentemtaand evaluation of national education
policy and control, with the National Congress, acting legislative policy projects national
education, especially bills of education plans mdi in the amendment to the Constitution
59/2009 and contribute to monitoring and evaluation

Management PRONATEC is the responsibility of theddfal Government through the
Ministry of Education - MEC and the Ministry of Labr and Employment - MET and its
application to the demands of qualification of clmethe population over 16 years.

Trade Unions do not participate directly in the ma@@ment or the implementation of
PRONATEC actions, but as it is a vocational tragnimogram aimed at people who work and
run with public funds, the CUT has strongly suppdrits management as a means to ensure
social control of these resources, and if moniti@oiveness of its implementation and results.

3. Strengths and Weaknesses

Regarding the positive aspects, one relevant pbiotit vocational training at the national level
is the social dialogue among businessmen, tradensnand government and important
consensus regarding the strategic role of vocdtioaiaing.

A key strength at the sectoral level is the privagetor role and participation in vocational

training policies through S System, linking vocatibtraining with the world of production,
as well as with the innovation and technical depelent processes.
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This has led to increased financial resourcesdacational actions; in addition of the resources
from government.

In the trade unions case their policies and ressudirected at skills development are more
limited because the labor relations model tendsailgment its action.

Another positive contribution has been the develepinof a diverse and flexible vocational

training system linked to the increase of partitga and influence of Trade Unions in

designing and implementing training public policieough their involvement in the S system
and the impulse of Trade Unions regarding the dgment of a diversification strategy in

vocational training policies. They do not rely osiragle line of action but several. For example,
in addition to its participation in the S systerhey have their own training centers and
participate in Pronatec.

This contrasts with the State case where the baraey limits flexibility in the system
In the case of enterprise level, these oriented plodicies to vocational training from S System
or with individual action with yours own workergrae the demand of the job positions.

In terms of innovation, development of the S Systeffects a wide consensus about the
strategic importance of vocational training and Thrade Unions’ participation in various
stages.

However, in the case of trade unions still thespeernces did not acquire a generalized
dimension.

In this sense, Trade Unions have an own perspeabvat vocational training, with the idea

of integral education that enhances the developmeiriategy based on the diversification of
interventional channels concerning vocational trejrpolicies, with own vocational centers,

participation in labor and education policies amdésign off vocational offer in System S.

The problem is their limited capacity in terms na@s@es to expand their experiences to other
context.

Synthesizing the key success factors of these dpweints it is possible to point to:

1) Existence in the private sector of a strong eosas about the strategic importance of
vocational training with based on S System

2) Consolidation of the S System with gradual ipooation of Trade Unions in decision-
making bodies.

4) Diversified participation of Trade Unions in \aional training policies through different
channels (System S, PRONATEC, own vocational cehter
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4. Conclusions

Considering the analysis made so far, it is imparta highlight the relevance of social
dialogue in Brazil’s vocational training experienés well as the strong consensus among
private sector Trade Unions and Government; reggrdine strategic role of vocational
training.

This point is displayed in S System whose charetieis the linking of vocational training to
the productive world and also to technological anigntific development. This is expressed
in more economic and financial resources, becauseiincipal enterprises from Brazil are
partners in this systems. Therefore one of the staemgths of the S system is that the business
sector provide economic resources to this system

The development of a policy vocational traininguieed be diversified and flexible. It is
expressed in the development and multiplicatiothefinitiatives coming from Trade Union
sector in relation to tripartite agreements. Faregle, in the PRONATEC and in the S System.

In this sense, Trade Union participation in pupladicy matters, is related to the development
of a unigue perspective on vocational training sTikilinked with an idea of integral education
coming from the acquired experience by this aategarding:

a) management of vocational training institutions,

b) encouraging links from training with the prodootworld and

c) technological development.

However, these experiences did not acquire a geretaimension.

In this sense, a difficulty that can be mentiorethe non-articulated process, because of the
high territorial autonomy levels, for Trade Uniamrgianization, which generates problems to
establish common standards for the training sergigality. The problem is their limited
capacity in terms resources to expand their expes® to other contexts because they are
highly fragmented.

For all these reasons it is important to encouthgeparticipation of working world actors in
public policies. It is also important to promote tinansference to other territories and industry
sectors of the agreements reached by working vamtidrs and the government in relation to
vocational training policies, based on a flexibled adiverse strategy, which lead to a
institutionalization of these approaches.

To summarize we note the strength of the tripaditacture and social dialogue on labour
relations and vocational training policies, withastgic agreements between trade unions and
companies in training.

Another point is the development of methodologasroaches, perspectives and tools that
provide a coherent approach across their diffeliees of werk action. Including directly
through their own centers or indirectly by partatipg in the PRONATEC or S System).

The sustainability of funds and joint agreementsvben the S System and PRONATEC give

the sustainability of policies consistent with ghessibility of developing a shared strategic
vision amongst the actors.
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Also the strategic role of the entrepreneurs ardatireements that underpin their participation
in the S Systems.

On the other hand, the actions on training pdiiem State are focused in PRONATEC. In
this issue is central the role of the public palicy

Some recommendations:

a) Strengthening institutions at the sectoral aational levels increasing your share in the
PRONATEC and S System, and develop networks of tdvem training institutions.

b) Advance greater unification in terms of perspest methodologies and procedures.
Articulating basic skills training, vocational atethnological education

c) Promote the closer to the actions and policfdsRowith the agreements in terms of labor
relations. For example, in collective agreemerthitting the allocation of funds for vocational
training.
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Morocco: The unions and skills development

By: Ahmed Bouharrou

Abbreviations

ANAPEC National Agency for the Promotion of Employment &idlls
CDT Democratic Confederation of Labour

CGEM General Confederation of Moroccan Enterprises

CSEFRS Higher Council for Education, Training and SciestiResearch
GIAC Inter-occupational advisory body

OB Official Bulletin

OFPPT National Office for Vocational Training and Emplognt Promotion
STC special training contract

UGTM General Union of Moroccan Workers

UMT Moroccan Workers’ Union

UNTM National Union of Moroccan Workers

VTS vocational training system

Introduction

The concept of skill is a broad one. It embracesidb@ducation, initial training and
apprenticeship as well as continuous lifelong legynin its wider sense, skill may be defined
as “all the capabilities made evident in everydayking life and social activity®®

Skills development is an indispensable aspectethlfanges taking place in the world of work
and employment. Vocational skills with all theirngponents (knowledge, expertise and
interpersonal behaviour) both enhance companiegpetitiveness and keep up with
industry’s requirements. They are also offer a ues® of job mobility, defence against
unemployment and adaptability in the face of charagevork.

Skill is acquired and developed through a systesdatation, teaching and public and private
vocational training. The vocational training systemovides initial training, continuing
training, apprenticeships and work-based trainfiogboth trainees and employees.

Skill is also acquired through “on-the-job” traigirthe practice and exercise of occupations to
develop staff competence. Certifying and validathmgyacquired practical experience enhances
this competence.

In Morocco, as in many other countries, the isstieskils development is one of vital
importance owing to its positive impact on the cetitjveness of enterprises, worker
employability, occupational mobility and workergicsal advancement.

As an integral member of the world economy andyaatbry to several free-trade agreements,
Morocco encourages foreign investment and is upggaits enterprises. It has adopted public
development strategies and policies for industrgricalture, fisheries, tourism, craft
manufacture and logistics. In turn, it is strengihg its system of education and vocational
training in order to adapt the skills and buildtbp capabilities of employees.

2% Elharrak, A,Compétences et compétitivité Revue juridique, politique et économique du Maige. 39-40,
2007, p271.
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This adaptation is being achieved through variauslk of training designed to respond to
organizational and technological changes and tdvengneeds in the system of production
and the labour market. This scenario has broughtattoption of the national strategy on
vocation training for the period 2016-2021 and éstablishment of an expanded tripartite
national body, the Higher Council for Educationaifiing and Scientific ResearéhThis
institution is charged with “carrying out overaflectoral or thematic evaluation of public
policies and programmes in the fields of educaticaining and scientific research” and with
advising on all matters relating to education aading.

Responsibility for education and vocational tragnfalls to the State, public institutions and
local authorities. Article 31 of the ConstitutiohloJuly 2011 recognizes the right to “a modern,
accessible and high-quality education” and to “viocel training”.

The question of skills concerns a response to enanand social challenges. This is not a
matter for the State alone, but one that involvelaloration with workers’ unions and
employers’ professional bodies.

What is the extent of the unions’ commitment anivement in skills development?
l. The economic and social context

Morocco’s population numbers 32,521,143. Its GDRPoambed to 111.74 billion dollars in
2014. The GDP per capita is 3,368 dollars. Thatith rate is 2.5% and the unemployment
rate 9%. Morocco achieved a growth rate of 4.5%0ih5 thanks to a good agricultural season.
This rate fell to 1.5% in the first quarter of 2016

As to the labour market, the HCP (High CommissmrHlanning]! states that the labour force

numbers 11,827,000. The working population aged &%eincreased from 2014 to 2015 by
0.1% at national level (+0.3% in towns and -0.1%the countryside). A total of 188,000

enterprises are affiliated to the national soaalsity fund; some 3.1 million employees were
registered with the fund in the year 2015.

The working-age population increased by 1.5%. Timpleyment rate from one period to
another fell from 48% to 47%, recording a drop & 6f a percentage poitiin terms of
Morocco’s economic structure, agriculture occuB8s2% of the population and generates
value added amounting to 14.6% of GDP. The “Greenddco” plan is a public policy which
constitutes a driver of agricultural and rural depenent.

The agricultural activities comprise cereal, citrdsiit and vegetable production.
Manufacturing represents 21.4% of all employment generates value added amounting to
29.6% of GDP. This industry comprises mainly tedjlleather, agribusiness and electronic
assembly.

Morocco is developing and diversifying its induatrbase by investing in the automobile
industry, aeronautics, renewable energy and el@cso

30 Dahir [cf. note 6] No. 1.14.100 of 16 May 2014 mrdgating Law No. 105-12 concerning the Higher Caoun
for Education, Training and Scientific Research.

31 The HCP is a public body responsible for poputatiensus, economic and social surveys and statistic

32 For more details, see Ministry for Employment &uttial Affairs,Social Audit 2015
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The tertiary sector represents around 40% of alblegment and generates value added
amounting to 55.8% of GDP. In this context, tourisnhe largest source of income. The
freedom of association maintained since 1957 inddor*® has led to a pluralist system made
up of 31 unions, of which the four considered tormest representative are the UMT, the CDT,
the UGTM and the UNTM.

The existing national legislation fosters tripartisWorkers’ unions as well as employers’
professional bodies are represented on the natidpattite consultative bodies, namely the
Economic, Social and Environmental Council, the @ulufor Collective Bargaining, the
Higher Council for Occupational Health and Risk Jergion, the Higher Council for
Employment Promotion, the National Tripartite Corttee for Monitoring the Application of
Temporary Employment Law, and on the regional egmknt promotion councils.

Within enterprises, workers’ unions are representetivo bodies: works councils and safety
and health committees. In addition to this trigamtj the Labour Code establishes a system of
collective bargaining and a legal framework foledlive agreement, which together constitute
a collective tool for formulating conventional anegotiated labour law.

As well as dialogue in the form of collective coltation and bargaining in the above-

mentioned bodies, general social dialogue is caiediend organized at national level between
the Government, the most representative workergdngnand the employers’ professional

association, the CGEM.

Morocco has long experience in the field of voaadiotraining, which first emerged in the
form of apprenticeships at enterprises undedtter * of 16 April 1940°° Public vocational
training began on 27 July 1953 with the creationafational training centre§.In 1974, the
Office for Vocational Training and Employment Praino®’ was introduced to deliver and
manage the various components of vocational trginin

Vocational training has belonged to different minés including those responsible for labour,
employment and public works, the Secretariat oteStar Technical Education, and the
Ministry of Education. In 2005 came the creationtled Secretariat of State for Vocational
Training3® Skills development through different types of iiag is concerned, on the one
hand, with strengthening youth employability andeea opportunities and, on the other, with
training personnel for the various sectoral pofigigtiated by Morocco.

The main sectoral policies include the Industriat@leration Plan 2009-2015, the “Emergence
2020” plan (developmental framework for industaativities), the Energy Strategy 2030, the
“Halieutus” Strategy (marine fisheries), the Grddorocco plan, Vision 2020 (tourism),
Digital Morocco (national strategy for the infornmat society and digital economy), Vision
2015 (crafts), the Strategy on Competitive Logsstad the Ports Strategy for 2030.

33 Dahir No. 1-57-119 of 16 July 1957, concerningl&ainions, asserts the freedom of association.

341n the Moroccan legal systemdahir is a decree-law enacted by the King.

35 Dahir of 16 April 1940 concerning vocational triaig for specialist workers (OB N0.1438 of 17 May09
as amended and supplemented by the Dahir of 17HVi&64 (OB of 16 April 1954, p.523). Thdshir
developed on-the-job training to address the exigt®f a public system of vocational training.

36 OB No. 2127 of 31 July 1953, p.1068.

37 Dahir No. 1-72-183 of 21 May 1974 establishing @féice for Vocational Training and Employment
Promotion, OB No. 5306 of 7 April 2005.

38 This secretariat was established by Decree Na@-232 of 1 February 2005, OB No. 5306 of 7 ApriD30
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These policies targeting the development of théouareconomic sectors require a training
system that adapts to their individual requiremémtierms of training human resources and
meeting the changing needs of the labour market.

I. The unions and the major components of vocationalraining: restricted
involvement and action

The Moroccan system of vocational training andlsklevelopment has several components.
How are the unions involved in their design andaligement?

1. The unions and initial training
Initial training®® is the most important part of the vocational tiragnsystem. It exists at four
levels'® and accommodates around 200,000 trainees. Siddes?@ocational baccalaureate has
been offered. The initial level provides in-housstiuction delivered at vocational training
institutions. Sectoral and territorial coveragesigstantial except in rural ar¢asTraining
provision is flexible and changes in accordancé vabour market requirements and the needs
of enterprises.

Initial vocational training is intended to enableunpg people to acquire a basic qualification
facilitating their entry into working life. Articlés of Law No.1-72-183 of 21 May 1974

establishing the Office for Vocational Training aBthployment Promotion lists among the
tasks of the executive board of the Office “thegoamnme of action for the Office for the

current year”. The unions do not play a large mléhis training. Like the education system
they are concerned mainly with public activities.

2. The unions and apprenticeships

Apprenticeships are conducted mainly within theegarise. They are established by Law No.
12-00 adopted in 2068 which is concerned with “the acquisition of knawhthrough the
exercise of vocational activity enabling apprergit@ gain a qualification that helps them to
enter working life"*3

Under article 3 of this law, “apprenticeship sl@inprise practical training, with at least 80%
spent in the enterprise and a further 10% spemgemeral and technical training organized in
the framework of agreements concluded with the Aufsiriation and other public or private

bodies. This training may not exceed three years”.

The occupations and qualifications that apprentipssmay cover are set by decree. Order No.
1183-01 of 27 August 2001 of the Ministry of Empiognt, Vocational Training, Social
Development and Solidarity established the competent bodies on matters atingethe
planning, organization, supervision, monitoring amhluation of apprenticeships. These
bodies are a national committee and vocationalnitrgi committees. They comprise
representatives of the various public authoritresarofessional associations and organizations

39 Initial vocational training is mainly the respabitity of the Office for Vocational Training and Erloyment
Promotion, but also of the ministries of agricudtamd fisheries, tourism, and crafts, industry made.

40 The four levels are: specialization, skills, teickan, specialized technician.

41 The Ministry of Agriculture has several vocatiotralining centres and agricultural technical ingés.

42 0B No. 4800 of 1 June 2000.

43 Article 1, Law No.12-00.

44 OB No. 4948 of 1 November 2001.
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operating in the different economic sectors. Thekexs' unions are not involved in these
bodies, and thus lack the opportunity to expressiaps on the issue of apprenticeships as a
component of training.

3. The unions and work-based vocational training

Work-based vocational training is established byvldo. 36-96% This is initial training
which, under article 2 of the law in question, ititkended to provide trainees (...) with general,
vocational and technical knowledge at a vocatidraihing establishment either publicly
owned or approved by the State for this purposecolers “the acquisition of knowhow
through the exercise of a vocational activity aeaterprise, regardless of the scope and type
of its activities, with a view to gaining a vocatal qualification in one of the disciplines at the
vocational training establishments.”

This type of training is organized on the basiatdeast one half spent at the enterprise and at
least one third spent at a vocational trainingl@isament, either publicly owned or approved
by the State for this purpose. Work-based traimmay not last less than two years or more
than three years.

The tasks of organizing, monitoring and evaluatmgyk-based training and of inspecting
working conditions, occupational safety and thdtécal equipment in use are performed by
bodies established at the national, regional, @&l and local levels. This training is

regulated by training contracts.

In accordance with article 1 of Decree No. 2-97-666 February 199& the above-mentioned
competent bodies comprise the National Committee/facational Training, the provincial
committees for vocational training and the develepttouncils. The employers’ professional
associations and the workers’ unions are not repted on these bodies, and this lack of
involvement means that there can be no union comemits in this field, especially as these
institutions do not meet.

4. The unions and private vocational training

Private vocational training denotes any vocatidrahing, initial or work-based, of all levels
and types, whether leading to diplomas or skilldifoeates, at establishments set up by
physical or legal persons other than the Stat@he aim of this training is to impart the
vocational knowledge and skills needed to praeisade or occupation, and to adapt the skills
acquired to technological changes arising fromnieds of the working world.

This law [N0.13-00, cf. note 19 below] establistegthin the Administration a number of
national sectoral committees whose task is to mepuneasures for promoting the private
vocational training sector and improving the quatit its services €t also sets up within the
Administration a number of regional inter-occupatibcommittees charged with advising on
start-up requests, monitoring the application ef pnofessional code of ethics and promoting
partnerships between the various stakehoff®scree No. 2-00-1018 of 21 June 2001

45 0B N0.4428 of 7 November 1996 and Corr. in OB Md@tof 19 December 1996.

46 Decree adopted in application of Law No.36-96, & 4562 of 19 February 1998.

47 Article 1 of Law No. 13-00 concerning the statfigivate vocational training; OB N0.4800 of 1 JI2@00.
48 Article 4

49 Article 16
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adopted in application of Law No0.13-03 states tiha@ membership of sectoral and inter-
occupational private vocational training committeesl of the private regional committees
must include representatives of the federationprofessional chambers and of the most
representative professional associations. Workearsbns are not represented on these
committees and thus do not have the opportunigpbmit proposals to them.

5. Training through ANAPEC: vocational retraining pramgmmes

Law No. 51-99° establishes the National Agency for the PromatibBmployment and Skills
(ANAPEC). The numerous tasks assigned to the agendgr its article 3 relate mainly to
management of the labour market and to trainincgadg?aph 5 of this article requires the agency
to “put in place vocational retraining and workegtation programmes in conjunction with
employers and training establishments”.

This type of training concerns employees who a@ntaredundancy for organizational,
economic, technological, financial or social reasand those who are made redundant and
who receive severance pay and are eligible for $tahing. It also covers skills training
programmes.

There is no suitable structure enabling union menient and commitment in this field. The
unions are not yet represented on the board of ARNARBNd thus cannot express their views
or engage with the issue of skills development. Uihiens criticize the so-called ANAPEC
contracts, namely the training and occupationagrdtion contracts used by enterprises to
recruit new graduates under fixed-term agreemehtshaoffer them tax and welfare credits,
because they believe that such contracts helpecesgcurity.

6. The unions and the national vocational trainingtstyy for 2016-2021

Morocco has long experience of vocational trainidmn 30 March 2016 it launched a
vocational training strategy for 2016-2021 whicisito train 10 million people at the rate of
20% of employees per year, with 52% of the traifeaming in a working environment. As
such, this is a public policy giving substantivdeet to the right to vocational training
recognized in article 31 of the Constitution.

This strategy “aims to provide training in line vithe needs of the labour market. Under the
current arrangements, enterprises must settledoning provision which often falls far short
of their expectations>® This is an ambitious strategy, intended to traim million people by
2021 in the various occupations, branches andmegibis intended for reducing skills gaps
at the sectoral, local and national levels.

50 OB No. 4804 of 15 June 2000
51 L’Economiste No. 4739 of 29 March 2016, p.2
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Table 1. Scope and form of the national vocationdtaining strategy

Types of training Target numbers
Continuing training at enterprise’s initiative 316827
Continuing training at employee’s initiative 1,13383
Retraining and soft skills 1,053,580
Initial vocational training (graduates) 2,346,477
Special needs 212,664
NGO staff 64,690
Employees facing job loss 272,581

The unions were not consulted on the content sfdtrategy, which was developed mainly by
the management of the OFPPT.

II. Union commitments to skills development at the natinal, sectoral and
enterprise levels

Commitments to skills development are evident amumber of levels and in various
institutional and practical contexts.

1. Commitments at national level

On the national scale, discussion of skills in thgliobal dimension leads to tripartite
commitments in various forms, namely the sociakagrents resulting from national tripartite
social dialogue since 1996, the executive boardhef OFPPT, the Higher Council for
Education, Training and Scientific Research andGbatral Committee for Special Training
Contracts.

(&) Commitments to skills under agreements arising freettional tripartite social
dialogue

The issue of skills has been under discussion gi@88é, when the first major tripartite social
dialogue at national level was organized, and leaslted in commitments under national
tripartite social agreements. The four major soameements that have emerged from this
social dialogue were concluded on 1 August 19963@@ 2000, 30 April 2003 and 26 April
2011.

The agreement of 1 August and its annex includesgction 6 concerning employment, a
tripartite commitment by the Government and the ®Gith contributions from workers’
unions, to deploy efforts to strengthen continunagning for all employees and civil servants.

The agreement 019 moharram(30 April 2000) has a section concerning trainemgd
continuing training for employees. This agreemeontains commitments to strengthen
vocational and continuing training programmes foptoyees, to develop vocational retraining
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and provide for adaptation to changes in producsigstems, and to encourage job mobility
among employees faced with redundancy for econamctechnological reasons.

The agreement of 26 April 2011
Section VI of this agreement concerns “Strengthgeinterprise capabilities and the continuing
training of their employees”.

In this context, the Government committed itselé&tting up a new system of governance for
handling special training contracts and, togeth&h whe CGEM, to strengthening and
maintaining competitiveness in sectors where thani issue. It has also made a commitment
to establish a tripartite committee to conduct @aatjue on this matter, but this has never
become operational.

(b) Commitments with the Office for Vocational Trainiagd Employment Promotion

In 1974 Morocco created the Office for Vocationahifiing and Employment Promotiéf.
This institution is responsible for “promoting erapment, and for developing and adapting
the vocational training delivered ...”

To this end the Office is tasked with providingadmhation, guidance and professional
recruitment, supervising vocational retraining aiptoyees and organizing and monitoring
apprenticeships.

The Office is administered by a 28-member tripartixecutive boafd comprising 14
members from the Government, seven workers’ reptaBees and seven employers’
representatives.

The members representing workers and employersselected from lists of candidates
submitted by the most representative workers’ vonat organizations. Two representative
unions are represented on the executive boardeoORPPT, namely the UMT (Moroccan
Workers’ Union) and the UGTM (General Union of Mocan Workers).

Where skills development is concerned, the taskhetxecutive board include “authorizing
the conclusion of contracts to carry out speciatatimnal training programmes, under
conditions determined by decree”.

The executive board has reached deadlock in itsabpes owing to the nature of its

membership, trade union concerns and governangesis$his situation has led to the Office
taking charge of administrative, financial and rirag matters. The representative of the
UGTM union at the Office has requested that theonmi together with enterprises whose
employees are affiliated, be permitted to orgaaize deliver training programmes, provided
the Office awards them the necessary grants.

Currently, owing to differences of approach conoegrthe in-service training funded by the
OFPPT, the amount for which has been set since @0BU% of the proceeds from the tax on
vocational trainingf, the implementation of special training contrdeis been suspended.

52 Dahir concerning Law No. 1-72-183 of 21 May 198tablishing the Office for Vocational Training and
Employment Promotion, OB of 29 May 1974

53 Article 2 of the Dahir of 2 May 1974

54 Article Tter of Decree No. 2-73-633 establishing the vocatidraahing tax
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(c) Union proposals to the Higher Council for Educatidimaining and Scientific
Research

In the course of its work this council has heldriregs and discussions in order to bring together
stakeholders’ positions and proposals. During Ingarivith the unions, the latter have raised
the issues of instability in the management of tiooal training, the large number of
stakeholders involved, lack of institutional cooration, and the low level of sectoral
involvement in vocational training.

They have also pointed out inconsistencies and messkaffecting planning, discrepancies that
exist between training and employment and problsansounding the purpose of vocational
training, namely whether it is an instrument forking up for time lost in school or a tool used
to train and to improve employability.

In an effort to rise above this situation, theypgwse that the competent bodies should identify
needs, that the profiles and skills of trainersusthdoe re-examined and that the vocational
training provided should be capable of meeting phivate sector’s needs.

(d) The unions and the Central Committee for Speciairilimg Contracts

The unions are represented on the Central Comnfdte®gpecial Training Contracts (STCs),
a tripartite body with the following objectives:

- Defining the training objectives of STCs;
- Designing policies for informing and making entésps aware of STCs;
- Scrutinizing year-end statements and accounts coinceSTCSs.

There are also ten regional tripartite STC commgteesponsible for processing CSF funding
applications submitted by enterprises and for nooimigg and evaluating activities funded
through CSFs.

These bodies are currently inactive, and the implaation of special training contracts has
been suspended, owing to differences between uaimthemployers and issues of downsizing
and governance.

2. Commitments on the skills issue at sectoral level

At the sectoral level the National Charter recomdsethat, in view of the diversity of
vocational sectors, a system of contractual comtgtraining should be introduced which is
adapted to the specific needs of each vocatiorahdbrx To promote this training, inter-
occupational advisory bodies (GIACShave been established in the form of associatehs
up by professional organizations and federatiorenterprises, in the framework of the 1958
Associations Act.

The following training activities may be conductatler GIACs:

- Information and awareness-raising concerning orjghdraining;

55 GIACs exist in industrial activities, chemicalsdgpharmaceuticals; the automotive industry; testdad
leather; the telecoms and electronics industriesjma fisheries; construction; tourism and hospytal
agroindustry; transport, logistics and the tertisegtor.
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- Research and advice on defining a developmenteglyafor enterprises and
occupational groups together with the associaggditrg needs;

- Design of on-the-job training, consisting of traigineeds assessment and preparation
of the resulting programmes;

- Implementing special vocational training programmes

The GIACs are funded by government grants and byributions from recipient enterprises.
There are GIACs for the metallurgical, engineeramgl electronics industries, textiles and
leather, the technological industries, tourism aratine fisheries.

To better adapt training to the needs of new for@igestment in Morocco, particularly in the
automotive and aeronautical industif&sgentres of training in the automotive industades
have been set up in partnership with the relevaofepsionals. They are managed by the
professionals.

By contrast with the employers’ organizations, Wakers’ unions are not involved in these
mainstream processes and thus have no opportomtyake known their commitment.

Despite the importance of their role in preparimmeaal training contracts and sectoral
agreements, the GIACs are restricted solely to gotialy needs assessments and designing
training programmes.

In addition, public-private partnerships are erdeimgto by higher training institutes and
vocational institutes in certain new industries aadvices. They provide tailor-made training
to meet skills needs in activities such as theraative industry, aeronautics, tourism and
crafts.

Since 1988 agreements have been signed with thHiesgronal associations and federations
covering a significant portion of the organizedtsex They concern textiles and clothing, the
engineering, metallurgical, electrical and eledrsindustries, the hospitality industry and the
leather industry.

The workers’ unions are not represented on theskeband are thus unable to commit
themselves on matters of skills and training iregorises, even though they have members
among the employees of eligible enterprises arabkshments.

3. The unions and skills development in enterprises

The vocational training conducted within enterpibasically consists of continuing training.
The Labour Code attempted to institutionalize gaitig training but this has not yet been
achieved. However, this situation has not prevetitedlevelopment of continuing training in
practice, under collective agreements concludeddsst employers and unions, and also in
the context of special training contracts concludeder collaborations between an enterprise
which pays vocational training tax and the othdemrgrise concerned.

3.1 Continuing training in industrial, commercial angriaultural enterprises

56 Nabih Ahlam,Automobile: un dispositif de formation plus musolé&' EconomisteNo. 4564, 8 July 2015
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Article 23 of the Labour Code recognizes continuiaining®’ It refers to a decree determining
the terms and conditions for taking advantage olfigtaining, but this decree has not yet been
adopted. In the framework of collective agreemethts,unions and employers regulate and
organize vocational training as a means of enhgnemployability and improving social
advancement, motivation and productivity. Enteggigo not allocate large amounts in their
budgets to continuing training, particularly asytladready pay vocational training tax.

(a) Continuing training under special training contsact

Continuing training concerns the employees of Ipaiblic and private enterprises. It is funded
by a proportion of the proceeds from the tax onational training. This training is done
through special training contracts. Special trajntontracts entail concluding contracts with
enterprises to reimburse the costs of training idex for their employeed. The enterprises
concerned are those that are liable to vocatiorhing tax and also have an irregular
relationship with the national social security furidhe training activities which qualify for
reimbursement are the development of training pfamgtional literacy programmes, research
on sectoral engineering, and sectoral training ranognes.

Special training contracts are managed on a tiipaliasis by representatives of the
Government, employers and employees. Their admaish is handled by a central committee
and decentralized: regional committees have betimmlace.

(b) Skill as a topic of social dialogue in the worksigoil

The works council is established under article 484the Labour Code as a bipartite
consultative body with important tasks relatingraoning, skills, technology and productivity.

Under article 466 of the Labour Code, the worksnodyas part of its consultative functions,
is charged with matters including “apprenticeshipgning and integration programmes, anti-
illiteracy programmes and continuing employee trajhy as well as “the structural and

technological changes to be made within the ensapr

The most representative union at the enterprigeptie which obtained the most votes in the
election of employee delegates, is representeti@mworks council. The unions’ involvement
in the works council includes dialogue concernikifjss training, and training for integration.

(c) Continuing training under collective agreements

In the context of the right to collective bargamyjmrticle 105 of the Labour Code establishes
as one of the topics for such bargaining “the oigion of continuing training for the benefit
of employees, with the aim of fostering their sbaiad occupational advancement, improving
their general and vocational knowledge and helgiegn adapt to technological innovation.”
These collective agreements may be concluded a&nieeprise, sectoral or national level.

Enterprises are exclusively responsible for trajnmindustrial safety and health, taxation, and
in information technology skills intended to fillanpower resource gaps.

3.2Vocational training in mining enterprises

57 This article provides that “employees shall betleak to benefit from programmes to combat illiteyand
from continuing training”.
58 Vocational Training Secretaridélanual of procedures for special training contractanuary 2002
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The Dahir of 24 December 1960 concerning the staftysersonnel in mining enterprisés
establishes in every such enterprise a unit resiplerfer organizing and delivering vocational
training.

The funding for this vocational training is providéhrough an annual levy amounting to 1%
of the total net amount of wages and salaries garthg the year. This levy is imposed on
every mining concern and on all organizations mgdch State-granted monopoly on mineral
exploitation.

Vocational training in mining is administered by“arter-enterprise vocational training fund”,
a financially independent public institution witeglal personality which operates under the
auspices of the Ministry for Mining. The fund is maged by a committee chaired by the
Minister for Mining or his/her representative, ar@mprising a representative of the Finance
Ministry and six other members appointed by the leyess.

Every year the management committee prepares tbgrgmnme of the inter-enterprise
vocational training fund. It takes an active ratethe training provided at special mining
academies. The unions are not represented.

V. Strengths and weaknesses of skills development
1. Strengths

In Morocco, where skills are concerned the stremgtbnsist in the desire to develop

knowledge, knowhow and abilities, with a view t@enng that human resources are available,
strengthening their employability, meeting the reeedd enhancing the competitiveness of
enterprises, and further entrenching the right txational training enshrined in the

Constitution.

Two important national bodies, namely the executocard of the National Office for
Vocational Training and Employment Promotion and tHigher Council for Education,
Training and Scientific Research, both provide appate frameworks for union commitment
on skills-related matters.

Another important asset is the existence of thekerst unions that straddle the education and
vocational training sectors and which could, if bt into the decision-making process or
dialogue associated with vocational training, cbote to skills development through
proposals and commitment to skills development.

The infrastructure of the vocational training systes well developed and diversified. It is
present in every region and province and providesdrious types of training.

2. Weaknesses
Not all the most representative unions have liokb¢ National Office for Vocational Training

and Employment Promotion. Only two are represeatdte Office, and are appointed by the
executive board, whereas there are in fact fourt mpsesentative unions.

59 OB of 30 November 1960, p.215
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The OFPPT is essentially an administrative bodygédg the budget, advising on personal
status, deciding on the programme of action) whisb has the task of “concluding contracts
to carry out special vocational training programin#ismust be assumed that this body, in its
current form, does not permit any additional uniiorolvement in vocational training and skills
development.

All the most representative unions are involvedhwite Higher Council for Education,
Training and Scientific Research on the issuefoirneing the educational and training system.

In the field of vocational training, the employepsbfessional associations are the bodies most
closely involved, at different levels, in the warlgs of the various structures concerned with
training and skills. The employers pay a tax onati@nal training, introduced to benefit the
OFPPT by Decree No. 2-73-633 of 22 May 197Zhe rate of the tax is set at 1.6% of total
remunerations. The tax is borne exclusively by @ygis. This is perhaps why links with
employers’ organizations are favoured within thpatrtite structures while workers’ unions
are marginalized.

Both in word and deed, the unions are more greathcerned with industrial relations, trade
union freedoms, social dialogue and social pratedtian with matters relating to training and
skills development.

Conclusion

In Morocco, skills development has enjoyed particuhttention as part of an ambitious
reforming vision aimed at meeting major economid aacial challenges. The issue of skills
has been addressed in the framework of natiomrtrie social dialogue.

Vocational training as a tool for skills developrhéas different components, some of which
are discussed by the social partners includinguthiens. It essentially takes the form of
continuing training managed by a central tripartitemmittee through special training
contracts, and also by regional tripartite comragtdHowever, in many organizations set up to
prepare, evaluate and monitor the implementationeofain types of training, only public
authorities, professionals from occupational chaimbad the CGEM are involved. Moreover,
some of these organizations are inactive, and mainty training under special training
contracts has been frozen for the moment owingte@gance issues and differences among
stakeholders.

The unions’ role on the executive board of the OFRBRestricted by comparison with that in
the Higher Council for Education, Training and $¢ti#&c Research, which in May 2015
adopted the “Strategic vision 2015-2030: towardsosets based on equity, quality and
advancement”.

The Constitution recognizes the right to vocatianaining and has involved civil society in
preparing, implementing and evaluating public peBcThe establishment of a well developed
regional framework empowers the regional autharittematters of vocational training.

60 OB No. 3213 of 29 May 1974
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This offers the prospect of greater union involvame and firmer commitment to the process
of preparing, implementing and evaluating publidigges on education, training and skills
development.
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Oman: International Review of Trade Union Involvement
in Skills Development

By: Myriam Massaad

Background

Overview of national economy and labour market

Overview of the Oman economy

Oman is a middle-income monarchy located in thetls&ast of the Arab Peninsula with a
population of 4,726 million as of January 1, 20h@ a growth rate of 8.32 per cent compared
to the previous year. Its GDP per capita was of WU5$45 in 2015.

The country’s economic performance is highly degendn its oil revenues. Oil was first
discovered on the Omani territory in 1964. PetroleDevelopment (Oman) Ltd. (PD®)
began the first extractions in August 1967. Omanil production increased gradually since
then and reached 366,000 barrels per day in 19@@&eker, production started declining due
to the depletion of recoverable reserves, reachbut 285,000 barrels a day in late 1980.
From 1981 to 1986, in order to compensate for dewi oil prices, Oman increased its
production levels to 600,000 barrels per day. Taipse of oil prices in 1986 had a dramatic
impact on the country’s revenues. The governmeniddd to cut back temporarily on its
production in coordination with the OrganizatiorReftroleum Exporting Countries (OPE®).
Since mid-1987, production started increasing ggaiaching more than 900,000 barrels per
day by mid-2000. Today, it is reported that thertouproduces around 994,303 barrels per
day, which makes it the biggest oil producer inNhddle East outside OPEC. Sustained high
oil prices over the past decades have helped Ounthits budget, trade surpluses and foreign
reserves.

Yet, aware of its heavy dependence on oil resoued given the current volatility in oil
prices, the Omani government has undertaken regylaéforms aiming at diversifying and
modernizing its economy. These measures were cedpila long-term development strategy,
Vision 2020, covering the years 1996 to 2020, aadied into five-year plans. Vision 2020’s
prime objective is the sustainable developmer@®Qmani economy with particular emphasis
on social and regional development and economiersiification.
The ninth and last five-year plan (FYP9), cover2@y 6 to 2020, has set the following major
target§:
- Achieve an annual average GDP growth rate of Ipet;
- Reduce the oil sector’'s contribution to GDP to 26 gent (down from 44 per cent in
FYP8);
- Diversify the economy: Aside from economic divarsfion through vertical
expansion in activities dependent on oil, the dibjecis to develop non-oil sectors,
such as manufacturing, transportation and logistesism, fisheries and mining;

51 PDO is owned by the Omani government (60%), RByath Shell (34%) and Compagnie Francaise des
Pétroles (Total) and Partex (6%)

2 Oman is not a member of OPEC

63 KPMG Oman (2016)
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- Enhance the private sector’s role in driving ecoiwogrowth through privatization
programs, the development of small and medium pnsexss (SMES), public-private
partnerships and the improvement of the investrolemite;

- Create productive job opportunities for Omani nagis and improve their competences
and skills.

* Major Sectors

Oman is one the world’s largest oil producing coest oil and natural gas extraction currently
account for 51 per cent of its GDP. In fact, sid®7, oil has been considered as the main
driving force of the Omani economy. Revenues fromdil sector have supported its modern
and expansive infrastructure, including electrigtlities, telephone services, roads, public
education and medical services. In addition textensive oil reserves, Oman has considerable
natural gas reserves, which also play a leadirggimothe Omani economy.

The services sector represents 37 per cent of @LtRin this sector, the largest segments are
wholesale and retail trade (8% of GDP), public adstiation and defense (7% of GDP) and
finally transport, storage and communication (6 8%sDP). The remaining 12 per cent are
derived from manufacturing and mining (6% of GD&)nstruction, electricity and water (5%
of GDP) and agriculture (1% of GDP).

« Employment patterns

For a total population of almost 3.5 million peoplged between 15 and 64, the labour force
contains 2.454 million individuals, leading to adar force participation rate of 71%.
However, the Omani labour force is marked by a nemalh characteristics that differentiate it
from other countries.

First, the Omani labour force is highly dominated mmales; the women labour force
participation rate was of 31.5 per cent in 2016pading to ILO estimates, compared to 87.3%
for men. Additionally, non-nationals form the maigpiof the labour force. The flow of foreign
workers to Oman has been increasing tremendoustg $he 2000s. Foreign workers mainly
come from Asian countries (India, Bangladesh, aakidtan).

An important labour market segmentation exists betwthe public and the private sector. In
general, nationals are often employed in the pufdictor while non-nationals are mainly
employed in the private sector. In 2013, 82 pet oéforeign workers were employed in the
private sector and only 12 per cent were in manalgand “white collar” positions.

However, the new Omanisation strategies are eshab{j quotas forcing private companies to
hire Omani nationals. According to the latest stets issued by the National Centre for
Statistics and Information (NCSI), the number of&s working in the private sector reached
211,919 by the end of July 2016, compared to d tatmber of 1,468,249 expatriates in the
private sector. While nationals remain poorly repreged in the private sector, progress has
been made over the last years. However, due tgdapen wages and benefits between the
private and public sectors, Omanis still prefemtark in the public sector. According to a
survey conducted by Oxford Strategic Consultin@®6 on a sample of 300 Omanis, 70 per
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cent of respondents listed the Public Sector, Gowent Ministry, Municipality and Royal
Court Affairs as top organizations to work in.

Unemployment rates are relatively low comparedhéovtorld average, with an unemployment
rate of 6.3 per cent in 2015, according to ILOraates. However, unemployment rates are
much higher among women compared to men (14.3grgrvs. 5.2 per cent in 2015).

Employment by sector:

In 2015, 5.2 per cent of workers were employedgncalture, 36.9 in industry and 57.9 in
services.

Figure 1: Distribution of workers by sector and gemler, 2015 (%)
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Source: ILO — Key Indicators of the Labour Market

A more detailed analysis of the distribution of Wens by sector shows that more than a quarter
of workers are employed in the construction seatoralmost a fifth in education. A significant
share of the workers is employed in wholesale atallitrade (10.9%).
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Figure 2: Distribution of workers by 1-digit sector, 2015 (%)
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Overview of trade union arrangements

* Legal and regulatory frameworks

For many years, trade unions were illegal in Oni@ar2003, the Sultanate of Oman enacted a
comprehensive labour law by Royal Decree No. 36, @man Labour Law (OLL). OLL
remains today the basis for all labour-related lan@man. While it did not explicitly provide
for labour unions, it endorsed the concept of labanganization in the private sector by
providing that workers could form representativanotittees among themselves for the
purposes of (a) protecting their interests, (bgdding their rights, (c) improving their financial
and social status, and (d) representing them iisslles related to their affairs.

These representative committees were further pimnio form a principal committee to
represent them in local, regional and internationeétings. By thus granting workers the right
to organize to protect their interests, OLL laid tbundation for the emergence of conventional
labour unions in Oman’s in the years to come.

The Sultanate issued two Royal Decrees in 2006sthangthened the legal framework for
labour unions in Oman. These Royal Decrees exlgligtognized labour unions and provided
for collective bargaining and peaceful strike pssss. Additionally, Royal Decree No. 74 of
2006 called for the formation of a Sultanate’s Gahleabour Union to serve as a confederation
of Oman'’s labour unions. The founding conferencthefGeneral Federation of Oman Trade

64 A - Agriculture, hunting and forestry; B — Fishirng - Mining and quarrying; D — Manufacturing; E -
Electricity, gas and water supply; F — Constructi@n Wholesale and retail trade; repair of motehicles,
motorcycles and personal and household goods; ételsland restaurants; | - Transport, storage and
communications; J - Financial intermediation; KedRestate, renting and business activities; LbliPu
administration and defence; compulsory social $ggu — Education; N - Health and social work; @ther
community, social and personal services activifiesPrivate households with employed personsE&ra-
territorial organizations and bodies; X - Not clfiable by economic activity
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Unions (GFOTU) was held on February 5, 2010 andati@nded by representatives from the
45 labour unions existing at the time. It conséitlan important step forward toward promoting
a genuine democratic and free representation dkevsmwithout distinction.

Later on, Ministerial Decision 570 of 2012 promubga the formation, functioning and
registration of trade syndicates, trade unions,gerteral federation of Oman trade unions. It
stated that a trade union could be formed by amnata sector organization with at least 25
employees. The legislation also authorized thetione@f more than one union per company.

According to Article 8 of the 2012 Ministerial Dea, a trade union can exercise the following
rights:

a. Represent its members and defend their interests

b. Represent any of its members at their request

c. Collect the affiliation fees and subscription set the membership and manage its
assets

d. Exercise any activity related to the promotion pratection of the rights and interests
of its members, in particular:

- ensuring the members’ safety and health;

- raising the trade union’s awareness among members;

- raising the members’ culture, technical and ocdopat level;
- improving the members’ health, economic and sdeis|.

e. Lodge complaints before the competent departmenhatMinistry of Manpower
arising from the establishment’s non-compliancehwiite provisions of the OLL and
its implementing decisions and regulations

f. Peruse the OLL and its implementing decisions agdlations guaranteeing the rights
and interest of the workers at the establishment

g. Obtain all necessary facilities from the establishinfor the performance of its
activities in addition to the appropriate premigasholding its meetings and keeping
its documents.

Article 17 of the same Ministerial Decree sets mastrictions that prohibit trade unions from
engaging in the following activities:
a. Investments of the trade union’s fund in finangpéculations, in unsafe investments
or in investments contradicting its objectives orgmses
b. Engaging in political activities or any activity wh is not specified in its statute
c. Accepting gifts and donations, unless with the [8liryi of Manpower’s approval, in
which case gifts and donations must be unconditiand not contradictory to the
objectives and purposes of the trade union’s dgtamnd to the laws in force in the
Sultanate
d. Assigning its assets whether in legal terms ofaishc

GFOTU's first conference took place on February2ll,4. The board of directors, formed of
11 members, was elected for a four-year period421118).

The main constituents of the Federation are themgémssembly, the board of directors and

the financial supervision commission. Additionallynumber of specialized committees were
created to support the work of the GFOTU in varimssies and activities.
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GFOTU is a member of many committees and vario@sdsorelated to labour issues in the
Sultanate. It also plays a role in the committeesnéd by the three constituents, workers,
employers and the government.

Today, Article 108 of the OLL grants employees tigit to form a trade union to safeguard
their interests, defend their rights and improvertfinancial and social status and represent
them on all matters related to their affairs.

Additionally, the new legislation bans employersnfr punishing or dismissing workers on
account of their union activities. According to islé 112 of the OLL, an employer who
prevents its employees from carrying out their latbnion activities, or hinders the formation
of labour unions or the General Federation of eyges, shall be punished by imprisonment
for a period not exceeding one month, and/or adin@t more than RO 500.

The new legislation also eliminates requiremeng tions must notify the government at
least one month in advance of union meetings aatiuhion leaders must speak and write
Arabic.

However, in reality, major restrictions on tradeamactivities still persist:

- The Ministry of Employment may refuse to registéraale union if it is not convinced
that all requirements have been met

- Certain categories of workers are not covered s/l8w, such as the armed forces,
security and government personnel, and domestikevsr

- The law provides for one single umbrella nationadé union, which is not in
compliance with ILO Convention 87

- Strikes must be supported by an absolute majofitheworkforce and the employer
must receive a notice of a strike at least threekadefore it takes place

* Status of relevant ILO conventions

Oman has been a member of the ILO since 1994.sltr&t#fied four out of the eight core
Conventions, namely:

- Forced Labour Convention, 1930 (No. 29) (30 Octd8938)

- Abolition of Forced Labour Convention, 1957 (No51@21 July 2005)

- Minimum Age Convention, 1973 (No. 138) (21 July 2P0

- Worst Forms of Child Labour Convention, 1999 (N82)(11 June 2001)

In 2007, the International Labour Conference wiseeglshe first tripartite presence of the Oman
constituency. Since its adherence to the ILO, thntry has made significant effort toward

greater democracy and respect of fundamental ptesand rights at work. The Labour Law

was reviewed to integrate ILO core Conventionstipaarly the Freedom of Association and

Protection of the Right to Organise Convention,8L9o. 87), the Right to Organise and

Collective Bargaining Convention, 1949 (No. 98) &nel child labour Conventions.

Although the Sultanate has shown great progrefiseitransition towards greater democracy
and the respect of fundamental principles and sightvork, it still has not ratified four of the

core ILO conventions, and specifically the corevanions regarding freedom of association
and the right to bargain collectively, namely IL@r@@ention 87 (the Freedom of Association
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and Protection of the Right to Organise Conventi®@#8) and ILO Convention 98 (the Right
to Organise and Collective Bargaining Conventic%9).

Oman also still has to ratify the following conviemnis:

- Equal Remuneration Convention, 1951 (No. 100)

- Social Security (Minimum Standards) Convention,2980. 102)

- Discrimination (Employment and Occupation) Conventil958 (No. 111)
- Employment Policy Convention, 1964 (No. 122)

- Occupation Safety and Health Convention, 1981 %9&)

- Occupational Health Services Convention, 1985 (1%d.)

- Promotional Framework for Occupational Safety amalbth Convention

« Unionisation rates

Oman’s unionisation process only started a fewsyago with the 2006 Royal Decrees that
officially allowed the creation of labour unionshd process was later accelerated with the
establishment of the GFOTU in 2010, which encoudlafe creation of additional unions.

By the end of 2016, workers had formed 24 unionthatenterprise level. At the date of
establishment of the GFOTU, there existed 48 reggstlabour unions. Today, the federation
counts 230 member unions. According to the Chairofaihe federation, it is expected that
this number will reach 270 to 280 unions in 2017.

These numbers show a rapid growth in trade uniomdtion. Given that the process is still
very recent, it is highly likely that the unioniiat rate of the Omani labour force will increase
tremendously over the coming years, among both @nzend non-Omanis .

As mentioned earlier, there exists today a uniqdefation representing all the unions in
Oman: the GFOTU. It plays the role of an umbrefider which sectoral and enterprise unions
are established.

The federation currently recognizes four organigector-level unions: (a) education sector,
(b) oil and gas sector, (c) tourism sector andr(djistry sector.

Given that the Sultanate of Oman has 12 offici@gaoized sectors, the objective of the
federation is to have 12 sector-level unions thidtb& under the umbrella of the GFOTU.

In each of the sectors mentioned above, there axisimber of enterprise-level trade unions:
- Education sector: 5 labour unions
- Oil and gas sector: 40 labour unions
- Industrial sector: 27 labour unions

Currently, there are 20,000 paying members of tROTUJ and 65,000 actual members.
According to the National Center for Statistics &midrmation’s (NCSI) figures, in July 2016,
there were 211,919 Omani and 1,468,249 expatvabeking in the private sector, forming a
total of 1,680,168 private-sector employees.

Consequently, in mid-2016, less than 4% of privsgetor employees in Oman belong to labour
unions.
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» Social dialogue, tripartism and collective-bargainng arrangements

The concept of social dialogue was first mentiome@man’s labour code of 1973. Article 49
indirectly referred to this idea by indicating tlvatenever an issue erupted between a worker
and his employer, the first step would be to rédehe enterprise’s rules of procedures. If this
did not work out, the article stated that a complaad to be made to the competent authority.
It was then the role of this authority to find #leenent by taking into account both the worker’s
and the employer’s arguments.

Later on, Article 107 of the Labour code of 200&etl that the minister shall issue a decree to
organize collective bargaining aiming at solvingitiots between workers and employers and
improving working conditions. Consequently, a numbeministerial decrees were issued,
guaranteeing the real application of social batiggiramongst the three parties. Ministerial
decree 99 of 2010 ordered the creation of a saigdbgue committee and set some of the
ground rules for dialogue. It also insisted onithportance of equal representation between
the different parties.

Social dialogue at the enterprise level

At the enterprise level, both production parties r@presented for social dialogue:
- Workers are represented by the members of thepeiste's trade union, if existent and
otherwise by five employees elected by the entegfgiworkers;
- Employers can either directly represent themseatvefoose a representative.

At this level, social dialogue can help in solviagy issue between workers and employers.
Both parties can also resort to collective bargejrio improve working conditions and increase
productivity.

Social dialogue at the national level

Following Ministerial Decree 99 of 2010 leadinghe creation of a social dialogue committee,
Ministerial Decree 421 of 2012 provided for a rgshg of this committee (formed of
representatives from the three parties: workerql@yars and government). The Decree also
defined the responsibilities of this committee, Bm
- Following up on the developments of labour stanslardother arab and non-arab
countries in order to improve national social digle and relations between the three
parties;
- Participating in Arab and international yearly wadnferences;
- Cooperating with the labour market's social padngr increase productivity and
improve working conditions;
- Organizing quarterly meetings and reaching agre&manpending any pending issues;
- Discussing potential modifications to the Laboud€o

The GFOTU plays an important role in social diagoday. It has helped in increasing

workers’ representation in many committees suchhassocial dialogue committee, the
national committee for human rights, and many ather
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In 2011, for the first time, the GFOTU invited #lle labour unions in the country to an open
dialogue meeting with the Minister of Manpower tlie presence of representatives from the
Oman Chamber of Commerce and Industry (OCCI). Taeting aimed at discussing general

labour issues as well as matters related to trags’ work. Since then, a yearly meeting is

organized and therefore helps in enhancing socébgle in the country. The last meeting

was conducted in May 19, 2016.

Social dialogue between the government, workerseamployers in Oman led to a number of
achievements that helped in providing workers vatbetter work environment. The main
achievements are the following:

- Friendly settlements and collective labour agredmérat have helped in improving
working conditions;

- Amendments to the Labour Code aiming at providiogkers in the private sector with
additional privileges such as reduced working hounaternity leave, paid annual
vacation...

- Training of labour unions’ representatives.

However, despite the progress that has been madman in terms of trade unions and labour
representation over the past ten years, promotglisdialogue and true tripartism in the
Sultanate will require additional work in three maireas: continuing labour law reform,
improving the implementation of decrees and raiswgreness about the importance of social
dialogue.

- Continuing Labour law reform:

Ministerial Decrees describing labour unions’ wakd encouraging social dialogue
are still very limited in the country. Additionallgespite the fact that Article 112 of the
Labour Code clearly punishes any employer that doesespect his workers’ rights of
pursuing their union activity by imprisonment andfiae, such action is rarely
undertaken. In fact, due to the newness of sudhitees, employers’ actions are almost
never considered as preventing workers from exargiheir union rights, and do not
therefore fall under the authority of this law. dther major issue is the absence of
labour courts. Without these, workers’ issues oftgnain unsolved. They usually have
to resort to general courts where the processegaydong and complicated.

- Improving the implementation of ministerial decrees
Despite the progress that has been made in refgrthm Labour Code and issuing
Ministerial decrees aiming at improving working ddions, these rules are often
breached. In fact, while Articles 110 and 111 & @mani Labour Code clearly insist
on the independence of labour unions and theit tglpursue their activities without
any external influence, as well as on the prolohitof punishing labour unions’
representatives because of their activities, thktyas quite different. Employers often
exercise different kinds of pressure on labour nsiieepresentatives, such as forcing
their arbitrary transfer, denying them benefits @mdmotions to which they would
normally be entitled or even dismissing them aabily by using different justifications.

- Raising awareness about the importance of socialalogue:
Through the different visits that the GFOTU condutd the labour unions in the
country, they realized that some administrationsndo grant social dialogue any
importance and work at obstructing labour unionetivities. The Chamber of
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Commerce and Industry should therefore work onrrgiawareness among employers
on the importance of social dialogue and convinchgm that social dialogue is the
best way to solve labour issues.

Overview of skills development system

* Overview of policy and regulatory framework

Educational policy in the Sultanate of Oman is glesd according to the instructions of the
Sultan and according to the regulations set ugnbygbvernment.

The Ministry of Education plays a central role ies@jning and executing the educational
policies through Ministerial and administrative s and circulars and in stating the
educational goals and setting up the strategies.

The Ministry of Higher Education was established1#94 to supervise post-secondary
education in universities, institutes and colley®ghin the Ministry of Higher Education, the
Oman Academic Accreditation Authority (OAAA) undakes institutional quality audits and
grants accreditations to public and private highducation institutions operating in the
Sultanate of Oman. It also establishes acadermmdatds and provides training and networking
opportunities.

The Ministry of Higher Education also manages tlh#idhal Qualifications Framework, which
it uses to license academic programs offered bygrigducation institutions. Following Royal
Decree No. 71/2001, the OAAA was assigned the taSkeviewing and validating
modifications to the National Qualifications Franwetu Consequently, the official framework
document was issued in 2004. Since then, the OAAAstantly works on improving and
updating this document in coordination with the Miry of Higher Education and other
concerned counterparties. Its objective is to comeavith a comprehensive framework that
would cover all types of qualifications (includimgademic, professional, occupational and
school qualifications). Given the recent establishtrof the GFOTU, the federation was not
included in this process. To this day, the develepimof the National Qualifications
Framework remains in the hands of the governmeatith the activities of the OAAA.

In addition, the Ministry of Manpower oversees psstondary technical colleges and
technical and vocational education and training ETY. The ministry exercises this role
through two directorates general (one for vocalidr@ining and the other for technical
training) and through TVET-Oman, a human develogregsiem aiming at developing Omani
human resource’s technological and vocational kedge and skills capabilities. TVET-Oman
has been working with a number of partners, inclgdhe Oman Chamber of Commerce and
Industry and the GFOTU to design and implement #onal TVET strategy aiming at
decreasing the mismatch between the needs of leeilanarket and the young graduates’
skills. The Directorate General for Vocational hiag has established centers covering a range
of programs ranging from electrical engineeringptsiness studies. The centers are located at
Seeb, Saham, Ibri, Shinas and Al Buraimi, with eamnter serving a cluster of
governorates.On its side, the Directorate Generaktchnical Training runs seven colleges of
technology. They offer programs specialized in pray, fashion design and photography,
engineering and IT... All these programs are apprdyetthe Council of Higher Education and
receive the accreditation of the Oman Academic éditation Authority.
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Finally, some ministries and other bodies havertbein institutes, such as the Institute of
Health, the Institute of Judicature and the Institnf Public Administration. The Central Bank
of Oman also supervises the Banking Institute.

At this stage, the involvement of trade unionsie development of higher education curricula
remains very limited. In fact, since its inceptidthe GFOTU has been mainly focusing on
issues related to workers’ rights. However, it glan widening its scope of intervention over
the coming years and skills development is an idsatat will address. The GFOTU has shown
its implication in initiatives related to developimork-based learning.

In fact, during a technical seminar organized kgy/IttO in April 2015 on the improvement of
apprenticeship systems in Arab States, the spokesifithe GFOTU acknowledged that there
were a number of schemes and propositions relagiagprenticeship systems that are actually
being discussed at the national level and thafatieration is playing and important role in
ensuring the realization of these projects.

» Key institutions

In addition to the public institutions listed abpaenumber of private initiatives are also taking
place in order to tackle the mismatch between gredu skills and the needs of the labour
market.

An example of such initiatives would be Mah&tat Omani-funded training provider that

trains national and non-national workers througlimber of programs specialized in different
sectors such as oil and gas, rail, health andysafetrepreneurial and SME skills development,
etc. They provide different types of trainings, luting technical and vocational training

(Maharat al Mahany), employability skills (Perfomca@Work), Leadership and

Development Training (Maharat al Qayaada), Outssircearning and Training Centre

Management and English at Work.

These programs do not fall under the authorityhef Ministry of Higher Education and are
rather accredited by international institutions.

* Recent national, sectoral and enterprise policy refms

Oman’s modern educational system was first estaalisn 1970 and the basic education
system (comprised of three stages) was introdutd®98. Since then, a number of reforms
were adopted mainly aiming at improving the qualdf education, providing equal
opportunities for boys and girls, increasing theaamation ratio in the labour force and
decreasing the skills mismatch between the graduatempetencies and the needs of the
labour market.

The school system in Oman starts with four yeansrimhary education followed by six years
of basic education. After completing grade 10, stid can either decide to continue their
education in post-basic school education offerethbyMinistry of Education or shift to TVET
offered by the Ministry of Manpower. Following tpest-basic education (grades 11 and 12),
students who continued their education in schoatsjoin academic universities or colleges,
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colleges of technology (Post-Secondary DiplomaBachelor) or vocational education (Post-
Secondary Vocational Diploma). On the other sitegjents who picked the TVET track at the
secondary level usually attend vocational trairaagters and colleges of technology.

In order to meet the labour market’s demands imseof skills and qualifications, Oman has
made a number of reforms. For instance, in Septe@®&2, Vocational Training Centers
started offering the post-secondary Vocational Aingj Diploma which made this track more
attractive to students and more in line with thmlar market’'s needs.

Additionally, Vocational Training Centers and Cgks of Technology are constantly
conducting reviews of the curricula with the aimmoéeting the labour market’s needs and
Oman’s vision 2020. These reviews are generallydgoted by Specialisation Committees
consisting of experts from the ministry and teashfeom the different training centers and
colleges.

» Statistics on participation, attainment, workplacetraining

Figure 3: Distribution of labour force by educational attainment, 2015 (%)

9.4

i Lower than secondary
47.8 i Secondary

Higher than secondary

6.6

W University

Source: Sultanate of Oman Ministry of Manpower -nAal Report 2015

Oman’s labour force remains highly uneducated wWitl8 per cent of the labour force having
less than secondary education and 36.2 per ceirighattained secondary education (total of
84 per cent with secondary educational attainmel@ss).

Description of engagement at national/sector/enterjse level

Given that the unionization process is still veegeant in Oman, and knowing that all trade
unions’ activities are monitored by the GFOTU, mipstiatives currently taking place are
managed by the national federation.

Additionally, most activities focus on training alr union members on the functioning of
unions and on issues related to social dialoguecalteictive bargaining.
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Table 1. List of Trainings organized by GFOTU, 204

- . . . Number of
Training Topics Duration Location o
Participants

- Promoting participation to trade unions' actasti
o . ' . 2 days Muscat 21
- Women's role in increasing trade unions' memiyassh

- Social Dialogue

_ . 2 days Nizwa 27
- Collective Bargaining
- The concept of unions' rights
. _ 2days  Salalah 20
- Enhancing the role of unions
- The right to strike
2 days Sohar 24

- Social Dialogue

These trainings are still limited in number andyaiarget a very small proportion of workers
(92 participants in 2014 and 155 participants ihZ2)0

Another set of trainings is designed for unionairers. For instance, three workshops took

place in Muscat in 2012 with the aim of increasinginers’ skills in areas related to
communication and leadership.

Engagement at national level

Trade unions’ engagement at the national levehdetaken by the GFOTU that participates
in social dialogue and takes part in the initiagileunched by the government.

A recent example of such involvement is Tanfeedhatzonal program aiming at enhancing
economic diversification. One of the major objeesi\of the program is to develop workers as
part of economic diversification. On September 2016, Tanfeedh officially started the
activity of its key workshops (‘Labs’), centered enhancing economic activity in the three
main areas of tourism, manufacturing and logistics.

The purpose is to find alternative solutions toprpthe national economy, with collaboration
of government officials, the private sector, NG@d academics. The program comes in line
with Oman’s ninth five-year development plan (2@080) and aims to contribute to the
country’s vision of economic diversification. OokTanfeedh’s goals is to increase Oman’s
GDP and boost non-government capital investmentsich at least 80%. It also aims at setting
measurement indicators to increase local and iatemal investments. Tanfeedh plans to
ensure the implementation of high revenue projéztprovide job opportunities for local
talents.

At this stage, the GFOTU plays a consultative molmitiatives launched by the government.

It participates to the discussions and follows aptte application of projects. However, the
GFOTU has not yet been able to launch skills dgraknt initiatives of its own.
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Engagement at sectoral level

As mentioned earlier, trade unions’ activities im&n are supervised by the GFOTU.
Moreover, the role of the federation has been &thib a consultative one regarding initiatives
relating to skills development.

For instance, the GFOTU has closely monitored araiive launched by Central Bank of
Oman and aiming at improving the skill sets andabdjies of the staff of Islamic banks
operating in Oman and those of the supervisory eaats of the Central Bank of Oman. 44
staff members participated to a four-day worksholglarch 2016. The objective of the training
was to introduce the employees to a set of stasdhed should be applied in Islamic financial
institutions. It also assisted them in the impletagan of these standards by offering them
hands-on training and providing them with practicage studies.

The GFOTU acknowledged that the success of thiatamethe banking sector was mainly
attributable to the fact that it was led by a senglithority, namely the Central Bank of Oman.

Strengths and weaknesses
Strengths

» GFOTU has been effective in reforming the Laboud€and moving it towards an
increased protection of labour unions’ activitifisis also currently working on a new
labour law reform that it will present to the Omanihorities.

* GFOTU has succeeded in organizing yearly tripartigetings aiming at discussing all
labour-related issues.

» GFOTU is increasingly showing interest in tacklimgvider set of issues such as skills
development. It has shown its support to the estailent of the system of apprenticeships
in Oman.

»  While skills development does not currently comséita priority area of intervention, the
GFOTU is aware of the issues relating to the cgtstabour force and acknowledge that
updating the curricula and developing training syt is essential to solving these issues.

Weaknesses:

* GFOTU remains the only national federation for &radhions:
The government’s interference in trade unions’iegfe still highly present in Oman.

* The national law still does not support unions’dlwement in skills development:
In Oman, skills development can arise from threHexdint sources: government
legislation, training workshops or legislation fabour unions’ activities.
Since the legislation defining labour unions’ rigt#nd responsibilities is still limited,
labour unions cannot yet play an important roldexeloping workers’ skills.

* Employers’ contribution remains limited.

98



The ILO Decent Work Program has not been formaltgeated by employers’
representatives.

According to GFOTU's representatives, one of thennthallenges that they currently
face is the employers’ lack of cooperation.

* The implementation of the Labour Code and the diffe ministerial decrees protecting
labour unions’ activities is still not up to parhieh is why the activities of inspection
teams should be intensified.

Conclusions

Due to the recent drop in oil prices, Oman’s rewsnlbave been witnessing a severe decline
over the past months.

Moreover, Oman'’s labour force is characterized Iypiaber of issues that are preventing its
development such as the segmentation between abh@owl non-national workers and the
skills mismatch between job seekers’ skills and leygrs’ skills needs.

Aware of these challenges, the GFOTU is determimegursuing its efforts to improve
working conditions through pushing for labour cadéorms and increasing social dialogue
between the different parties.

More particularly, during a seminar conducted impt8mber 2012, the deputy chairman
insisted on the importance of encouraging privaséitutions to contribute to the development
of the employees’ skills. He stated that entergri@®uld train their workers and push them to
achieve their potential as well as provide thenhwhie right environment necessary to apply
these skills.

However, at this stage, the GFOTU remains limitedits ability to engage with skills
development issues. Trade unions are still in thewelopment phase and are mainly focusing
on developing their capacity to influence the beyachnge of labour issues affecting their
members.

Given the highly centralized government driven ediown and training systems, and despite its

willingness to engage in skills development prgeittis expected that the GFOTU will need
some time before it can actively participate todbeelopment of skills in Oman’s labour force.
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The Philippines
By: Mary Ann Mendoza

Case study on trade union and skills developsaent

1. Background

The Philippines is an archipelago comprising 7,0nds with a population of around 100
million. The Philippine economy is considered ofé¢he fastest growing in the region, ahead
of regional giant, China. For the past six yedie,dverage growth rate was 6.2% and in the
first quarter of 2016, GDP was 6.9%. Accordingi® government, this is because of the sound
economic fundamentals put in place by the Aquinmiadstration.(Chris Schnabel, Rappler,
19 May 2016)

On the 9" of May 2016, the country elected a new PresideMice-President and other key
political leaders in an election which was gengredlgarded by many as honest, peaceful and
orderly.

This case study will assess the extent and natugges of involvement in skills development
of trade unions at the national, sectoral and pnga levels in the Philippines. This case study
will also highlight best practices of union invoiaent in skills development, as well as, the
challenges and constraints. It is hoped that thairigs of the study will provide useful inputs
to the International Labour Organization (ILO) whiis initiating a program to enhance and
expand union involvement in skills development e tcontext of the goal of achieving
productive employment and decent work for all.

1.1.1. National Economy and Labour Market

Many describe the Philippine labor market as complbée domestic labor market is integrated
with the regional and global markets with abounidilion Filipinos working in 114 countries
worldwide. Their total remittance of 25 billion USihnually is the biggest source of foreign
exchange earnings.

Based on the final results of the Labor Force SunfeOctober 2015, the population 15 years
old and over is estimated at 66.6 million. There 42.1 million in the labor force or a labor
force participation rate of 63.3 %. The employmeate is 94.4 %. Among the employed
persons (39.8 million), a majority are in the seeg sector, 54.5 %, the second group
accounting for 29.6 % are in the agricultural seatad the smallest at 16% are in the industry
sector. Among the total employed, one in threelob 36 are laborers or unskilled workers. In
terms of their highest grade completed, 29.05 %igte school graduates; 16.23 % are college
graduates; 14 % are elementary graduates; 13.2 %lementary undergraduats; 12.20 % are
high school undergraduates; 9.15 % are college rgraftuats; 3.88 % are secondary
undergraduares; 1.0% have no grade completed;@Gneq are post-secondary undergraduates.
The unemployment rate is 5.6 %. A large percen{@géo) of the unemployed are educated
where 40% are high school and post secondary gteslu22.5% are college graduates and
13.3 % are college undergraduates. The unemployarmaong the young (ages 15 to 24) is
very high at 50 %. There are 7 million (17.6 %) wtansider themselves underemployed.
Moreover, 3.9 million or 56.1 percent of the unaepboyed reported that that they worked less

66 Prepared by Mary Ann Fernandez-Mendoza
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than 40 hours during the reference week. The tapifidustries with the highest employment
are agriculture, hunting and forestry 26.2 %; whkale, retail trade, repair of motor vehicles
and motorcycles, 19.1 %; manufacturing 8.1 %; aqocsbn, 7 % and transportation and
storage, 7%.RSA, June 2016).

Poverty incidence among Filipinos in the first gearof 2015 was estimated at 26.3%, an
improvement from the same period in 2012 with ptwercidence recorded at 27.9%.3A,

18 March 2015 Based on the latest Social Weather Station (SRSgrty Survey conducted
on 30 March to 2 April 2016, 46% (about 10.5 mitlj@f families consider themselves as poor.
This is four points lower than that of December20dth 50% (about 11.2 million) of families
and four points lower than the 50% 4-quarter aver@ag2015. This is the lowest Self-Rated
Poverty rate in over four years, the lowest was 4b%ecember 2011SWS Website, 30 May
2016. This may be a possible impact of the conditiaredh transfer (CCT) program of the
government which had a budget of 64 billion PHBBIUSD) in 2015, representing more than
a hundred percent increase from the 2014 budgebrdmg to the Asian Development Bank
(ADB), this is the third largest cash transfer peog in the world.Richard Bolt, ADB Country
Director, July 2015, Press Statempent

The World Bank provides a grim scenario on the eympkent situation in the country.
According to a study it has undertaken, every ye#re last decade, only one out of every four
jobseekers get a good job. Of the 500,000 collegduates, about half can be absorbed in
business process outsourcing and in other formabséndustries such as manufacturing,
finance and real estate. The other half may finadkwabroad. The rest of the jobseekers
(650,000) are without college degrees and mosternd the informal sector in rural areas and
urban areas, in jobs characterized by low wagescangroductivity. Higher GDP will provide
good jobs to around two million people in the riextr years. However, by 2016, around 12.4
million Filipinos would still be unemployed, undenployed or would have to work or create
jobs for themselves in the informal sectéthilippine Development Report on Creating More
and Better Jobs, World Bank, 2013

1.2. The Philippine Labor Movement

The Philippine labor movement started in th& t@ntury, under Spanish colonial rule, with
the formation of secret organizations calggémiosor guilds for “mutual aid and benefit of
workers” of different trades and work environmelike in shipyards, tobacco factories, and
printing housesSibal, 2004).

In 1902, Union Obrera Democratica (UOD), the fledtor federation in the Philippines, was
formed. With more than 85 unions, UOD was compriségrinters, lithographers, cigar
makers, barbers, tailors, mechanics, among otadesrand occupations.

Trade unionism has evolved through the years lgargelped by the socio-economic and
political environment and the obtaining industriglations system. For instance, from 1900 to
1935, there was no labor law given an economiccpadf free enterprise. With the 1935

Constitution, labor protection became a policy fioe first time. In 1953, the Philippines

ratified ILO Conventions Nos. 87 and 98. Subseduyetite Industrial Peace Act was enacted
into law patterned after the American system dafustrial relations and envisioned a
decentralized union and collective bargaining $tmecwith union organizing and collective

bargaining carried out at the enterprise or platel. Unions became active in the
manufacturing and services sector, with strongadsoin cargo handling and stevedoring
services, transport, banking, education and haelttices. When martial law was declared in
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1972, union rights were curtailed. In 1974, witle taconomy shifting towards a foreign
investment-led strategy, the government promulgd&eelsidential Decree 442 otherwise
known as the labor Code of the Philippines. Itsidtre and coverage was patterned on
international standards and incorporated the pbjlbes, relations, work organizations,
processes and technologies associated with indlistni It included provisions on trade
unionism and collective bargaining. However, in @ae were certain restrictions on the right
to organize and bargain collectively. Because o development, unions became polarized
along ideological lines. In the 1980s the slowdafthe economy led to an economic crisis
and the shutdown and closure of many establishmigiatsy unions were dismantled and many
workers were not able to get their separation paith the people power revolution in 1986,
President Corazon Aquino lifted all the restricdiamposed by the previous regime. The Labor
Code was amended and there were new legislatiomsaga rationalization, productivity and
gain sharing schemes at the enterprise level. Migpawas formally re-established in 1990 in
the composition of the Tripartite Industrial andaBe Council (TIPC). It became a ready
consultative mechanism for discussing labor, spaiadl economic issues. (Bitonio, 2012).

Today tripartism is a state policy in the Philipggnby virtue of the followingArticle XIlI,
Section 3 (Social Justice and Human Rights) of Rindippine Constitution Article 275
(Tripartism and Tripartite Conferences) of the adezhLabor Code of the Philippines; and
The Republic Act 10395 (An Act Strengthening Tripgam, Amending for the Purpose Atrticle
275 of Presidential Decree 442 or Labor Code ofRh@ippines). There are four types of
tripartite structures in the country: 1) consultatbodies like TIPE and ITC&2 2) policy
making bodies like OWW®, TESDA®, OSHC?, NWPC2, POEA"®, ECC* and TVAAC®
within DOLE family, and SS8, HDMF’’, PEZA’®, PHIC'®, and NAPC? 3) quasi-judicial
bodies like NLRG, and 4) quasi-legislative bodies like RTWPBB3F his suggests, in principle
at least, that trade unions are well represent&eyrabour market decision making bodies.

Law RA 103895, enacted in 2012, further institusiimed social dialogue and tripartite
consultation on policies and programs affectingptadnd management. The law mandated the
creation of a national TIPC as well as area andstrg-based TIPCs. TIPCs were given legal
status and mandated to perform. the following fiamst monitor the full implementation and
compliance of concerned sectors with the provismfre! tripartite instruments -- participate
in national, regional or industry-specific trips&gticonferences which the President or the
Secretary of Labour and Employment may call frometito time; review existing labor,
economic and social policies and evaluate locaitednational developments affecting them;
formulate, for submission to the President or tm@ess, tripartite views, recommendations

57 Tripartite Industrial Peace Council

68 Industry Tripartite Council

89 Overseas Workers Welfare Administration

0 Technical Education and Skills Development Auttyori
" Occupational Safety and Health Centre

2 National Wages and Productivity Commission

73 Philippine Overseas Employment Administration
74 Employees Compensation Commission

S Tripartite Voluntary Arbitration Advisory Council
6 Social Security System

" Home Development Mutual Fund

78 Philippine Economic Zone Authority

0 Philippine Health Insurance Corporation

80 National Anti-Poverty Commission

81 National Labor Relations Commission

82 Regional Tripartite Wages and Productivity Board
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and proposals on labor, economic, and social coscedvise the Secretary of Labour and
Employment in the formulation or implementationpaflicies and legislation affecting labor
and employment; and, serve as a communication ehamad a mechanism for undertaking
joint programs among government, workers, employand their organizations toward
enhancing labor-management relatiq@ficial Gazette of the Republic of the Philipmn&4
March 2013).

The Philippines has ratified three ILO Conventioglevant to Trade Unionism, namely: ILO
Convention 87 (Freedom of Association and Protaectid the Right to Organize), ILO
Convention 98 (Right to Organize and Collective ggéaming), and ILO Convention 144
(Tripartite Consultation - International Labour &dards). From the recent reports of the
government to the ILO on ILO Convention 144 (asSeptember 2008), it reported several
accomplishments such as the creation of six ITCsinindustries: clothing and textile,
construction, automotive assembly, banking, hotel gestaurants and suffarThese are
supported by 26 regional ITCs, 37 provincial IT@sd 16 municipal ITCs. All regions have
their respective regional TIPCs which are compleexiy provincial, city and municipal
TIPCs. The government gave assurance on the prepersentation of workers groups and
provided information on various activities of thdPTs. On ILO Convention 84, the
government reported in 2015 on the measures tagitren the capacity of institutions to
protect and guarantee civil liberties and tradeomniights. For ILO Convention 98, the
government reported in 2015 on the resolution sésanvolving violation of union rights and
correction of policies which are inconsistent witle said Convention.

As maybe concluded from the above discussions,ngnisterest and involvement in skills
development have been not been as strong as ibeiest in promoting union organization,
collective bargaining and protecting workers righitkeir current priority concerns on skills
development can be surmised from the various dontsseich as the Philippine Development
Plan and the Labor and Employment Development\Rtaarein they have actively participated
in the crafting of these documents. They maintaegerspective of the importance of skills
development in promoting productivity and decentkvd@hey have agreed to the identified
key employment generators and the need to defeieghkills requirments. They subscribe to
the importance of well functioning labor markettingions. They have pushed for more
resources for TVET. They have also proposed to greater emphasis to enterrpise-based
training through dual training and apprenticeshipgpams. However, it may be noted from
these documents that there are no clear statenoettts effect that unions should be involved
in skills development especially at the enterpigsel.. This is because for a long time, skills
development has been perceived as mainly the regplity of employers. The perspective
that unions can be and shoud be active in skileld@pment is new and evolving.

At present, trade unions in the Philippines wilhtioue to contend with and function in a
“state-centric” labor relations system and arranget: which are strongly grounded on
policies and principles of labor protectionism. wéwer, it was noted that the system has not
been able to modernize and be forward lookingjqaarly in terms of responding to a more
globalized, liberalized, technology-driven and nedrariented economic system. (Bitonio,
ibid). They will also face a bleak world scenanibere the nature of future jobs will undergo
major transformations. Jobs will be scarcer andleympent arrangements will be divergent
and may not follow established standards. Manyfacsuch as technology, fragmentation of
production processes and changes in the valuehalinmpact on the nature of jobs in the

83 A seventh, the Maritime Industry Peace Council lhesn organized.
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future. It is important for governments and theeottripartite partners to anticipate and be
responsive to these developments in the world jakket.(ILO, 2015).

1.3  The Decline in Trade Unionism
Notwithstanding the favourable legal and policy iemvment to promote trade unions, there
has been a decline in trade unionism startingenl®00s.

In the Global Wage Report 2008/20G0 distinction in terms of union density was drawn
between high-coverage (unionization rates of mdwan t40 per cent) and low-coverage
countries (unionization rates below 40 per ceni8tdtlically, the Philippines have always been
a low-coverage country. In particular, in the 198@snumber of unions, collective bargaining
agreements (CBAs) and workers covered by CBAs estafalling, coinciding with the
implementation of structural adjustment measuigisonio, 2012)

Data from the PSA show that despite the rise inntinaber of labor organizatidits union
membership and union density has been dropping ghre late 1990s. In 1995, there were
7,882 registered labor organizations with more tBanmillion members and comprising a
third of the total number of wage and salary wasketionwide. Ten years later, in 2005, the
number of registered unions rose to 17,132 buntimeber of members dropped to 1.9 million
or 11.7% of the total number of wage and salarykexs. In 2014, the number of labor
organizations was pegged at 16,880 with only 1ldanimembers or 8.3% of the total number
of wage and salary workers.

Based on the 2014 Labour Statistics of the PSAertttan 10,000 or almost 60% of the total
number of labor organizations in the country areha National Capital Region (NCR),
followed by Region IV-A with 2,152 labor organizatis, and Region Ill with 1,100 labor
organizations. Regions I, Il, IV-B and the CordileAutonomous Region (CAR) have less
than 100 labor unions in existence. Around 81%hefregistered unions and members can be
found in Luzon.

There are 135 labor federations which cover 9,4¥8ns with a total of 675,107 members or
47% of the total union members. On the other ha#)2 unions are independent with 751,751
or 53% of total union membership.

The typical organizational structure of a unionthe Philippines consists of the Executive
Board, the Board of Directors and the standing cdtess. The Executive Board, elected by
the general membership, administers union affdmanulates policies and implements

programs of the unions. It is usually composed giresident, vice president, secretary,
treasurer, auditor, public relations officer, amageants-at-arms. The Board of Directors is
likewise elected by the general membership. Ihisharge of the legislative functions of the
union. The standing committees are on membershgyance, labor education and research,
collective bargaining, and welfaresm{w.blr.dole.gov.ph/clients-corner/ 74-union-andxeb

reqistration.

84 Labour Organization is defined as any union or association of emplsyesich exists in whole or in part
for the purpose of collective bargaining or of deglith employers concerning terms and conditiohs
employment.
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The number of workers associatidtasnd its membership is steadily increasing. In2@iere
were 22,303 workers associations with 842,012 mesnfié&eir number rose to 39,166 in 2014
with more than 1.5 million membersSde Table)1

Workers association are encouraged to register thehDOLE. A duly registered workers
association may charter any of its branches uplimgfiof the documents prescribed in
chartering and creation of a local chapter. Thismsehat a workers association may perform
as a federation. However, workers association dchave an employment relationship that
will allow them to collectively bargain. At bestey are able to negotiate with national and
local government agencies on the matter of desgnalaces for vending, increases in
transportation fares, among others. In many ingsnihey coalesce with trade union
federations in advocating for their welfare and iaoye@ment in their working conditions.

Table 1. Number of Labour Organizations and Workes Associations, Membership vis-
a-vis Total Number of Wage and Salary Workers

Labour Organizations Workers Associations
Numb % to
er of Total 0
Wage Numb % 1o
Year & er of Total
€a Number of . Number of . Number
Salary o Membership Wage o Membership
Organizations Associations of Wage
Worke & |
rs Salary & Sal\(ary
Worke Workers
rs
2010 U8 17,973 1,713,590 8.7 22,303 842,012 2.6
2012 Soto% 18,428 1,833481 85 29,022 1,163,974 35
2014 386300, 18,853 1,944,905 8.7 39,166 1,560,669 5.8

85 Workers Associationis any group of workers, including ambulant, interenitt, self-employed, rural workers
and those without definite employers, organizedhfiatual aid and protection of its members or for an
legitimate purpose other than collective bargaining
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The latest survey on the number of non-redfilaorkers in establishments with 20 or more
workers revealed that more than a quarter (1.38omjlof the workforce (4.47 million) in
these establishments was non-regular workers. Hportr also said that non-regular
employment posted a growth rate of 16.3%. Across itfdustries, establishments in the
administrative and support services were the biggmployers of non-regular workers with a
share of more than a quarter (27.4 percent or 28%,0anufacturing ranked next with a share
of 21.8% (291,128). The construction industry Heglliiggest share of non-regular workers to
total employment at 59.2%. This means that 3 imye®eworkers in the industry were non-
regular workers. L(abstat Updates, Vol. 20, No. 10, PSA, May 20T®e increase in the
number of non-regular workers can partly explai@ dgkecline in union membership as they
cannot unionize or be members of unions. While tbaynot be union members, they can
organize or join workers associations. Labour @amttralization has been in place since the
enactment of Presidential Decree 442 or the LaBaaie of the Philippines in 1974. This was
amended in 1987, Republic Act 6715, or more comsnknbwn as the Herrera Law. The law
prohibited labor only contracting but it providezfj&l covers for employers to practice labor
contracting (and left Filipino workers vulnerabtedxploitation with low pay and little to no
benefits). One of its provisions is the rationdima of wage increases giving the Regional
Tripartite Wage and Productivity Board (createdem@dA 6727) the power to determine the
minimum pay scale. This was supported by DOLE Dpamt Order 10, Series of 1997, which
amended the implementing rules of the Labour Codergin “contracting and subcontracting
arrangements are expressly allowed by law...” anekifflility for the purpose of increasing
efficiency and streamlining operations is esseritinkevery business to grow...” DOLE has
amended its policy on contracting and subcontrgdiynrequiring the firms to have a minimum
capitalization of 3 million PHP and paying of 2500BHP registration fee. The immediate
result was the cancellation of 10,000 firms frohigh of 15,000 in the DOLE registry\DOLE
Annual Report 2013

According to Former Secretary of Labour and Emplegtrand President of the Trade Union
Congress of the Philippines, Ruben Torres, theimkedf unionism can be attributed to many
factors. First the increasing trends in labor #ékiation. and contractualization brought about
by structural adjustments and economic liberakati Relatedly, the DOLE was not able to
regulate adequately, through appropriate policestractualization of work. He noted that
despite the amendment in the policy to increasec#ipitalisation of labor only contracting
firms from P1 million to P3 million, contractualitan has not been abated. Second. DOLE is
not able to promote actively trade unionism whglome of its major mandates in the Labour
Code. As such, many employers are not supportivmions®’

The Information Technology-Business Processing éission of the Philippines (IB-PAP)
said that the BPO sector "does not have labor grii@cause they properly address the needs
of workers.” (The Manila Times, July 15, 2013). Amgothe 300 member firms of the

8 There are four categories of non-regular work€esual workers — workers whose work is not usually
necessary and desirable to the usual businesads &if the employer. Their employment is not fgpecific
undertaking. Contractual/project-based workers rkens whose employment has been fixed for a specifi
project or undertaking, the completion or termioatof which has been determined at the time of gewgent.
Seasonal workers — workers whose employment, spalbjfits timing and duration, is significantlyflnenced
by seasonal factors. Probationary workers — worersial period during which the employer deteresrtheir
fitness to qualify for regular employment, based@asonable standards made known to them at tleeofim
engagement. Apprentices/Learners - workers whe@rered by TESDA apprenticeship/learnership progtam
Apprentices or student on-the-job trainees witlregular compensation are excluded. (lbid)

87 Interview with Ruben Torres
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Semiconductor and Electronics Industry in the Bhihes (SEIPI), there is only one firm
which is unionized.

1.3. Collective Bargaining Agreements and Skills Developent

The Constitution and other statutory mandates gewhat collective bargaining is the

preferred institution to regulate employee relagiodnions are first formed at the enterprise
level among employees of the enterprise. Union neggfitpp and collective bargaining is

premised on the existence of an employment relglign For unions to exercise trade union
and collective bargaining rights, they must firstjaire legal status through registration with
the DOLE or issuance of a charter certificate hgderation. They acquire a right to bargain
once they are certified by DOLE or recognized by émployer as the sole and exclusive
bargaining agent of the employees in the enterptisgon and collective bargaining is

decentralized. Collective bargaining is at theegurise level. This has been the bargaining
structure since 1953. However, enterprise uniopsfrae to join federation and other large
organizations. Although the present implementinigswf the Labour Code have opened
avenues for multi-employer bargaining, this typebafgaining or for that matter, industry-

level bargaining or national bargaining is not picex in the Philippines. The closest to a
sectoral level collective bargaining is in the mare sector where the Philippine Overseas
Employment Administration through consultations hwihe industry sector was able to

mandate standard wages, benefits and working consifor seafarersBftonio, 2012).

The main issues and concerns of unions in thegpimies can be gleaned from the review of
various CBAs. According to data from BLES from 2€2@1 3, stipulations for CBAs include
wage increase, welfare benefits (medical, matdpaternity benefits, death benefits, loan
benefits), and non-economic benefits (union and geburity, union privileges, grievance
machinery, well-being and health promotion progranesve and health care benefits,
retirement and termination benefits, and other lrppntal benefits like clothing allowance).
Skills training issues are usually included undatters relating to job security.

From 2010 to 2013, an average of 82.65% of the C&#silated wage increases. The other
concerns included are medical benefits (66.9%)thdbanefits (46.3%), and loan benefits
(41.4%). Only 21 CBAs had provisions for skills éepment under the categories of job
security and well-being/health promotion in 2010;726 of CBAs in 2011; 24.9% of CBAs in
2012; and none of the CBAs included skills trainim@013.

It is noted that the term “skills development" asaly mentioned in the CBAs. Only a few of
the CBAs included study/scholarship grant, studywée and workers education. There were
minor inclusions of “skills training” and “job emtiment” under the categories of “productivity
enhancement,” “job security,” and “health and wading.” In 2008, out of 344 newly filed
CBAs covering 57,331 workers, only 10 included gtadholarship grants, 12 included study
leave, and 98 included workers education. In 2@L®,0f 396 newly filed CBA’s covering
74,552 workers, study/scholarship grant increasgttly to 16, study leave went up slightly
to 19, and workers education went down to 87. Ih22@ut of 281 newly filed CBAs covering
47,427 workers, inclusion of study/scholarship greent down to eight, study leave increased
slightly to 22, but zero for workers education.

In a study among 90 unionized firms in the manuwfiasy and non-manufacturing sectors

which are corporations existing for an average/y@&ars, the top ten concerns of unions are:
wages; premiums or payments for overtime, holiday, pight pay and rest day; leaves; other
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leaves; hospitalization; bonuses; retirement; iasce; and uniforms. Some of these concerns
are already mandated by labor laws, thus, shouldmger be negotiated. Skills development
is not included in the list. (Edralin, 2003)

There may be many reasons why unions are not kearclude skills development in their
CBAs. One is that they perceive that skills develept is the responsibility of employers. It
is noted in Section 2 (Declaration of Policy) metTESDA law, the role of the private
enterprises, more than the other partners (wodilsgovernment) is underscored, as they are
“direct participants and immediate beneficiariea tained and skilled workforce, in providing
technical education and skills development oppdtiesi. Second, unions are preoccupied
with concerns and issues on wages and working tlondiand job security. While they value
trainings such are focused more on developing kills ®f their members in organizing and
negotiation and not on upgrading occupational skifltheir members. Most workers may not
have the resources to undertake skills upgradingrams on their own. Those who undergo
retraining are usually displaced union members areogiven grants by DOLE or TESEBA

1.4. Overview of the Skills Development System

The Technical Vocational Education Training Systemverseen and regulated by TESDA. It
was established in 1994 as one of the main recomatiems of the 1990 Congressional
Educational Commission to split the managemeri®tbuntry's educational system into basic
education, technical-vocational education and imgifTVET) and higher education. Under
TESDA, the functions of the National Manpower amouth Council (NMYC), the Bureau of
Technical and Vocational Education (BTVE) (andthé schools under it) of the Department
of Education, Culture and Sports (DECS) and thereapeship program of DOLE were
integrated. TESDA Report, July 20).0

Under this arrangement, TESDA regulates all TVEJgpams except training programs in the
maritime sector which is regulated by the Maritimeéustry Authority of the Philippines. Until
recently, all TVET pograms are implemented throlig®DA and the various providers, both
public and private. It is only this year with theablishment of the K-12 that schools under the
Department of Education (DEP-ED) will be requireddffer vocational courses. For this
purpose, the DEP-ED will be training their teacherseach vocational course or utilize the
services of TVET providers.

TESDA is mandated by law "to provide relevant, asdde, high quality and efficient
technical education and skills development in suppb the development of high quality
Filipino middle-level manpower responsive to anadacordance with Philippine development
goals and priorities. It shall encourage activetip@ation of various concerned sectors,
particularly private enterprises, being direct ancthediate beneficiaries of trained and skilled
workforce, in providing technical education andliskdevelopment opportunities"Séc. 2
Republic Act 7796

As a matter of policy, all TVET programs (both @& and public) offered to the public for a
fee are required to register with TESDA. There&i&83 TVET providers. Majority of these
(or 4,266) are private providers offering TVET prags nationwide. The remaining 467 are
public TVET providers including TESDA's 125 Techali@raining Institutes (TTIs). There is
at least one TTIl in each of the 17 regions and rti@e 80 provinces and in many cities. TVET

88 Interview with Benedicto Bitonio Jr.
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trainors are also required to register with TESDAIite accredited institutions. For 2016,
TESDA has a budget of 7.38 billion PHP (157.19M Y&0DOm only 2.3 billion PHP (48.99M
USD) in 2005.

From 1995 to 2013, there have been a total of 438 TVET graduates. For the same
period, 76.7% were certified out of almost 7 milliassessed. In the 2008 Impact Evaluation
Study, the overall employment rate of TVET gradsatas registered at 55.1%. This has since
improved in 2009 at 60.9% and to 69.5% in 201@0M1, the employment rate was 62% and
65.3% in 2012.Rhilippine TVET Statistics, 2008-2013

In the 2013 Impact Evaluation Study, most of tt@®%,986 graduates (55.1%) finished high

school, 16.0 % were college undergraduates, 13a%#é college graduates , 6.8 % were high
school undergraduates, and 2.7 % were elementadygtes and undergraduates About 5.5 %
were TVET graduates and undregraduates.. The emplayrate of all graduates was 65.4%.

It was noted that employment rates were highehéensemiconductor program at 91.4% and
the BPO program at 70.9%.

Based on the 2013 IES, majority of TVET graduaéd %) were not employed before the
training. More than half (53.9 % or 542,527) of thetal graduates indicated
“employment/getting a job” as their reason for takiup TVET programs. “Skills
upgrading/enhancement” is the second highest reasasited by 29.7 % (299,074) of the
responsents. Other reasons included: 7 %, ‘inté@sby”; 5.1 % ,“promotion and increase in
income” and 2.2 % , “TVET qualification is popular”

TESDA formulated the National Technical Educatiod &kills Development Plan (NTESDP)
2011-2016: Investing in the 21st Century Skilletipiio Workforce. Several reforms have
been put in place. To improve access and promatgye@pportunities were made available
to all clients including special clientele groups \@omen, differently-abled persons, and
indigenous people. There are three major scholamioigrams. The largest is the Training for
Work Scholarship Program (TWSP) which has gradu2ai281,650 from 2006 to date and the
government has spent 15 billion PHP (319.49M USD}tie program. The Private Education
Student Financial Assistance (PESFA) extends filmhr@ssistance to marginalized but
deserving students in TVET courses. It has graduabeut 90,890 from 2005 to 2010. It has
an annual budget allocation of 200 million PHP eM2USD). The Special Training for
Employment Program (STEP) is community-based toesddthe specific skills needs of the
community and promote employment through self eypkent, entrepreneurship and service-
oriented work opportunitiesTESDA Accomplishment Report, 2R14

To improve relevance and quality of TVET prograri&SDA has promoted the use of
Training Regulations (TRs). The TRs are competeraryd outcome-based and contain
minimum standards for trainers and training todls.date, a total of 224 TRs for 20 priority
sectors have been identified through industry clasons and developed mainly in
partnership with the employers. As mentioned earbgéarting in 2008, TESDA conducts
Impact Evaluation Studies (IES) to monitor and ssdbe efficiency and effectiveness of
TVET based on employment outcomes of its gradu#tkas also initiated the National TVET
Trainers-Assessors Qualification Program to ensweg competence in trade qualifications,
training and assessment methodologies.

To strengthen TESDA's linkages with its stakehaddére Office of Partnerships and Linkages
(OPL) was created in 2012. To increase privateos@wtolvement, TESDA has partnered with
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establishments and industry associations from tniggs considered as key employment
generators in the implementation of the TWSP. Agyoteform area that continues to be a
work in progress is the levy and grants schemeskKitls development which is mandated in
the TESDA Law. TESDA, together with DOLE, has beemking on a law that will strengthen
apprenticeship and learnership programs and ottterpise-based training programs. While
graduates of these programs have high employmtad, thie number of trainees has not been
substantial, ranging from only 62,000 to 80,000rr2008 to 2013 and with only about 400
participating firms.

The major challenges and issues are related to TiM&Tagement and governance. There is a
need to ensure transparency and accountabilitygsimajor programs. There is a need to
institute clear performance standards in the grahtsaining subsidies and scholarships. Its
various databases such as the profile of graduaé@sng courses and enrolment, number and
profiles of trainers and assessors, performanc&d\dé and their programs in terms of
graduation and passing rate in the assessment,gaatioers, which are critical for planning,
implementing, and monitoring TVET need to be sttkaged. There is also a need to
strengthen and improve the generation of labor etariiormation together with DOLE, the
Public Employment Service Offices (PESOs) whichreow with the Local Government Units
(LGUs) and other stakeholders. TESDA should focusenmon regulation and information
provision and not as major TVET providefAbfigo and Esguerra, 20)5

At the provincial level, a training center adminggor mentioned his difficulty to fastrack his
proposal to offer new training courses which waspond to skills needs of employers. The
approval process is lengthy and bureaucratic apribygosal willl first be reviewed by a focal
person in the province, then the regional direck@mommends to the TESDA Board which
approves or diapproves the proposal. Meantime #airig center continues to offer its regular
courses which may no longer be responsive to ingusteds. He also raised concern on the
need to improve labor market information systerheanotes that his center which is in Region
VI continues to train welders from a province ingi@ Ill when they can easly get training
on welding from said region or nearby Metro Mardlad they need not spend for travel and
board expenses.

1. Union Engagement at the National/Sector/Enterpriséevel
2.1. National

At the national level union involvement in skillexeelopment is strong. This is institutionalized
at the highest policy making body, the TESDA Boasthere six out of 22 members are
workers' representatives. There are eight members the government. The remaining
members include four from employers, two represerets from the business and investment
sector, and two from the associations of privatthnecal vocational institutes. The same
representation exists at the 17 Regional and aBOutProvincial Technical and Skills
Development Committees where concerned governngaricies are represented and other
members are recommended by their respective sdotdisstry workers and TVET providers.

The powers and authority of the TESDA Board aremoas. It is primarily responsible for
the formulation of continuing coordinated and fuityegrated technical education and skills
development policies, plans and programs. It apgsdlie NTESDP and allocates resources
for the programs and projects. It prioritizes apgdraves trade skills standards and trade tests.
It establishes and administers a system of acetezht of both public and private TVET
institutions. It is authorized to create officeshimn TESDA as may be deemed necessary to
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carry out its objectives. It manages and admirsstae TESDA Development Fund and
approves systematic funding schemes such as tyeatelrgrant scheme, and, it approves
investments and procurement of instructional mal®riraining tools and equipment.

Unions and workers associations participate agtireihational dialogues and consultations
involving labor and employment and skills developtmé&hese are done with regularity in the
preparations and formulations of the Philippine &epment Plan (PDP) and the NTESDP.
TESDA has mounted two National Summits on TECHV@Q012 and 2013. There will be a
forthcoming summit in 2016. To provide inputs te DP (2016-2022), a National Forum on
Securing Jobs for the Future was conducted in A6 by DOLE, with 300 participants
from the Tripartite Executive Committees, NTIPChda organizations and federations. A
major output of the forum was the 11-page Agendare/la major outcome identified was the
need for increased government spending on eductdiensure that the workforce remains
competitive and productive. Some other specifionemendations were: intensifying skills
training and upgrading consistent with global stadd, establishing training centres or hubs
equipped with advanced technology and harmonizih@rdaerprise-based training models
(learnership, apprenticeship, and OJT).

Unions and workers can access DOLE funding forousrpurposes such as workers education,
livelihood, scholarships, and skills and technicaining, among others through the Workers
Organization Development Program (WODP). This idlagship program of DOLE to
strengthen unionism and empower workers to undertakhnical training and education
programs and livelihood and employment generatimognams implemented at the national
and regional levels. There are two components:lacdtops to officers and members to pursue
vocational/technical and short term courses, celkgd masteral degrees and review courses
for professional examinations; and grants for #meetbpment and upgrading of the capabilities
of the union organizations in the areas of leadpysbrganizational development and
management, project and financial management, lamat human relations, grievance
handling and productivity and entrepreneurial iragn Since the start of the program, there
have been 5,018 scholars from 1,567 organizattemsthe training grant, 1,374 trainings with
56,523 participants have been undertaken. For 28dd&yt 78 million PHP (1.66M USD) is
available under WODP. The other bureaus of DOLE& tile Bureau of Special Workers (BSW)
and the Bureau of Local Employment (BLE) and ita@ted agency, OWWA, also have
funding that can be availed by workers.

According to Director Benjo Santos Benavidez of Buweau of Labour Relations, these
programs are very much appreciated by the unionsiléWhere is a big demand for the
programs, the DOLE is constrained given its limiié@ncial resources mainly sourced from
the General Appropriations Fund. There has beeassessment of the programs in terms of
their strengthening and their impact. He mentiottealigh that there are many stories of
workers who availed of the program who were abléawee a college degree and improved
their employment situation. He even mentioned tra graduate became a member of the
House of Representatives.

The involvment of unions at the national level hgnedded several positive outcomes. There
is recognition by the government and employershmimportant role of unions in policy

formulaton at the national level. The governmens lensured and guaranteed their
representation in policy making bodies, in additoESDA, where skills development issues
and concerns are taken-up. Their participatiorh@sé policy making bodies have provided
them exposure, perspectives and insights on tHkengas and reforms that will address TVET
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concerns such as the socio-economic and politrmat@ment of TVET, the changing nature
of jobs and the need to create more and better. jobis example, the TESDA Workers
representatives were part of a group that wenteamfany to study the dual training system
and the apprenticeship program. Since then, theg haen pushing to amend the appreticehip
law and to give emphasis to enterprise-based trgirit the national level, where major social
dialogues and consultations take place, they deetalpush some of their agenda, such as
more transparency and accountability in the gavance of TVET programs, providing skills
training/upgrading to displaced local and overseaskers., promote the use of TRs and
inclusion of workrs rights therein., among others.

2.2.Sectoral

At the sectoral level and as mentioned earliehis paper collective bargaining at the industry
level is not practiced in the Philippines and ashsunions have little influence at the sectoral
level beyond the direct provision of training. ledesome union federations and workers
associations which have been active in skills dgwaent primarily in providing direct training
to their members, their dependents and the gepaldic. While undertaking this, they have
also been active in their advocacy on union rightse Associated Marine Officers' and
Seamen's Union of the Philippines -Philippine Tpams General Workers Organization
(AMOSUP-PTGWO) is a best example of a federatioat thave priority to the skills
development and upgrading of its members so thayacaess better jobs in the maritime
sector. A workers association, the Association@igiruction and Informal Workers (ACIW),
has also set up its training centre while at thmesactively advocating for better work
conditions in an industry where 59 % of workersraoa-regular workers. It is also noted that
ACIW is one association frequently invited by TESEBAvarious consultations and committee
meeting as "its inputs are usually substantial€ TRWCP and FFW which are federations are
also providing skills training.

The AMOSUP Seamen’s Training Centre (ASTC)

The Associated Marine Officers’ and Seamen’s Umibtihe Philippines-Philippine Transport
General Workers Organization (AMOSUP-PTGWO) isdbentry’s largest union of seafarers
and a distinct example of a trade union which diract provider of TVET and academic
programs. The union was born in 1976 through thécation of three unions which had
common ideals and principles to promote the welfafeseafarers; their just and fair
compensation and working conditions; and to enthei continuing development to become
more competent, competitive and be the preferreafasers. It is affiliated with the
International Transport Workers' Federation (ITWF).

Through the years, the union has consistently garshis vision. Today, the union owns and
manages three training and academic institutiongtwprovide high quality and holistic
training and education. The AMOSUP Seamen’s Trgit@entre (ASTC), established in the
1970s, has 35 basic and advanced training coukbesit 20,063 have graduated from these
training programs from 2003 to June 2016. In Jani@®9, the union established the Maritime
Academy of Asia and the Pacific (MAAP) to realizMQSUP's vision of a world- class
academic institution in the maritime world. It lsetlargest private mercantile college in the
country. MAAP offers three programs: Bachelor's i2egn Marine Transportation (BSMT),
Bachelor of Science in Marine Engineering (BSMaa&)l the Bachelor of Science in Marine
Transportation and Engineering (BSMTE) which isualdnaritime course.
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In 2011, the Centre for Advanced Maritime Studi€ANS) was set up to respond to the
growing demand for qualified and well-trained margxecutives and educators. It offers two
graduate programs: the Master of Science in Magiflmansportation (Marine Superintendent)
and Master of Science in Marine Engineering (Techrbuperintendent). It is noted that these
are the first vertically articulated programs i ttountry which allow students to pursue an
academic career, as well as gain the qualificadiath competence of a Marine or Technical
Superintendent.

All the training and academic programs ascribe riternational standards such as the
requirements of the International Convention om&sads of Training and Watchkeeping for
Seafarers (STCW). The academic programs are ateueahd recognized by the Commission
on Higher Education (CHED).

All the three institutions are located on an 82taex property in Kamaya Point, Mariveles,
Bataan, overlooking the China Sea, and are equippddworld-class and technologically-
advanced classrooms, facilities and equipmentastdamodern training ship and has recently
acquired the latest in navigation simulators. Albgrams are fully subsidized and very
accessible to union members. Non-union memberspalsed the competitive examinations
are given scholarships.

To ensure these institutions are current and ratevhe union has maintained partnerships
with the Danish Shipowners’ Association (DSA), Negian Shipowners Association (NSA),
Japanese Shipowners Association (JSA), All Japaam8&e's Union (JSU), ITWF,
International Maritime Employers' Committee (IME@)d Filipino Association of Maritime
Employment (FAME).

TUCP and FFW

TUCP and FFW partnered with TESDA in providing TVRgrams from 2006 to 2009. The
Trade Union Congress of the Philippines (TUCP) itsuWWorkers College in Metro-Manila,
offered free training in nine courses such as Ring Course for Call Centre Agents,
Housekeeping, Wellness and Massage, Plumbing,d&aidlletal Arc Welding, Gas Metal Arc
Welding, Computer Hardware Servicing and Electriba&tallation and Maintenance, all
involving national level certification levels | and The Federation of Free Workers (FFW)
also conducted the same programs which are cordluctigs training centre in a building
which it owns in Metro Manila. These programs areder the TWSP where TESDA
reimburses the cost of training of the graduates ndve successfully completed the program.
These programs were made available for free tartembers and their dependents and the
general public. The TESDA reimbursed the amour3®fillion PHP (1.13M USD) for the
training programs.

Both TUCP and FFW partnered with a workers assiociathe Kaunlaran ng Manggagawa ng
Pilipinas, to handle the operational managemenvrdination and implementation of 19
training courses. The net proceeds of the traimiage divided among the three of them. The
two federations have stopped conducting thesgramass in 2009. There are on-going
discussions with TESDA to resume the training paogg. It may be worthy to note that the
TUCP has started organizing a workers associafi@albcentre agents, most of whom were
graduates of its training programs. The registratibmembership can be done on-line as it is
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difficult to organize them given the nature of the@ork arrangements. There are now 11,000
members.

The Association of Construction and Informal Workers (ACIW)

ACIW started in 1996 as a project of the Southdriigpines Federation of Labour with the
Danish Trade Union Labour Council/Building Workdrgernational with the intention of
organizing the construction workers to enable themegotiate for better wages and working
conditions. It is noted that the construction irtdpss one of the top 5 industries in terms of
number of workers or about 6.7% of the total emetbyin 2006, its charter was amended to
include informal workers who could not organizerson for collective bargaining purposes.
It has a membership of 2,000, composed of smabtcaction workers, agricultural workers,
small transport workers, small scale miners andlgenin eight regions.

ACIW established two skills training centres “touggits members with the necessary skills
and training for better employment opportunitiesl aiternative livelihood for additional
sources of income." The two skills training centags accredited by TESDA, one in Metro
Manila and another in Davao, and are equipped thigmecessary facilities and equipment to
enable it to offer several TESDA-accredited TVETurses. These are : Carpentry NCII;
Construction Painting NC II; Masonry NCII; PlumbiNgl; Shielded Metal Arc Welding NC
II; and Electrical Installation Maintenance NCAICIW is frequently and regularly invited by
TESDA in many consultative meetings on TVET. Acéogdto ACIW, they have trained and
certified at least 15,000 workers, inasmuch as thaye their own TESDA-accredited
assessment centre. ACIW partnered with HOLCIM gacbinstruction company, and the Engr.
Allado Construction in undertaking training-cum-guation projects that built hundreds of
houses and trained construction workers. This éxpes proved useful when ACIW got
involved and partnered with DSWD, TESDA, Red Cr@sg] UNDP in building houses for
the victims of Typhoons Pablo and Yolanda. At pnes@CIW is still building houses for
Yolanda victims in Javier, Leyte using the buildicigm-production approach.

The Kaunlaran ng Manggagawa ng Pilipinas Incorporaéd or Workers Development
Fund (KMPI)

KMPI was born into fruition in 1990 by three labogntres with a common commitment to
peace and democracy thru active participation imatzatic institutions. The three labor
centres were the TUCP, the FFW and the Lakas Mayayga Labour Centre (LMLC). It is a
non-stock, non-profit organization registered wiitle Securities and Exchange Commission
(SEC). Itis also registered with the DOLE as akeos association. It was set up with a vision
of “the Filipino Workers forming social enterprisegtting up cooperatives and working with
the government and other sectors of society foctlumtry's social and economic progress.” It
received an initial seed money for capital in theoant of 20 million PHP (425,989 USD)
from the President’s Social Fund (PSF) during thme tof President Corazon Aquino. Under
President Fidel Ramos, it was granted 5 million RHF6,497 USD) from the PSF. From time
to time, it receives grants and donations. Thrabgtyears, it was involved in varied programs
and services for workers such as setting up arldibgicapabilities of cooperatives; providing
housing loans; training health workers and settipdpirthing clinics; setting up workers’ retail
stores for basic commodities like rice and sugad, lzasic, cheap and quality medicines. Later
on, KMPI, in partnership with the Department of Bb¥Velfare and Development (DSWD),
got involved in providing technical assistance amenunity resource assessment, capability
building and enterprise and the conduct of sociabilization activities towards the
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establishment of community-based enterprises amtheg informal sectors in poor
communities.

The KMPI has two training centres in Cavite andi@egtal Mindoro, the latter province being
one of the poorest in the county. It partnered \wsékieral establishments in the BPO sector to
train workers and was successful in using the ttaaling system. Likewise, it has maintained
linkages with several LGUs and the PESOs to ertberemployability of its 15,000 graduates
(including from the TUCP and FFW program) whichytlo&im is 80 %. The major and recent
accomplishments of KMPI are its accreditation bySTEA on Trainers Methodology and an
accreditation from the Department of Education fierovocational trades under the Senior
High School Program (Grades 11 and 12).

2.3.Enterprise Level

At the enterprise level, unions are not as effectiv influencing skills development in
collective negotiations. There are trainings beumglertaken but mostly on union rights,
organizing and negotiations. Individual union mermsbean access scholarship for skills
training. There are mechanisms at the enterpng $eich as the labor-management committee
where skills training may be taken up.

3. Strengths and Weaknesses
3.1. What worked well

The legal and policy frameworks on trade union Imgment in skills development are

adequate and comprehensive. The principle of tigrars well-respected and institutionalized
in many major laws and policies. In addition to THES there are other policy making bodies
like NWPC, NAPC and OWWA where workers are représg@and where an agenda on skills
development can also be proffered by them. Howekrere are no initiatives yet coming from
unions. To a large extent the skills developmermgmms in NWPC and OWWA are

government-led.

The government has provided adequate resourc@¥oF and programs are accessible to the
unions. There is a scholarship program in plaagite training to the poor and marginalized
sectors.

The culture of consultation and social dialoguedsy strong and embedded in the workings
and processes and at the regional and provinaialdeof DOLE and TESDA, as well as in
other government agencies. Moreover, these cotismsaare frequent and regular. The
mechanics for dialogues and consultations are est#iblished and there are offices and
bureaus of the DOLE and TESDA which are accountblthese undertakings.

Trade Unions have demonstrated their capabilities rhanaging, coordinating and
implementing skills training programs. The AMOSUPGWO is a best example of a union
which has grown and managed effectively its ressgiand demonstrated its capacities to build
and manage world-class training and academic unistits.

The AMOSUP-PTGWO, ACIW and KMPI have establisheceirthtrack record of
accomplishments for more than 20 years. They hanedhtheir expertise and experience and
built networks and linkages with the other triprpartners. Noteworthy is KMPI’s ability to
demonstrate the viability of the dual training gyst On the other hand, ACIW was able to
also show the viability of the training cum prodantapproach and usefulness in addressing
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the housing needs of communities which were detexstay disasters. All these should also be
attributed to their past and present leaders wigovasionary, genuinely committed, and
concerned with the rights and welfare of workersl &mave strong values of ethics and
accountability.

3.2. What did not work well

At the national level, despite the workers représtgon in policy making bodies, the unions
and workers associations have not been proactivdiliming and optimizing these policy
making bodies to proffer a workers’ agenda for Iskilevelopment. The workers’
representative in the TESDA board has identifiectsa priority concerns but they are not yet
able to present these as an independent workenslaga skills development. While there is
intensity in the participation of unions and workén consultative meetings and their inputs
are incorporated in national documents such a@bie, LEP. NTESDP, and in various labor
market intelligence reports of TESDA, the monitgriof these agreements appears to be not
pursued intensely.

Notwithstanding the regular consultations and tkistence of these national documents on
employment and skills development, still, skillsvelpment is not yet considered as a
workplace issue by the unions at the enterpriselléywould seem that these discussions at
the national level are not cascaded or brought dovthe firm level. The unions are still very
much occupied with issues on wages and working idond. Thus, skills development is
rarely mentioned in the CBAs.

At the sectoral level, the DOLE has not been ablgssert its role and authority in mandating
labor and employment standards, which can includeerns on skills development, at the
sectoral level. While union federations and workessociations are active in delivering skills
training, it is still the employers and the Indys#ssociations which are the major players on
skills development at the sectoral level. For exampe IBPAP and the SEIPI have partnered
with TESDA under the TWSP with the objective of eek$ing the skills needs and gaps in
their sectors. The SEIPI was granted scholarshig@000 graduates in 2014 and 2015. The
IBPAP has been able to reimburse training costsnfmre than 125,799 graduates from 2006
to 2010. As earlier noted, there is only one urgedifirm in SEIPI and there is no union in the
BPO sector.

The National TIPC has not been active in pursukiiiggsievelopment as an agenda. Only two
out of its 60 resolutions from 2010 were direc#jated to skills development. There is one
that endorsed to the Congress a bill to reformagigrenticeship program. The other resolution
endorsed to the Secretary of Labour was on the dedeguidelines for accessing the WODP.

Perhaps it may not be fair to expect TIPCs to pusiills development inasmuch as the nature
of their work has been traditionally on promotimgace and disputes settlement. The items
taken up in National TIPC meetings are more procddather than substantive. Moreover,
workers representatives have low capacity for paliscussion$?®

Workers representative at the TESDA Board do neeHall-time technical staff support.
While the government representatives have full-ttewhnical support from their respective
agencies and employers have their own HR departmAstin the case of one of the private

89 Interview of Benedicto Bitonio
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sector representative who is also President ofndnstry association which has a strong
organization. The depth and quality of union pgvition in policy making bodies like TESDA
could have been enhanced if the workers’ represeesahave had full-time technical staff
support. The agenda of the TESDA Board are vergtanhtial requiring careful review and
analysis. The Head of the Secretariat admits'thet may be the reason why the workers have
not been able to present an independent workerglage the TESDA Board". Nevertheless,
she said that “the workers representatives have bewy active at the committee levels”.

According to TESDA Board Member Asper, workers’ negentatives have identified several
policies to be reviewed and studies to be undentakeh as on the creation of "a polytechnic
university specialising on TVET"; reviewing the itilag duration of the apprenticeship
program and requiring of TRs; setting up an efiecgierformance monitoring system of TVET
providers "many of which are owned by politiciamslalo not submit reports to TESDA";
assessment of the impact of large scholarship gtardome sectors like the BPO; a study on
the most viable training levy system; and the pgoétion of trade unions in the STEP
programs, as these are mainly targeted for LGUstlamdeasibility of workers trained under
STEP to form "craft unions." He also added that DBSshould start focusing on the
agriculture sector and other employment generatioesidy identified by the government and
reiterated in the World Bank Study on Creating Mane Better Jobs.

There appears to be some inequities in the valamd) recognition of the involvement of
workers representatives across various tripartiids. \WWorkers representatives in the SSS
have their own staff and they are remunerated adelyuas they receive and allowances from
2 to 3 million PHP annually. (PhilStar, January 2Q16). Workers representatives in PHIC
also receive substantial honoraria of 60,000 PHEF@M7 USD) per month. For TESDA
workers representatives, they are only entitles,@@0 PHP (106.37 USD) per meeting, 2,000
PHP (42.55 USD) for committee meetings, and 1,08@ P21.27 USD) for transportation
allowance.

TVET is negatively affected by governance issugsliring calls for greater transparency and
accountability. These came after the investigationsthe improper and illegal use of the
Priority Development Assistance Fund (PDAF) whexeesal legislators were charged and a
declaration made by the Supreme Court on the ngaditg of using savings for government
programs which are not listed in the General Appatipns Act (GAA). There were also
charges on "ghost trainees” under TSWP. All thesated an environment which made it
difficult for NGOs, including trade unions, to assggovernment funds. In fact, the TUCP and
FFW have not been able to access TWSP since 20@8.akcording to KMPI, TESDA has
not reimbursed their training costs in the amoudr@M PHP (63,898 USD). To make things
more difficult, the Commission on Audit (COA), tBepartment of Budget and Management
(DBM) and DSWD issued a circular in 2014 requir@Os that want to access government
funds and become implementing entities to regfgt&rwith and be accredited by the DSWD.
This additional requirement undermines the regdisingprocesses that unions have undergone
at the BLR. According to BLR Director Benjo SantBsnavidez, the workers have been
discouraged by this new policy.

Both KMPI and ACIW are faced with many challengesstistain their skills training centre

operations. For ACIW, their main concern is therters on whom they have invested much,
being pirated by other institutions. They lack rases as they rely on TESDA's scholarship
programs and grants from other government agenthesr members are not able to support
the organization thru union dues given their paam@mic conditions. As noted earlier in the
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construction industry, a majority of the workers aon-regulars. They are also hampered by
the "many and stringent requirements of governnageincies”. Another concern is "unfair
competition"” from government. In Davao City, wheid&€IW has a TESDA-accredited
assessment centre which can generate income fastessment fees, TESDA also operates
its own assessment centre.

2. Conclusions and Recommendations

Trade Unions in the Philippines are afforded oppdgties to participate in the formulation of
policies and programs on TVET at the national IeVaky actively participate in national fora
to address employment and skills development coscdrhey have access to financial and
technical support through various programs of tHeLB and TESDA as well as other
government agencies. At the sectoral level, wikre are unions and workers associations
which are direct providers of TVET, the major plesyare still the employers and industry
associations. However, trade unions have beerefésgive in influencing skills development
at the enterprise level. There is scope to enhamckexpand their involvement in skills
development at the enterprise level by addressieig tapacity development needs especially
their leaders and organisers. The government nigedsange its mindset and paradigms on
the role and participation of unions in skills deyenent. Likewise, the employers must learn
to understand and appreciate the important roléheftrade unions and workers in skills
development. The value and potentials of TVET faiaing the goals of productive and decent
work and inclusive growth should be advocated. fBlilewing specific recommendations are
offered:

1. There is need to raise the level of awareness arnadg unions that skills development is
an important workplace issue and that it is strptigked with employability, productivity
and decent work. To borrow an idea from the OEQIBytmust realize that "skills have
become the global currency of twenty-first centacpnomies”. This will require change
in their mindsets and perspectives on the roleaafet unions in skills development which
has been traditionally relegated as the respoitgibil employers or "employer-led”. The
other stakeholders, especially the government lam@mployers, should also embrace this
new perspective.

2. Trade unions should be provided technical suppad assistance to build various
capacities on all aspects of TVET, e.g. human nesgoplanning, curriculum development,
financial management, resource generation, fornamaof training regulations, labor
market information, program evaluation and alsadéeships skills such as strategic
thinking, building inclusive relationships and emdng diversity in the workplace,
promoting learning organizations, negotiation skidkmong others. In particular, unions
must learn how it can promote and ensure betteruatability on the allocation and use of
TVET funds. The DOLE may consider including inbisdget a program where it can bring
workers representatives and leaders to "learniegtsi focusing on TVET. DOLE and the
trade unions can partner on this program. TVET ggpmay be drawn from the private
and government sectors and the assistance of @arnd the United Nations Development
Program (UNDP) may be requested.

3. The DOLE, through appropriate policies and prograsteould be more proactive in
initiating dialogues and negotiations that will fgi together unions and workers
associations and employers in a particular industrgector. Moreover, DOLE should
consider the supply chain. Thus, for the agricelindustry, all workers from the planting,
harvesting, processing and marketing, should berealv The objective of these dialogues
and negotiations should be to assess and reviesthtegthe industry situation, promote
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6.

skills development, employment and productivity aaddress as well as improvement in
the welfare and working conditions of workers. Fritrase, DOLE can mandate minimum
labor standards to be complied with by all the §inm a specific industry. DOLE can start
with the seven TIPCS, for example banking and smayiand with industry associations
such as the construction industry which is ondeftop 5 industries in terms of number of
employed workers. If this is not feasible, the d&gions and negotiations can be started
and confined to a province or a city where theatjaes and negotiations among the
tripartite partners will be more manageable.

With a new administration, there is scope to sthgsh on TVET. Relative to this, there is
merit for the tripartite partners to consider teeammendations made in the World Bank
Report. President-elect Rodrigo Duterte also ancedinthat his administration will give
priority to the agricultural sector. The World BaRkport said that the tripartite partners
and civil society need to engage in deeper so@ébglie and partnership and agree on an
agenda on job creation. For example, the laborpgaeed to look after the welfare of
ALL workers, especially workers among informal aaglricultural sectors. The report
mentioned the following that are relevant to skilesselopment: better targeting of TVET
to poorer and more vulnerable workers using théodNat Household Targeting System for
Poverty Reduction; expand TESDA and industry pastmnps; and expand the
apprenticeship program.

The government should initiate a strong infafoaraand advocacy that will give more
recognition and value to TVET and demonstrateitien be a strong platform to promote
the importance of lifelong learning, and the "braadl intersecting demands” of social
equity, sustainable and inclusive growth. Thisastipularly important in the Philippines
with two additional years of senior high schooislteported in the news that only 50% of
1 million expected enrolees entered Grade 11. Deyaeds help from TESDA to establish
the courses for the vocational track. It was aleted that most students selected the
academic track more than the vocational track.

The unions have much to learn from Western t@mstto increase trade union involvement
in skills development such as the new and innogatimncepts and practices of “learning
representatives and learning committees”. Theseideas should enliven and promote
continuous learning in the work place.

There is need for government to address egisiiiministrative barriers that prevent unions
and workers associations to access funding opptdsin Moreover, the government
should give due recognition to the track record awtomplishments of workers
associations like KMPI and ACIW by providing theechnical and financial support.
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LIST OF INTERVIEWS
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Gloria Liza Delos Santos OIC Division Chief, Dole & Region Development Diwis

Marivic Villa Division Chief, Union Registration and Work Empoment
Civil Service Commission
Allan Alegria Director, Human Resource Relations Office

Abdulah Datu-Dacula Division Chief, Registration, Accreditation and CNA
Registration
Technical Education and Skills Development Authoriy (TESDA)

Marissa Legaspi Executive Director, Planning Office
Imelda Taganas Chief of Staff, Office of the Director General
Executive Director, Qualification and StandardsiCHf
Isidro Antonio Asper Board Member
Vice President for External Affairs, FederationFoée Workers
Manuel Jaramilla Training Center Administrator, Passi, lloilo

Commission on Higher Education (CHED)

Napoleon Imperial Deputy Executive Director
Industry Associations
Mabel Dela Cruz Head, Human Resource Department, Semiconductor and

Electronics Industries in the Philippines (SEIPI)
Trade Unions /Workers Association

Ruben Torres President, Trade Union Congress of the Philippi(e3CP)
Former Secretary, DOLE

Meynardo Palarca Secretary General, Association of Construction &midrmal
Workers (ACIW)

Luz Almazar Executive Director, Kaunlaran ng Manggagawang RilgpInc.

(KMPI)

Capt. Diofonso Tunacao Training Director, Amosup Seafarers Training Cester

(ASTC)

Others

Lucy Lazo Former Director General, TESDA

Nieves Confessor Former Secretary, DOLE

Patricia Sto. Tomas Former Secretary, DOLE

Benedicto Bitonio Jr. Former Director, Bureau of Labor Relations
Former Chairman, National Labor relations Commissi
DOLE

Divina Mufioz Integrated Rural Development Foundation
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Senegal

By: Mbaye SAR
Expert in Training for Employment

Key figures on Senegal
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Superficie: 196 722 km?2 Area: 196,722 km?

Capitale : Dakar Capital: Dakar

Population : 13.9 millions d'habitants en 2014 (estimation$ Population: 13.9 million
inhabitants in 2014 (ANSD estimate)

Densité: 49 habitants /km?2 Density: 49 inhabitants / km?2

Part de la population urbaine : 47,4% Share ofrugzgulation: 47.4%

Taux croissance démographique : 2.5% Populatiowtgroate: 2.5%

Population active : 3.406.193 Active populatiort(%,193

Taux de chébmage : 13,6 % Unemployment rate: 13.6%

Emplois formels : moins de 300.000 Formal jobss ksn 300,000

Pays limitrophes : Cap Vert, Gambie, Guinée-Bisd4ali et Mauritanie Bordering countries:
Cape Verde, Gambia, Guinea-Bissau, Mali and Mauigata
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Senegal, a Sudano-Sahelian country located in #stmost part of Africa, which became
independent in 1960, has an area of 196,722 kis?pobulation was estimated at about 13.9
million in 2014 with more than twenty language @udtural groups. In its future prospect for
accelerated and sustainable development, Senegatdray challenges and constraints to face
as well as has many assets and opportunities I i

1. Background

In order to consolidate the benefits of the TemYieducation and Training Program
(2002- 2011), the Government of Senegal has drafteew Letter of General Policy for the
Education and Training Sector for the period 225 including the Quality Improvement,
Fairness and Transparency Progré@iFTP: 2013/2025) which provides the operational
framework.

Harmonizing procedures and matching national pigsr with development assistance
provided by technical and financial partners (TFresent the general principles of QIFTP
intervention. A travers ce dernier, I'Etat du Sé&tégompte faire de la formation
professionnelle et technique un levier importantirpkamélioration de la compétitivité de
I'économie et la création de richesses. Througl®]Senegal wants vocational and technical
education to play an important role in improving tompetitiveness of the economy and the
creation of wealth. To do this, the following gelithies have been adopted:
e« promoting vocational training and youth employment
policies as priorities of the State;
* making apprenticeship a component of the Vocatiand technical
training system;
» developing joint governance through reinforcing lpuld private
partnership;
e supporting the placement of trainees from vocatisohools.

This move has been especially motivated by thetfettthe last general census on population,
housing, agriculture and livestock, (French ®GPHAB carried out by the Statistcs and
Demographics National Agency (French adNSD in 2013 shows a total number of
2,652,983 learners distributed as follows:

e 170,351 (6%): Preschool ;

e 1,521,572 (53.3%) Elementary school ;

e 701,577 (24.6%): middle and secondary general @cho
e 321,799 (11.3%): Technical & Vocational Training ;

e 13,684 (4.8%): Higher Education / University.

More than 57.3% of the learners live in urban areas

The distribution of individuals of at least 6 yeafs@ge indicates that 9/10 people that is 89.5%
— have received no training. In general, women5%d are more affected than men (86.3%).

A World Bank study on the labour market in Senéggthlights the issue of qualified of human
resources for the economy, revealing that:

124



* the number of qualified workers represent 5% efwlorkforce;
» of the 5.3 million people of working age, only 2830 are skilled
workers.

1.1 Overview of labour market in national economy.

Workers are mainly employed in special sectors Ih@useholds ( 12.1%), building
construction (11.6%), manufacturing (10.5%), tradd repair of automobiles and motorcycles
(9.8%), agriculture, forestry and fishing (8.5%danansportation and warehousing (8.1%).
The majority of employees (just over 80.0%) havesoacial protection, particularly such
benefits as paid annual leave, paid sick leavdithe@esurance, social security contributions,
maternity or paternity leave, industrial accidersuiranceSole proprietorships are essentially
composed of more than 50% of adults (97.7@n)y one in twenty businesses (5.1%) operates
in two sectors and most of them, 95.3%, are managfedmally. In sole prorietorships,
managers and employees are mainly faced with iceaff financial resources (65.1%) and
competition in the market (12.4%).

Domestic employees represent the bulk of the hpaglilation in Sédhiou (72.5%), Kaffrine
(64.2%), Kédougou (62.6%) and Kolda (62.0%). 51d%ese employees are men.

It thus appears that the growth of the informat®e which is the main source of employment
with more than 2/3 of urban jobs, remains checkethb low quality of productivity. Hence
the extreme hard and even indecent jobs that drevem enough to satisfy the basic needs of
employees.

Of course training activities organized by theibial Vocational Training Office, NVT®?
could contribute to increasing the number of quediimanpower.

In addition, it must be emphasized that new opputies are offered with the implimentation
of Regulation No. 01/2014 / CM / WAEMU on the Commity code on Crafts of the West
African Economic and Monetary Union. This code siah developing a tool to help promote
crafts in member countries.

All these initiatives stress the need to conssi&ial aspects harmonizing Community
policies.

1.2 Overview of trade union arrangements

Under the principle of the primacy of internationaligations over conflicting domestic rules,
we considered two levels in the hierarchy of nogagerning relations between employment
and training.

At international level, Senegal has ratified gngid numerous legal instruments on human
rights or the rights of workers, among which theiwgrsal Declaration of Human Rights
(1948), Recommendations No. 57, 88, 101 and 117dhQ@ocational Training, Convention
No. 168 on employment promotion and protection rgjaiunemployment (1988), the
Agreement on civil and political rights (1976), tGevention on economic, social and cultural
Rights (1976), UN Convention on Migrant workers4@3 the global Jobs Pact ... In principle,

9 A government institution - with industrial purpose €reated by Law No. 86-44 of 11 August 1986 aimed
at refocusing technical assistance and facilitatiomissions and targeting workers in the informal setor.
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these instruments must consider domestic legaligioms, especially when their primacy is
expressly provided for.
At sub-regional level, Senegal has signed antiedtall major regional conventions, such

as:

» The ECOWAS Treaty of 1975;

 The Protocol on the free movement of people anadgothe right of
residence and establishment (1979) and other Caontyralirectives;

* The WAEMU Treaty (1994) ;
* The African Union Treaty of 2001.

In principle, the Treaty also applies to the WAsfsican Countries.

At National level, the hierarchy of norms places ## Constitution of Senegal (22

January 2001) above all laws and regulations. Tbisstitution inits Articles 22 and 25 states

that:

adds:

" The state has the duty and responsibility of td@ucation and training
of youth in public schools .... "

" Everyone has the right to work and the rightlaim a job .... ".

Moreover, Article L1 of Law No. 97-17 of1December 1997 of the Labour Code

The State guarantees equal opportunity andatinent of citizens with
regard to access to vocational trainingnd employment regardless of
origin, race, sex and religion ... ".

Senegal has more than 200 trade unions which foattére interests of their members.

But the last elections aimed at ranking trade wianganized by the Ministry of Labor and
Relations with Professional Organizations, plabeCNTS UNSASandCSAas the first three
major groups of affiliated trade unions with resjpeely 70 000, 52 500 and 10,700 members.
Pursuant to the agreements signed with the tradmnsl in the sectors of education, health,
petroleum, agriculture, transport, local governmgustice, ... Senegalese workers have
pledged to work alongside the state and employemohtribute to the establishment of a
peaceful social climate conducive to the significamprovement of the living conditions of
the populations ... In this perspective, th& 3ocial Conference was held in Dakar on 14 and
15 April, 2014, at the end of which the represewmtatof four (04) employers' organizations,
fifteen (15) Unions and the Minister of Public Seey Labour, Social Dialogue and
Professional Organizations, signed the Nationalt Rdcsocial stability and economic
Emergence, NPSSEE.

1.3: Overview of the development of technical skills angrofessional competencies,
DTSPC,in Senegal.

The issue of qualified human resources represemal @hallenge when it comes to improving
productivity and facilitating access to decent atable employment for a large segment of the
population.

Professional and technical training is the seqamatity of the government. It is considered
as the key component in the provision of skilleinpetent and efficient human resources for
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the labor market and the economy, and which isldepaf meeting the quality requirements
of products and consumer goods and the needsdesmiots community supervision.

In this socio-economic context, vocational andhtecal training has been reorganized with a
view to satisfying training needs, taking into amabthe following objectives:

» developing access by building infrastructures adlequate equipment;

* improving the quality of teaching and learningoigh the introduction of
a new Competency-based Approach and training caedbinith work
experience;

* matching training with employment opportunitiekitg into account the
market skills requirements;

» developing training opportunities based on nevesypf apprenticeship;

» developing win-win partnership under the contrbltiee vocational and
technical training supervisory body, also callexveynance partnership
involving the following parties: the National Gatation Commission on
Vocational and Technical Training, NCCVTT, the Jo@ommittee on
Programs, JCP, and the Joint Certification ComminssiCC.

This new policy reflects the government's objextiy make vocational and technical training
(VTT) a strategic option for its economic emergeand employment policy.

To achieve this, the government has move away &toygic of training school drop-outs for
a logic aimed at satisfying the labor market’s emac needs for skilled human resources.

1.4 Level ofcommitment androle of trade unions in promoting VTT in Senegal.

Following the national Conference on vocational gexhnical training (March-April 2001),
the unions have shown constant mobilization thinoug) the implementation process of the
reform of TVET. Thus they have initiated discussidghat have led to the development of a
specific bill containing guidelines for professibtraining, which was passed and enacted in
2015.

Moreover, the most representative trade union grgational Confederation of Workers of
Senegal, CNTS National Union of Autonomous Trade Unions of Sgie UNSAS
Confederation of Autonomous Trade UnioB8§A are represented in the various VT Steering
Bodies: the school management bodies and traimogders’ organizations. They are also
members of the board of the National Vocational [fioation Center,CNQP, and of the
boards of the three sectorial training centers Ifluy Construction, Agribusiness and
Shipping activities),ONFP and the Vocational and Technical Training FinagciFund
(V2T2F). This fund was created by Decree No. 20284 of 07 October 2014 replacing
Decree No. 2005-204 relating FONDEF whose mission was to exclusively fund company
in-service training projects. The V2T2F expandezldriginal mission dFONDEFby adding

to it three other components: financing trainingtitutions, funding individual training
applicants and VT quality assurance.

The V2T2F receives financial assistance amountng/t billion CFA contributed jointly by

the World Bank and the French Development Agen®AF These resources are listed in the
budget of the Vocational Training for Employmenti@ompetitiveness Project (VTECP) and
in proportion to the Standard Contribution of Enyalis (SCEC): business tax of 3% of payroll.
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This tax is expected to rise to 100% in 2018. Squaatners, especially the workers, have
always put in a claim for this longstanding request

2. DESCRIPTION OF TRADE UNION INVOLVEMENT IN THE DE VELOPMENT

OF SKILLS IN SENEGAL

The provisional results of thé'National Survepn Employment in Senegal (SDNA, November
2015)show two main features of the labor market, ngrtted feminization and urbanization
of unemployment. Indeed, the unemployment rateémple aged 16 and above is estimated
at 13.0%. With regard to the population aged 15 abadve, the unemployment rate was
estimated at 13.4% in 2015. Unemployment is higimong women (16.7% against 9.5% for
men).

In Dakar, the level of unemployment is 13.8% and-goaduates represent 40.1% of the
unemployed. In other urban centers, the unemployhesel is higher (17.2%) than in rural
areas (10.8%).

The rate of the working population is estimate® &a6% for people aged 10 and above and
65.2% among people aged at least 15. There gpardies depending on gender (52.7% for
women against 63.3% for men for populations agedrIfore) and place of residence (62.9%
in Dakar, 58.2% in rural areas and 51.9% in othbam areas).

Underemployment rate related to working hours, Wiaiccounts for the proportion of people
with a job (who worked less than 40 hours per waedk could work for more hours if given
the opportunity) is 27.7%. This rate is higher f\amen (40.3%) compared to men (20.9%).
It remains high in rural areas (31.7%) comparedtter urban centers (26.3%) and to the
suburban areas of Dakar (24.1%).

The combined rate of underemployment related tokimugrtime and unemployment is
estimated at 39.3% in Senegal (54.5% for womenZ2&n8% for men). Depending on places
of residence, the combined rate (underemploymehtiaemployment) is higher in rural areas
(42.8%) compared to other urban centers (38.4%}atite suburban area of Dakar (36.0%).
The number of paid jobs remains low since it aoteuor only 28.6% of the working
population, with remarkable differences betweerasref residence: Dakar (52.4%), other
urban areas (35.3%) and rural areas (14.7%). pal@ks difference was noted between men
(32.5%) and women (22.8%).

Given the economic and social diagnosis and chamgebe international environment
characterized by intense competition, it is urgerhake the changes that will put Senegal on
a new sustainable development track to help fufbloest its potential for growth, creativity
and entrepreneurial initiative in order to meepipulations’ strong aspirations to a better life.

These aspirations have been translated into anvigiat will help achieve the country’s
emergence in 2035 based on strong values suclidargp and the rule of law. The vision of
this new strategy has been coinedas emerging Senegal in 2035 with an inclusive efyci
and the rule of law."

In short, an emerging Senegal, inclusi8EP and part of an "integrated, prosperous and
peaceful Africa, led by its own citizens and reprégg a dynamic force on the international
stage'(African Union, 2009).
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The key issue of the structural transformationhef @conomy and the acceleration of growth
is at the heart of th8EP. Indeed, it is only during the 1995-2005 decdud the Senegalese
economy has seen an increase of its growth witQrpss in its per capita income. Since 2006,
this growth has fallen owing to a loss of momentants traditional driving sectors (Building
construction, Telecommunications, Financial Ses)icéhe slow development of the private
sector, the sharp increase in public spending lamgérsistent current account deficit balance
(7.9% of GDP).

In this context, the main concern is to medtradamental human right, to stress Senegal’s
identity as an African country, to raise labor praivity, enhance efficiency and capital gain
for the economy, contribute to the well-being dfcdizens; to promote an inclusive and
peaceful society, raise awareness of invironmestales and develop ecological behavior in
order to protect the environment and create thed@tons for lifelong education and training.

The involvement of social partners in vocationalring gained more momentum through the
implementation of the FSP - mobilisateur™ Project 2001 - 158 initiated by the French
Cooperation. From 2003 to 2007, the project hapaded the involvement of the following
Senegalese social partner€GT-FO-CFDT-MDEF-CGPME/CNTS-UNSAS-CSA-CNES-
CNP-UNACOI$* with a view to improving vocational and technitralining in Senegal.

The "FSP mobilisateur’has equipped a large number of Senegalese s@tialers in the
field of research / action for a better coordinatad strategies and programs implemented in
the field of vocational and technical training.

When setting up the National Joint Committee foc&tional Training, NJCVT, in Dakar, on
12 March 2004, social partners:

* signed a Joint Declaration promoting continuing at@mal training for
salaried workers from industrial sectors, which waglemented in July
2005;

» contributed to the setting up of Standing Comemitin organizations of
employers and employees, 2006;

» extended~rONDEFRfunded training programs to major national compani
(ICS SAED, SENELEC, SDE, COSELEC, SODEFITEX DIPROSS,
GDS, HOTEL INDUSTRY, CRAFT.S%, 2007;

e participated in the training of more than 60 es@ntatives of trade unions
and employers, 2007;

» actively participated to the Dakar Symposium omgeah by the African
Vocational Training Funding Network, AVTFN, 2012;

» drafted the Vocational and Technical Training Guice Act issued in 2015,
and its implementation decrees;

» launched advocacy for the individual right to trag DIF, 2008;

91 General Confederation of Workers, Labor ForcenéneConfederation of Workers, Movement of Companies
in France, General Confederation of Small and Medinterprises, National Confederation of Workers in
Senegal, National Union of Autonomous Unions in&gh, Confederation of Autonomous Unions of Senegal
National Confederation of Employers, National Cdlatemployers, National union of Traders and
Industrialists of Senegal

92 Chemical industry of Senegal, Society for the Depment and exploitation of the Delta, National iBocof
Electricity, Water Company, Senegalese Electri€ignstructions, Senegalese Sugar Company, Greaslaind
Senegal,...
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» called for the inclusion of prioritpneasuresn the National Pact of Social
Stability and Economic Emergence, NPSSEiGcluding the creation of a
Union education and training Institute (Article Bl1) 2014.

At the level of professional branches as well akhiwicompanies, the involvement of trade-
union representatives is limited to organizing mnloranches and consist in ensuring that
standards are complied with, and participatingdgatiations relating to the rights of workers.
Nevertheless, it is important to mention that,he building and public works sectors, as well
as in Food and Agriculture, Ports and Airport basses, three sectorial training centers have
been set up since 2007. Lastly, the National Pia8boial Stability and Economic Emergence,
NPSSEE, intends to set up a Center of continuirgational training specifically targeting
trade union members.

3. Strengths and weaknesses.

As a result of increasing pressure on the laboketaaxercised by new cohorts of job-seekers
from the vocational training and education systermere than 200,000 each year —, the
Government of Senegal decided to organize the NatiGonsultation on the Future of Higher
Education and Research, NCFHE, in 2013, and thde@amce on Education and Training,
CET, in 2014, in order to reorganize the whole aral system of education and training.
Consequently bold reforms have been undertakefl kvals of the system to improve its
external efficiency by aligning training to the gmity needs of the economy. The second aim
of the SEPis the training of its human resources. Agairns iimportant to note that a major
effort has been made by the Government, which assgal new laws introducing “school- and-
work experience” in the system. In this respecty aerangements have just been introduced
in the Labor Code in order to improve the emplolygbof young people.

So, education is perceived as an economic sectiis own where private investment should
be promoted. The National Consultation on the feutd Higher Education (NCFHE) has led
to the adoption of an ambitious program aimed aragiing and reviving the sector by
strengthening the quality of teaching and orgagizitigher Education in University centers.
Also the NCFHE has led to a presidential decisimned at the promotion of Engineering
Sciences, Technology and Mathematics, STEM.

As regards vocational and technical training, idiadn to its ambition to generalize the skills
approachAPC, the government has significantly expanded itersfffor vocational training
and learning. Thus, each agro-ecological areaeveldpment center will have a reference
vocational school in charge of training senior t@ctans in the economy’s priority sectors.

Each priority area will have a cluster and a dped¢raining center that will finalize the
implementation of sectorial training centers tods¢ up by professional organizations in
collaboration with the Ministry of CIP and the support of FDA.

However, despite the many efforts and reforms, wstmecognize that the system suffers from
vivid and regular social tensions due to the diskadtion of the social actors from the
education community. This adds to reforms that meenly supported by technical and
financial partners like the World Bank and bilatecaoperation such as FDA, LuxDev,
USAID, KOICA®3, which does not always come up to the expectatibsscial partners who

9 French Development Agency, Luxemburg Developmeggnky, US International Development Agency,
Korean International Cooperation Agency,...
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are slow to demonstrate ownership. Finally, tre@eeacute problems in the coordination of
actions and the raising of stakeholders’ awareab#® win-win nature of ongoing reforms.

4. Conclusions

From the review of studies on union involvementhia piloting and implementation of VTT,
as well as from issues emerging from discussiotis the most senior union officials, various
findings of recommendations have come up, the magsortant of which can be summarized
as follows:

4.1: Key issues and Recommendations to improve tradunion commitment in Senegal.

Recommendation No. 1 On the inadequacy of the vodanal training system:

Key issueN°1: With the blossoming of technical schools (seconpdad higher), Senegal has
many assets for the training of its human capBait union officials regret that training courses
offered are mainly directed towards the servicéaseparticularly the banking, insurance and
marketing sectors ... This explains the low rat@mfployability or productivity at work, as
young school leavers are said to bg€rqualified "but under-trained.

Recommendation N° 1:To bridge the gap and match training to the neddsusinesses,
workers advocate encouraging and promoting techaiw vocational training. STEM must
be promoted proactively by the government andatsners.

Recommendation No. 2: For increasedState intervention in continuing vocational

trang.

Key issue N°2 The trade Union officials interviewed reportedfidulties to liaise with
government bodies in order to request financiapsupfor their scheduled training programs.
Records are obsolete (giving data a year behincht#rger of organizations). Workers are thus
forced to self-finance their training needs.

Recommendation N°2 Union officials would like the vocational trairgrof workers to be
supported in due time and as relevant taking iotmant the fact that offered are sometimes
made on a rotation basis and that workers havertgpete for positions on available training
courses. Also, they want the validation of expeeacquired by workers, VAE, to be swiftly
carried out and not to be delayed as is often #se.cThey also want such validation to be
carried out within a harmonized national frameworkinally, they consider that decision
implementation processes are too slow. And thewkiinis should not be for having attended
all workshops on the drafting of the relevant laamsl regulations. They thus call for diligent
corrective measures must be taken . . c

Recommendation No. 3: Promoting individual right b training, IRT.

Key issue N°3 The review shows little or nearly no trade unimwvolvement in the
mobilization around continuing vocational traininghether paid outside or within their
company or in their professional sectors or brasche

Recommendation N°3 The persons in charge of trade-union orgaromatmust carry out a
strong advocacy in favor of the implementationha Fair labor standards Act, and of all the
provisions of the Collective agreements relevarngdoh branch, which specifically mention
the worker’s individual right to training, 1.R.T.sAis the case in France as well in many other
European countries, the I.LR.T. could allow the ofidation of the rights of Senegalese
workers, particularly their right to training.
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4.2 Lessons for trade unions in other countries.

Even though the Government of Senegal is willmgiake vocational and technical training
(FPT) for employment a strategic option for its mmmy, some more efforts are needed to
enhance the capacity of unions to mobilize aroud8T. In so doing, the government wants
to give up the logic of recycling of school dropt®tor the logic of developing its potential
human resources. In order to match the labor miarkeeds for skilled human resources and
raising the competitiveness of the economy, Seneggltaken a firm resolution to promote
vocational and technical training.

Similarly, its social partners, including tradeams, have been active in shaping public
policies on vocational and technical training atsdmplementation. They play an important
role by monitoring and controlling the national anternational commitments made by the
State of Senegal and Employers.

However, we must admit that the low level of ovam#p of vocational and technical training
policies is a major constraint to the developmdrihe sector and results in many challenges
to be faced.

In addition there have been delays in implemerntiegSpecific Sector Guidance Law passed

since early 2015. This greatly hinders the matea#ibn of the expectations of workers and
households as to the development and implementatiasupport and monitoring mechanism
to cater for the Employment of graduates leaving istitutions.
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South Africa
By: Carmel Marock

ILO Skills: Case study on south africa
SECTION ONE: Background section

1.1 Nature of the SA economy

Since the advent of democracy in 1994 the Southc#@ir economy has gone through
considerable change. The country’'s march towardsistialization was founded on the

discovery of gold and diamonds. By the 1970s, ttumemy had diversified slightly, to include

the exploration of other minerals and the develapméan energy industry, but is still highly

dependent on what has been termed the MineralsgiEr@omplex. Since the democratic

elections, a robust service sector has developetstwthe manufacturing industries has
declined. This is illustrated by the reality thlae tServices sector is 60% of GDP, whilst the
manufacturing contributes 15% of GDP. Further, isersectors employed 60% of the
workforce, compared to 13% in the manufacturingesgt.

South Africa is one of the most unequal countriés the world despite the introduction of
social welfare transfers to the poor, which areeased by 16.8 million peopiéThe rate of
unemployment remains between 25% and 35% (takisgodraged work seekers into
account)’’ The 2005 Labour force survey found tBa86 of the unemployed had never held a
job before and 40% have been unemployed for moa@ tihree yearsSouth Africa’s
notoriously high unemployment rate is not just @er®mic issue. Rather, the effects of
unemployment reverberate into both the social antitigal spheres, where they find
expression in the form of wide-spread poverty, erirsocial unrest and ultimately a non-
inclusive society (Altbeker & Bernstein, 2011, p. 2n particular, the issue of youth
unemployment finds itself at the centre of Southain policy debate. South Africa’s level of
youth unemployment is among the highest in the adv@@kernstein, 2008, p. 5), with 65.9% of
African 16 to 24 year olds finding themselves ‘lilyaunemployed at the beginning of 2012
(Levinsohn et al, 2013).

94 Fedderke, J. W. (2014xploring Unbalanced Growth in South Africa: Undarsding the Sectoral Structure
of the South African Econonf8outh African Reserve Bank Working Paper Series\WP/14/07) (p. 59).
Pretoria, South Africa: South African Reserve BdRétrieved from
https://www.resbank.co.za/Lists/News%20and%20Patitias/Attachments/6465/WP 1407 .pdf

9 While SA is classified as a middle-income counleygels of inequality are now among the higheghi
world. In the post 1994 period the new governmengst to tackle inequality and rising poverty. Hoege
poor growth performance and the employment tracknaof the economy between did not materialise as
anticipated and as a result, government steppaddrincreased its allocation towards social grattish has
had an impact in reducing poverty and inequalitpwdver, income inequality has continued to grovaras
increasing share of income is going to the top@®xdolard, Leibbrandt, Finn & Argent, 2010).

9 South African Social Security Agency. (2018)statistical summary of social grants in Southiasfr
(Statistical report No. Fact sheet: Fact sheetids® 1 of 2016 — 31 January 2016) (p. 1). PretSaaith
Africa: South African Social Security Agency (SASSRetrieved from
http://www.sassa.gov.zal/index.php/statistical-répor

97 Statistics South Afrca. (201&uarterly Labour Force Survey Quarter 1: 20(Mo. P0211) (p. 110).
Pretoria, South Africa. Retrieved from http://wwtatssa.gov.za/publications/P0211/P02111stQuartérpaf
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Figure 1. Employment is strongly correlated to eduation. Unemployment levels are
lowest amongst those with National Technical Certiate and Bachelors qualifications.
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The combination of weak growth and declining comityoprices are likely to impact further
on the levels of unemployment and in turn increasquality.

South Africa’s basic education system has als@gted to provide an adequately trained pool
of young people and there are real challenges théh quality of schooling, levels of
mathematics, language (communication) and compietites. These challenges result in large
numbers of young people entering the labour maekety year with limited foundational
skills: these young people face a real challengeeims of accessing employment and in
progressing into post-schooling learning opportasit

1.2 Legal and regulatory frameworks

The Constitution of South Africa is the supreme laimthe country. It provides the legal
foundation for the existence of the republic, seisthe rights and duties of its citizens, and
defines the structure of the government. ChaptdrtBe constitution contains a Bill of Rights,
which establishes principles of freedom of assamathe rights of employers and workers to
organise themselves, rights to fair labour prastiaed to strike. South African labour laws
derive from legislation, collective agreements alegritings, and judicial precedence. Over
time, changes have been made to various labourtfat$ave been implemented since 1994.
Key laws include:

* The Labour Relations Act (LRA) 66 of 1995 — whiegulates workplace relations and
has been, amended a number of times.

* The Basic Conditions of Employment Act 75 of 199Which sets minimum floors of
rights for workers. It has also undergone amendsagiteed to by social partners.

* The Employment Equity Act 55 of 1998 — which adde=sthe legacy of racial
discrimination in the workplace.

» Skills Development Act, no 57 of 1998 (SDA) and ISkDevelopment Levies Act
(SDLA) — which established the new regulatory framagk for promoting and
developing skills in the economy.

* The Unemployment Insurance Act, 2001 — which esthb$ an insurance scheme to
protect workers who become unemployed. It exclugddantary resignations from
work.
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* The Occupational Health and Safety Act 85 of 1998i€h regulates workplace safety
and establishes worker rights of safety issues

* The Compensation for Occupational Injuries and &se Act 130 of 1993 — which
establishes a compensation scheme for workplaceigsj It excludes the mining
industry, which is covered by a separate Act.

These laws create the context in which skills dgwelent is implemented: the responsibility
of managing the skills landscape falls with the &&mpent of Higher Education and Training
(DHET), which was formed in 2009.

1.3 Status of relevant ILO conventions

South Africa has ratified eight core ILO convensoand seventeen technical conventions.
However, conventions that relate directly to skédlvelopment and vocational training have not
been formally ratified. Historically labour has tmed on advocating for the adoption of
Convention 140 on Paid Educational Leave (140) %41 It is noted though that the ILO
General Conference has since adopted Recommendd®n on Human Resources
Development (2004), which highlights key issuegagring to education, training and lifelong
learning. This takes into account the principlestamed in a number of other instruments of
the ILO including (but not limited to) the Human$&rces Development Convention, 1975;
the Employment Policy Convention and Recommendati®®4; the Employment Policy
(Supplementary Provisions) Recommendation, 1984] #re Paid Educational Leave
Convention and Recommendation, 1974.

South Africa has not signed the above-mentioned/e@ations for a myriad of reasons. An
interviewee from government observed that this mmagart be because the Department of
Labour (DolL) as the lead department in ILO engagemis no longer responsible for skills
development and therefore may not prioritise théaa The interviewee commented though
that not-with-standing this change, “SA would nattbnventions where the content assists in
furthering our labour market policies and in exieagdprotections to employees where
required.” However, an interviewee from labour alies that Convention 140 was not signed
because, government considered the costs of implamyehese skills conventions (from the
perspective of an employer) and in this contexidizt that it would “be too expensive too
ratify.”

The labour interviewee comments that while muclhef labour legislation in South Africa
protects the rights outlined in these conventidhg is not consistent with the standard
specified in these conventions. For instance, atjhdabour legislation provides for paid time
off for shop stewards to perform their duties, urthg attending training sessions, there is no
defined leave for educational purposes as defimései Convention. Thus, reaching agreement
on training leave has to be negotiated and is dp@ron the strength of the union, which has
resulted in uneven levels of success in this regardss sectors. This resonates with previous
resolutions made by COSATU to advocate for the adopf Convention 140. COSATU
states that, “many workers do not enjoy the bemeifitthe skills development infrastructure.
There are a range of factors at play in that regéndy range from a lack of fundamental skills
like reading, writing and communication to accéeslearnerships that normally commence at
Level 2 of the National Qualifications Framework}N). Without an emphasis on Adult Basic
Education and Training and even Recognition of Ptearning (RPL), workers will not be
able to access learning programmes. We have piyioated the low priority that employers
give to staff training, and the reasons for thig] ¢his is made worse by Unions themselves
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failing to include and then ensure implementatiorPaid Education and Training Leave. Paid
Education and Training Leave should therefore béent@ampulsory through labour legislation
and collective agreementé”

1.4 Unionisation rates

The post 1994 labour relations regime was prenusethe existence of strong unions, along
with a cohesive government and strong employermasgéions, across all of the key sectors of
the South African economy. However, more than tweears on, the terrain has changed:
unions are fragmenting with increased evidenceadéfation and union splits.

In 1994, there were three main trade union federaiwhich dominated the labour market:
Congress of SA Trade Unions (COSATU), Federatiombns of SA (Fedusa) and the
National Council of Trade Unions (Nactu). HoweJest year, COSATU expelled one of its
largest affiliates, the National Union of Metalwerk of SA (NUMSA) which led to eight
affiliates deciding to side with NUMSA. On May; 2016 the foundations were laid for the
formation of an independent new trade union fedensds announced by Zwelinzima Vavi, the
previous general secretary as COSATU who was alssied, as its general secretary.
Representatives from between 29-40 unions gatheghannesburg to discuss the possibility
of a new federation and NUMSA members sang, “we Ip@cked our bags and left and we
are not going back”. Fedusa has also experienceabl@ms, with its largest affiliate - the

Public Servants Association (PSA) — breaking awaymber of years ago.

There have also been a number of splits and breajkavirom individual unions such as
Chemical, Energy, Paper, Printing Wood and Alliedrkérs Union (CEPPWAWU), South
African Municipal Workers Union (SAMWU), NUMSA, $ransport and Allied Workers
Union (SATAWU) and Food and Allied Workers UniorA\WU). Further, members are
increasingly hopping from union to unioim: some workplaces, workers have moved to five
different unions in five years

Currently, there are 187 registered unions withDiok representing 3.5 million workers (of
which about 1.2million are public sector workers owvhAre bound by an agency shop
arrangement which requires such workers to payganey shop fee if they do not belong to a
union, which effectively acts as a stimulus for kers to join unions). Every year, the
Department receives between 120-140 applicatiams tmions to become registered: of these
the department registers about 5%. Yet despitgheth of the number of unions registered
there has been little real change in the numbemembers within the unions and the
unionisation rate currently sits at just under 30%.

This union fragmentation, proliferation and evertloh® of nhumber of members in some
sectors, may tip the balance of power even momngly to employers, which may not be
positive in the medium to long term as this appéitiedy to lead to workplace instability
(increased worker alienation) and ultimately via@enr- as has already been evidenced in the
recent pastin the mining sector . At a national aactoral level, it could also place into
jeopardy the ability of the parties to effectiveaach agreement in tripartite labour market
institutions such as the National Economic Develeptmrand Labour Council (NEDLAC),
Sector Education and Training Authorities (SETA%) athers.

98 COSATU, Education and Skills Conference, 3- 5 Ja12
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1.5  Social dialogue and tripartism

The emphasis that was placed on social dialogueemew democracy is evidenced by the
reality that the formation of NEDLAC was one of thest new institutions set up post 1994
and was the subject of the first Act passed byhtéwe government. In the build up to the 1994
elections, the key social partners — governmehgug business - emphasized the need for an
institution which would promote social dialogue awduld be a key feature of the new
democracy. During the first few years, it playectiéical role in the formulation of social and
economic policy (including the new LRA). In additioNEDLAC played an important role in
developing a vision for the economy and creatplhtiorm for social partners to negotiate the
formulation of policy in relation to trade reforrogpmpetition policy and the like. NEDLAC
also carried this torch of social dialogue andariigm into the skills space (where the SDA
and the SDLA were negotiated in that forum), and\adre Kraak® states, the NEDLAC
process ensured “legitimacy, understanding and atipfrom the key stakeholder
constituencies” in relation to the drafting of siealls legislation.”

However, NEDLAC’s power has diminished somewhataose the forum is frequently
undermined by the social partners. This shift emwhay in which social partners interact with
NEDLA may in part be because of the challengesrivatl to the social partners (such as the
fragmentation of the unions), the external chakentacing partners (related to the lack of
growth in the economy) and because of the declitengls of trust between partn&s A
representative from labour comments that this caldd be linked to the multiplicity of forums
that have been developed to discuss similar idea®ing stakeholders that attend NEDLAC
with the sense that these meetings are superfludins includes the Millennium Labour
Council (MLC), which includes leadership from tlexml partners and in the case of business
this translates into CEOs rather than represer&i¥ business associations as is the case in
NEDLAC. As a result there is a perception that bess takes the MLC more seriously than
NEDLAC. The MLC discusses a number of skills refaiesues including payment of
apprentices and has also supported the develophtra Skills Accord, which was signed by
all social partners. The other relatively new farincludes the Presidential Working Group,
which also discussed issues of concern to thelgomaitmers and which only includes labour in
certain discussions. There are also a number ofrfsiin which the social partners specifically
negotiate technical and vocational education aaihitrg. This includes: the National Skills
Authority (NSA) which includes all partners andtiaily advised the Minister of Labour with
respect to skills issues and, since the formatfddHET, now advises the Minister of Higher
Education and Training. In addition, the Jointilatitze on Priority Skills AcquisitionJIPSA,
which started in 2008, was a key forum in whichiglggartners negotiated ways to accelerate
skills development. This was then replaced by thenbh Resource Development Council of
South Africa (HRDCSA), which started in 2010 andlescribes itself as “a national, multi-
tiered and multi-stakeholder advisory b&#§; The HRDCSA is also supported by a Technical
Working Group that also has representatives fragrstitial partners and has a number of task
teams which include individuals from the socialtpars as well as individual experts.

The number of national tripartite forums addressskijs development places considerable
demands on social partners and creates the pdtientt@nflicting decisions to be taken across
these forums.

9 Kraak, A: Education in Retrospect — policy implertagion since 1990

100The wider challenges between partners relatesitorier of factors too vast to go into in this pape
most recently is perhaps best highlighted in eveath as the Marikana massacre which saw tensgngbn
unions, between unions and business and with regp#ute role of government in this process

01 HRDCSA website: homepage
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This is compounded by the reality that in some €dlese different forums are attended by
representatives of different structures; for examplusiness Unity SA (BUSA) attends
NEDLAC and NSA while Business Leadership South &fri(BLSA) attends MLC and
HRDCSA%2 A representative from COSATU comments that NEDLfsRes too long to
discuss issues and is too tightly regulated. Thigurn demoralises representatives and
discourages them from attending each forum. Furtherpressure placed on social partners to
participate in various tripartite arrangementstnetato skills development has increased. The
situation looks even more complex when the SETAstaken into account: these have been
established as tripartite structures for each séctive economy. There are also the structures
that have been established to support quality assar(the main one for the purpose of this
paper is the Quality Council on Trades and Occopat(QCTO), whose board includes the
social partners), and the structures in which doations are generated, which are also
tripartite in nature: this includes the Developm@niality Partner (which has responsibility for
ensuring the effective involvement of stakeholdarghe generation of qualifications and is
appointed by the QCTO.

However, despite the challenges inherent in engufie effective participation of social
partners in these multiple forums their continugidtence points to the persistent commitment
to dialogue and tri-partism. Further, while there difficulties in aligning the forums there are
efforts to create the links across forums: for eglnthe proposed changes to the SETA
structure (Government Gazette published in Noventdsr year, discussed in Section 2.3
below) will be discussed in NEDLAC after consulbais with the NSA have been completed.

1.6 Collective bargaining arrangements

Collective bargaining in SA takes place at varity®ls — sector, enterprise and plant levels.
The bargaining councit® are central to the collective bargaining procédsere are 47
bargaining councils covering an estimated 2.5 onillivorkers, across both the private and
public sectors (including national and local goveemt), who are all covered by statutory
collective bargaining agreements (excluding natusbry private arrangements). In more
recent years, the public sector has become morandamin terms of bargaining council
arrangements and now more than 50 per cent of inamgacouncil coverage is linked to the
public service (including local government). Asiftem bargaining councils, centralised
collective bargaining also takes place in non-stayustructure¥®* such as those found in,
among others, mining, automobile manufacturing,tremt cleaning and private security.
Where centralised bargaining is not in place thargdaining will take place at an enterprise
and/or plant level.

102BUSA (Business Unity of South Africa representptayer associations whilst BLSA represents “castain
of industry” or CEO/chairman of “South Africa’s st corporations and major multinational companiiis a

significant presence in South Africa (BLSA website)

103 The Labour Relations Act No. 66 of 1995 (LRA) stits scene for the legislative framework for cdilex

bargaining in SA. The LRA was based on the premiself-regulation coupled with the developmentaijust
tripartite institutions. Tripartite institutions clu as bargaining councils (previously known as #tdal councils)
were proposed as being the central though notriheirstitution for bargaining. The law stipulatesw councils
can be established and this is based on levelspésentivity of both employers and workers. Psurtiethe
council are required to comply with agreementsmedc Further, where the Bargaining Council hasgga hevel

of representivity the Minister of Labour can extéhdse agreements to non-parties in the industry.

104 1n some sectors have had a relatively long trawlitf bargaining and the parties — employers arnonsn-
have established formal bargaining arrangementtheytare not legislated.
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In the initial stages post 1994, much of the nedg@in pertaining to education and training,
took place in forums that had been establishedsiouds education and training (such as the
National Training Board). However, because edunatind training was so central to the
unions agenda at the time (pre and post 1994)etlessies were also integrated into the
bargaining agendas in centralised negotiating farsuch as bargaining councils. For example,
up until the early to mid-2000s, NUMSA pursued dadsaround skills development within
the bargaining council and also pushed for varmragrammes to be implemented which were
eventually taken up by the MERSETA Similarly, other COSATU unions continued to fight
for a skills based grading system thereby integgaskills and wage bargaining.

However, by the mid to late 2000s education anditrg was no longer central to the unions
agenda, or highlighted by the unions in the calecbargaining processes. Thus despite the
reality that trade unions were the key driving #otia shaping the education and training
landscape these issues became marginalised froootheemands of the unions and by 2009,
the former COSATU General Secretary highlightedceons about the manner in which labour
was engaging with skills development at an entseptevel. Addressing delegates at a
COSATU Skills Conference, he stated that the, “piag process in most companies remains
firmly in the hands of management. We have notigefitly empowered workers and shop
stewards to develop demands and fight for them.yMamployers regularly, and illegally,
refuse workers paid time off for training. So treg left having to take courses at weekends
or in the evening, which is difficult, especiallgrfpeople with families.” He added that “we
cannot afford just to discuss skills any longea strange jargon that that disempowers ordinary
workers. We have to empower workers and their siwpards to identify what they want from
skills plans and negotiate and campaign fd°§t. This was confirmed by another delegate at
the conference: a representative from Public Rpaiion in Education Network stated that the
unions “have forgotten to talk about this issdé’and the “discussions around this has
completely eroded the original struggles which veoskfought around.” An interviewee from
COSATU commented that one of the challenges inrdgard relates to the manner in which
the demands are collated and taken to these bargainits: the interviewee commented that
whilst training is typically one of the demandsysually falls away and the bargaining council
then focuses on the core demands of wages andmngocknditions. He points to a strike that
took place in the engineering sector where trainivess a key demand, however when
employers focused on wages the demand for traii@h@way. These issues are considered
further in the following sections.

SECTION 2: Overview of skills development system

21 Overview of policy and regulatory framework

The post-1994 education and training environmerst wirmed by the imperative to improve
access to skills training and the importance dimithg recognition for the skills workers had
acquired through work experience. The labour movemes central to the reshaping of the
new legislation and as early as 1989, NUMSA establi a research group comprising workers
and union officials, to formulate recommendationgraining. The proposals that the research
group developed — and the focus on skills basedirgga were formally adopted by COSATU
in July 1991.

105The SETA within the manufacturing sector on whildMSA is represented.
106 Report on COSATU’s Education and Skills Confererde8 July 2009
107 Report on COSATU’s Education and Skills Confererie8 July 2009
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The research and engagement process within therlabaovement, both in South Africa and

with unions globally and in particular in Austrdfi§ ensured that the unions played a driving
role in skills development in the South African text. Much early policy conceptualisation

took into account the demands of the labour movenmetuding the imperative for redress,

mobility, progression in the labour market as veasllaccess to lifelong learning. This in turn
resulted in the development of a framework forlskilevelopment that included: a national
training levy, Adult Basic Education and TraininBET), RPL and the development of

national standards for skills across the economy.

With these underpinning principles embedded inéoditaft legislation, the Skills Development
Act (SDA) was passed, following negotiations wittNiEDLAC, on 20 October 1998. The
Skills Development Levy Act (SDLA) was then pasaggear later. These pieces of legislation
established the new regulatory framework for prongoind developing skills in the economy.
The SDA enacted the SETA system, identified leainipg® as the key mechanism for
ensuring that both the unemployed and employedacadss to education and training and
outlined the basis for the expansion of employnsemvices. Most of the provisions of the
SDA came into effect in September 1999 while theuehicle for implementation - the SETAs
-were introduced in March 2000. The SDLA outlindx trequirements for the levy/grant
system. It indicated that employers would pay 1%ajroll to fund nationally recognized
education and training. Of this 1% of payroll itsvatended that 80% would fund priority
training for the workplace (through the SETAs) @086 would fund national training priorities
(through the National Skills Fund - NSF).

The SDA was the subject of amendments in 2008 aritldr refinements in 2011. The key
amendments in 2008 related to the legal and gomweenstatus of the NSF; the composition of
the National Skills Authority (NSA); making provasi for apprenticeships and improving the
guality and quantity of artisans and providingtlee establishment of the Quality Council for
Trade and Occupations (QCTEY. A very significant change to the Skills Developrhkeevy

grant regulations was made in 2012 (Regulation 2004.2), which sought to reduce the
mandatory grant that employers could claim for Werkplace Skills Plan (WSP) and the
Annual Training Report (ATR) from 50% to 20%. Tlemaining 80% was to be allocated as
follows:10% to be used for Seta administration2® $hould go to the QCTO and 49.5% for
discretionary grants.These regulations were theently the subject of litigation: the employer
organisation, BUSA, took the Minister for Higherugation and Training to the Labour Court

108 A number of skills specialists came from Austraiaassist the labour movement during this period.

109 A Learnership is a structured learning programnae tlontains theory, practice and workplace expeeen
Learnerships are typically a year in duration arel designed, implemented and assessed againsioaatigt
recognised qualification. There are three pattiasare included in a Learnerships agreemeneitigoyer, an
accredited education and training provider andeghmer. These agreements are approved by, arsdenexgl with,
the relevant SETA. The leaderships differ from ppranticeship in that the learnerships are desiggedhst all
occupations across the economy, whilst the apmestiip system was only implemented against thesteygid
trades. In addition, the learnership is assessaithstgputcomes (and therefore can be in theorcheeed more
quickly if an individual has prior experience) aallbbws the learner multiple entry and exit pointdilst the
apprenticeship relies on a combination of compstéased modules, theoretical modules and in additichese
modules also specifies that the apprentice mustdspaminimum number of years in the workplace sy 3-
4 years). Once completed the apprentice completessla test and is recognised as an artisan. Maoently, a
route for an individual that completed a learngrshiat the relevant level within the National Qfieditions
Framework (NQF) and in an occupation in which thisra registered trade.- to undertake the trade wess
developed which has meantthat the learnership éesne an alternative pathway to becoming an artigeare
it is offered against a registered trade.

110 The QCTOis responsible for overseeing the design, impldat@m, assessment and certification of
occupational qualifications on the Occupational I@igations Sub-Framework (OQSF).
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in 2015. The employers key concern relates to thegss that was followed to reduce the
mandatory skills grant payable to employers fror30 20% and introduce the requirement
that SETAs should pay over all unspent funds toNB& (which would mean that the funds
could be used for national skills initiatives thatnot necessarily relate to workplace training).
The Labour Court handed down its judgement in Aug045 and found that the Minister had
failed to consult the NSA as required by law. Thart also ruled that the minister had acted
irrationally by reducing the mandatory grant to éogprs as set out in the SDA and that he
had exceeded his powers by prescribing that SURHEEA funds be moved to the NSE In
view of the judgement handed down, the SETAs hadwinths in which to revert back to the
original position (March 2016). The Minister init\atook steps to appeal against the Labour
Court decision, but in the end this avenue waspoosued although no clear indication has
been given as to what will in fact take place amérestingly the position of business on this
matter is not unified as Business Leadership SASB) has suggested that they are
comfortable with these changes.

Another key piece of legislation promulgated pd394, relating to education and training,
introduced the South African Qualifications AuthpiiISAQA), which established the National
Qualification Framework (NQF). The functions of SA@nd the ambit of its authority, was
set out in Section 13 of the National Qualificaidframework Act 67 of 2008. This created
the basis for the development of qualificationsl2ifields of learning, which would span the
economy: this with the intention that the qualifioas go beyond trade qualifications to
qualifications required at different levels of fystem and across industries/sectors as required
by a the economy. This was subsequently changkhviolg amendments to the SDA in 2008,
as highlighted above, and the NQF now has thredraateworks: UMALUSI (schooling),
QCTO (trade and occupational) and the HEQF (higitercation). Each of these structures
have established a sub-framework for qualificatiand mechanisms to generate and quality
assure these qualifications.

The above-mentioned legislation focused on undadgtg demand and creating mechanisms
to steer supply. However, it did not focus on weyybuild the capacity of providers though it
proposed learnerships as a way to enable indivsdiwahcquire entry level and intermediate
level qualifications and produce skills for'more modern economy?? These learnerships
were seen as an alternative to apprenticeshipsiewhanbers were declining, and perhaps
reflected the declining power of traditional craftions (which were predominantly white) and
the rising power of black industrial unions whosial priority was not the training of skilled
artisans as their power base was among semi-skvibeklers.

2.2 Key institutions

At a national level the key institutions set up by the legislatiordtove skills development
included: the formation of the NSA, which was reasgble for the National Skills
Development Strategy (NSDS). The NSDS outlinesptterities for skills development for
the country, which are in turn funded by the NadioSkills Fund (NSF)Y3. Further, as
highlighted previously, the HRDCSA is in place tesare coherence across the education and
training system and is under the leadership andastiship of the office of the Deputy
President of South Africa and is managed by theidtty of Higher Education and Training

111 hitp://www.engineeringnews.co.za/article/seta-gragulations-declared-invalid-2015-08-24/rep_iké@1
112 Grawitzky, R (2007): Artisan Training — whose respibility is it? Factors contributing to curremtisan
shortages.

113 The National Skills Fund (NSF) is to provide furgdior national skills development towards a capabliforce for an
inclusive growth path.

141



with the secretariat located in the Departmenndiudes representatives from the three social
partners: including ministers, chief executive aéfis as well as senior leadership within the
unions. The HRDCSA is supported by a Technical Wayksroup, which is chaired by labour
(COSATU) and includes senior officials from eacttlod social partners. The HRDCSA also
has a number of Task Teams, which also includ&halkocial partners as well as individuals
with specific expertise. One of the Task Teams $esuon worker education: this is seen by
unions as an important vehicle to give worker etlana strategic platform.

At a sector level,the SETAs were established across the differectbee of the economy.
When the SETAs were established there were 25 aadtione they have been consolidated
and there are currently 21 SETAs. The SETAs replate existing Industry Training
Boards!* (ITB’s) - where they were in place - and where, m&w training structures were
established. SETAs have boards, which includesulabemployers and where relevant,
government. The organisation of the SETAs took axtoount the needs of stakeholders and
the interests of employers and labour: specificabour advocated to ensure that the SETAs
took into account the way in which the unions wanganised at the time so as to enable labour
to effectively participate in these structures. 88 Were entrusted to: develop and implement
Sector Skills Plans (SSP) that outline demand withe framework of the NSDS; approve
workplace skills plans and training reporesstablish learning programmes (and related
materials), register agreements and disburse gtargsipport provision (to employers and
providers). They are also expected to identify ytakes to place learners for experiential
training, engage with labour centres and improv¥ermation about placement opportunities.
They were initially responsible for quality asswarand each SETA had responsibility for an
ETQA — this has since changed with the formatiorihef QCTO and the SETAs are now
responsible for liaising with QCTO about qualigsarance issues. The SETAs also engage
with the NSA about the NSDS, which includes the requirentieat they monitor and report
on skills development within their sectbt

As indicated previously, the key structure respalesifor quality assurance and the
development of qualifications is SAQA, which wastially supported by Education and
Training Quality Assurance (ETQAS) bodies and NaioStandard-setting Bodies (NSBs):
this structure has since been changed and whil@4Séontinues to exist as the apex structure,
it is now (as highlighted previously) supported thyee quality councils: with the QCTO
having responsibility for the quality assuranceootupational and trade qualifications and
therefore, overseeing the structures that are nssiple for the development of qualifications
for these occupations. The QCTO has a board, whadhdes representation from labour as
well as a range of other parties and the structhedsare responsible for scoping and generating
the qualifications might include labour though tisisiot always the case.

Finally, at arenterprise levelthe workplace education and training commitig@ch must be
constitued by employer and employee representativles Skills Development Facilitator
(SDF) remains a critical member of the Training Quttee at all times. The education and
training committees have been established, in tefmsgulations to the SDA, which indicates
thatcompanies with more than fifty employees need tabdish a training committe®Vhere

an employer has a recognition agreement with a&tuadbn/s, there must be representation by
the trade union/s in the Training Committee, evadenf trade union/s consultation with
regards to skills development matters, and jogm-sff of the Annual Training Report (ATR),

14 The ITB’s had representation from labour and erygis.
115 Carmel Marock (2010)Thinking ‘out the box’ by thinking ‘in the box’: Gwidering skills development:
Challenges and recommendations’. Development Baflooth Africa
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Workplace Skills Plans (WSP) and PIVOTAL Traininig® (PTP) before submission to the
SETA. These plans enable the company to both reckom the SETA, their mandatory grant
and make an application for funds in terms of thecitionary Grant. In 2008 an amendment
to the Act was passed, whcih requires that unignsesto skills plans before they are submitted
to SETA's.

It is interesting to note that a key element of tRA, was the proposal for the establishment
of workplace forums where management and laboutdcengage in discussions around
workplace related issues such as changes in tamyatducation and training and the like.
This provision was not however, taken up by labasrit was viewed as an attempt to
circumvent or undermine the unions. If such fordrad existed — possibly together with, or
instead of, the education and training committeasy could have ensured —robust discussions
around issues such as skills, career progressitimnwihe context of broader workplace
changes. In reality, as highlighted previouslyhis case study, the participation of labour in
these education and training committees is nstragegic as should be the case, with the result
that labour does not significantly influence theergda for education and training in the
workplace. This is confirmed by an interviewee frddMSA, who commented that at a
company level, the situation has worsened as eraayw know how to “tick all the boxes”
(meaning that they understand how to comply with thrmal requirements of the skills
planning system at enterprise level) and the unamasot effectively taking forward strategic
issues about vocational education and training.

2.3 Recent national, sectoral and enterprise policseforms

Over the years, skills development has undergome sefinement and changes. A key change,
as alluded to previously, was the shiftat a national level - in responsibility for the
administration of the skills development systemrfrBoL to DHET in 2009. DHET also
integrated higher education, which moved out of Biepartment of Education (which then
became the Department of Basic Education). In icrgdhis department for the first time the
mechanisms for demand came together in one departmih the institutions of supply. This
move is intended to ensure greater levels of catidn across SETAs and public TVET
colleges and other skills development institutions.

Under the auspices of the newly formed DepartmBi®DS Il (2011-2016) was put in
place!!® this NSDS reflected the shift in DHET away fronodhtraining courses and skills
programmes (unit based standard training) to Psaieal, Vocational, Technical and
Academic Learning (PIVOTAL) programmes that werebtoimplemented against national
qualifications. This shift, is consistent with tblganges that have been instituted in the Broad
Based Black Economic Empowerment (BBBEE)which also focuses on training
programmes and workplace experience that resultgualifications that are nationally
recognised (as opposed to short programmes or Vemek@xperience that is not assessed as

116 The first NSDS (2001-2005) sought to foster skilés/elopment in the formal sector, small businesses
promoting skills development for employability asuktained livelihoods through social developmeitibiives.
A second five-year strategy, aimed at addressiigtieg weaknesses and bottlenecks was publishétaich
2005-2010. The third NSDS 2011-2016 is more focusetesearch; FET colleges and pivotal programmes.
117 BBBEE codes have been put in place by governneeemtourage companies to adopt practices that will
ensure that previously disadvantaged individudicfppeople, women, youth, people with disabiljtiase
empowered at the level of ownership, managemeneamployee development. It also includes a focus on
enabling unemployed young people to access emplatyara has incentives with respect to SMME
development. Companies are required to report agmiitiatives that take forward the objectivesitd code
and are awarded a ranking in terms of the Codesd hatings are critical in terms of procurement ted
possibility of penalties for non-compliance is absng considered.
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part of a qualification). These occupational guedifions are to be developed — within the
context of the QCTO structures - against the OggagiFramework for Occupations (OFO),
which is administered by the DHET. The stated psepof ensuring that qualifications are
developed against the OFO is to ensure that qcettifins are no longer against narrow jobs
and unit standards against specific tasks — astheasase previously where a plethoria of
similar job-related qualifications were developeddach industry - but are against occupations
that cut across industries within the labour market

In March 20118 a ministerial task team was set up to explore SE&formance. The task
team completed its work by March 2012 and releasegbort on recommendations about how
best to strengthen SETA performance. Its work fedus the different functions of the SETAs
and indicated the successes and challenges thabded achieved. It also considered the
management and governance arrangements of the S&ldAhe extent to which these have
supported the effective functioning of the SETAkeTeport highlights a number of critical
governance challenges related to the SETAs. Thedade a failure on the part of SETA
Boards (both employers and labour) to separate rgamee and operational roles and
responsibilities. Further, the report notes that‘ttontinued existence of multiple - and at times
duplicative and contradictory - accountability anersight mechanisms remains a challenge”.
In November 2013, the Minister released the Whig@d?P on Post-school Education and
Training: this was published in January 2014. Hasout the vision for an integrated system
and emphasised the need to improve the efficatlyso$ystem.

In November 2015, the Ministry released a proptaihe new NSDS (NSDS V) and SETA
landscape within the context of an integrated aiffgrdntiated post school education and
training system (NSLP- 2015). The Government Gazethposed changes to the configuration
of SETAs, their structure and governance arrang&nedf import is that the Gazette proposes
that SETAs (and their boards) will be dissolved amstead will be located, as specialised
service delivery units, within DHET. Further the 3% will be renamed Sector Education and
Training Advisory Boards (SETABs) and will becomermanent structures (as opposed to the
current 5-year SETA terms), to improve their sigpdnd ensure long-term sustainability. The
Gazette explains that the board composition betitotexd in a manner that is similar to that of
the current constituency based structures andhbandustrial classification and demarcation
of the current SETAs remain, although amalgamatsntsindustrial classification alignment
may be required. It is unclear though whether theseds will have the same autonomy as the
existing boards and there is a debate about wh#thse individuals will be representative of
constituencies or will be drawn from different couencies and appointed by the Minister as
individuals with expertise (rather than as représteres). The role of these individuals are
particularly critical given the proposal that thelkbof the funding will be managed by the
DHET and that SETAs can apply for this money adgaawgeed upon — by the boards and
DHET — priorities?®.

118 Ministerial Task Team on SETA Performance, Refmrthe Minister of Higher Education and Training,
Hon B Nzimande, 23 May, 2012.

119The proposals suggest the following with resped¢hé allocation of funds: 10% - for administratiees;
20% - Seta mandatory grants to employers (SETAB \§iaRt); 20% of the remaining 49, 5% (all of which
used to go directly to the SETA): this represen®®of the total levy/grant and will be used fosaetionary
grants referred to as SETAB sector specific graiitse remaining 80% (of the 49, 5%) is for the NSHitilize
for pivotal programmes; 0,5% to the QCTO; and, 2if%he levy/grant will continue to go to the NSF fo
national priorities
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These changes have far reaching implications ®imbolvement of social partners in the skills
development system. An interviewee from COSATUest#hat it's less about where the money
is located and more about the capacity of labounftaence the way in which skills monies
are spent and the effectiveness of the institutiomssure that the monies are spent as intended
observing that it is uncertain whether these chamgkincrease access to training for workers
(including but not limited to ABET) or whether th&hift towards the development of
qualifications against occupations that cut actbeseconom?® and the related emphasis on
programmes against these qualifications will allwarkers a greater level of mobility or
chance of progressing within the labour market. WA discussion documelit states that,
“the changes presented by the DHET for the chan8ietg landscape and the NSDS beyond
2016, falls far short. Its proposal for tinkeringgmthe system and creating greater centrality
will not address the challenges currently confrdnt@ effecting fundamental skills
development transformation”. The union furthericgates that, “While the proposals make
constant references to hearing and engaging emplayal to some extent institutions, they
fail to mention labour as a central stakeholdesulghout”.

SECTION THREE: Description of engagement at nationdsector/enterprise level
3.1 Key issues being addressed

In 1991 COSATU resolved to struggle to ensure tiaionally all workers could get access
to education and training. A COSATU booktétwhich outlined its policies stated that there
was a need to address challenges related to uogm@ht. Trade unions were particularly
concerned about the legacy of the racialised lalmoarket and its discriminatory attitudes
towards proper training and rewards for black woskés observed by NUMSA, “at its core
has been our emphasis on redressing past imbalarezted through apartheid education”.
These imperatives were reflected in the Green Pape8kills Development, which was
published in 1996, which highlighted South Africdisw ranking in human resource
development and labour market indices and the teegdnsform an education system that was
fragmented and failed to address a skills mismait¢he economy.

COSATU also argued that training should be orgahftagthin a sector rather than within an
industry “ (as per the old Industry Training Bogrds ensure that workers “who are not
formally employed in an industry - but work (egahbusiness) or want to work within a
sector (eg the unemployed) — can gain access tbetredopment opportunities within a sector.
The Green Paper confirmed the importance of thif stwards conceptualising skills
development within sectors, and emphasised theecoribat there were generally low levels
of training by employers and stated that in theeptal growthsectors employers invested
the least in training.

At an enterprise leve] COSATU sought to address “the barriers that @dcworkers from

gaining formal qualifications (which) continuallyuktrated workers. Workers argued that the
training that they received at the workplace ditllead to national certificates. This meant that
it was difficult to move to another organisationdr in the same industry) as the training that

120 As discussed previously these represent a depdram the previous qualifications that have bedticised
for having been developed against narrow job desoris defined by companies and/or industries

121 NUMSA Submission to the Department of Higher Edioraand Training: On the SETA landscape, NSDS
& SETAs beyond 2016, within the context of an imtgd, differentiated post school education anditrg
system, 29 February, 2016.

122 pytting the Quialifications and Skills Developménts into Practice, COSATU 2000 (supported by GTZ)
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workers received was only recognised by that osgaitin?®.  Employers were also
concerned about the challenges that they weredanisecuring the skills they required and
about the extent to which companies relied on pogdinom the few companies committed to
training rather than training their own employeBsis was considered particularly important
given the reduced levels of training being undemaky State Owned Enterprises and the
declining number of artisart$*

The White Paper on Post Schooling (2013) observatldespite the numerous interventions
that have been implemented, many of the issuesthieaskills development system were
intended to address remain and there continuesta humber of issues with respect to
education and training in SA. These include: thek laf coordination in the system (across
departments and agencies within national governrbehween national and sector institutions,
between sectors and enterprises and between prewadd workplaces); the challenges with
progression, in part related to the proliferatidngoalifications within the NQF; the costly
nature of quality assurance arrangements; anaotheomitant lack of attention to developing
the capacity of training providers.

Many of these challenges are understood to reda®th how the system was conceptualised
and the manner in which it has been implementeds&lissues are discussed in more depth in
subsequent sections of this case study.

3.2  Objectives and strategy

At a national level the union Federations initially developed theiratggies through
discussions with their affiliates. In addition,etk were discussions across the Federations to
align strategies and ensure that, where possiigg were able to take joint positions to national
forums such as NEDLAC and the NSA. The objectives strategies that were developed by
COSATU are outlined as an example of the way inciWwhunions engaged in skills
development. The essence of this was well descabédllows?®

* Ensure that skills development must challenge iexyjspower relations in the
workplace and more widely and take centre stagéhén transformation agenda,
focusing on economic and societal needs.

* Ensure that workers recognise the importance disstkevelopment in transforming
their lives through taking the issue of skills deypenent “to the street”.

* To “challenge the current neo-liberal paradigm of buman resource development
strategy (HRDS), to assert a worker perspective”.

* To “overcome the divide between mental and manadbdr and address the
imbalances of the past through Early Childhood Deweent (ECD), RPL , ABET ,
career pathing and related strategies” and,

* Find ways of addressing the costs of training tifineked to Paid Education and
Training Leave).

These objectives and strategy for the skills dgualent system — in their initial form - found
expression in national policy documents includinge t1996 Green Paper on Skills
Development as well as the subsequent SDA. Thesgeknts stated that in order to address
the issues (highlighted in the previous sectior)ftitus of the skill system should be on: the

123 pytting the Qualifications and Skills DevelopmAugts into Practice, COSATU 2000 (supported by GTZ)
124 Artisans are defined as “a person that has betified as competent to perform a listed trade I{Ski
Development Act 97 of 1998

125 COSATU, Education and Skills Conference, 3-5 Adlg2
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provision of quality education and training and teeognition of skills of black workers by
employers; addressing the Apartheid wage gap, @mpdoving the mobility of workers and
ultimately their quality of life. It also set out timprove productivity and competitiveness of
firms, promote self-employment, and improve delvef government services. Further, the
intention was to increase investment in educatimhienprove the return on that investment.
This was to be achieved through turning workplag@® learning spaces, providing
opportunities for workers to acquire new skills dadnew job entrants. To support this, the
Act established a number of institutions and a fiegdnodel to support these imperative.

Since then, the objectives and related strategige been refined: most recently the current
NSDS (NSDS Ill), which illustrates the growing enagls on the SETAs and the NSF meeting
the needs of unemployed people and first time et#ita the labour market and on the capacity
development of providers through lecturer and @gaitkevelopment. This did not negate the
need for funding of priority programmes for emplegen each sector. Of interest is that the
NSDS lll also highlighted the need for, “Incentivies training and skills development in the
cooperatives, NGO and trade union sectors, incudiommunity and worker education
initiatives, contributing to effective training pbuth and adults and an increased focus on skills
for rural development”. This reflected the growprgssure for worker education from the trade
union movement and the need to build the capatitigase constituents to effectively engage
with the system.

This was given further expression in the Nationkilll§ Accord on 13 July 2011, which
committed all social partners (including governménisiness and labour) to combine “efforts
in order to strengthen skills development as aiafymllar of the New Growth path (NGP).”
The accord committed the parties, amongst othersatn artisans and other scarce skills,
facilitate the placement of FET graduates into ytake learning, build the quality of skills
planning and focus on SETA performance. This wathén bolstered by the adoption of the
National Youth Accord focusing on addressing yautemployment and outlined the role of
social partners in this regard.

In 2013, these objectives and strategy were furdfared and the White Paper on Post-school
Education and Trainirté® located these objectives and strategies wittiroader vision. The
White Paper particularly focused on the need featgr levels of coordination in the post-
school education and training system, which haseased access and improved quality and
contributes to “a post-school education and trgrapstem that is responsive to the needs of
individual citizens and of employers in both puldicd private sectors, as well as broader
societal and developmental objectives”.

These strategic objectives were given further esgpom at asector levelwhere the unions
engaged in the diferent SETAS, through represematn the board and making submissions
about programmes that should be prioritised. Spadly labour was able to contribute to the
development of SSPs (Sector Skills Plans) outlitremd priorities for the sector and the
programmes that will be implemented to addressethprities. In the initial phases, the
unions focused on ensuring that health and safedyABET was central to the sector skills
strategy. In certain sectors, such as mining andtcaction, unions such as the National Union
of Mineworkers (NUM), a COSATU affiliate and theuigling, Constructionand Allied
Workers Union (BCAWU) an affiliate of the National Council of dade Unions (NACTU

126 \White Paper on Post-School Education and TrairBugiding an Expanded, Effective and Integratedtpos
school system, approved by Cabinet on 20 Novemb&8.2
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placed considerable effort on RPL and for ensuttiag) workers attained qualifications central
to the industry — such as the blasting certificatéhe bricklayer and other construction related
trades - to enable workers to attain a pay inctdassome cases this was agreed to by both
employers and workers, and in other cases suclomstraction, there was considerable
resistance from employers so that workers hadke k@ave in order to undertake the RPL
proces$’.

The unions also sought to encourage cross-sectopetion. The strategy, agreed to at
NEDLAC,?8 was to ensure that, “SETASs that are connectebleéaame supply-chain will be
encouraged to work together and where feasibledime) to ensure that funds are utilised in
the most labour absorbing parts of a supply chathta reduce administrative costs”.

At anenterprise leve] COSATU indicated that its involvement in skillev@lopment, “aimed

to ensure that workers were able to ‘break throglghs ceilings’ and progress up a learning
and career track or pathway”. This was to be addetrough raising awareness amongst
workers about the importance of skills developmamd by advocating for the alignment
between the, “many provisions of the SDA , SDLAd @ven EEA (Employment Equity Act)”
and the “bargaining processes and collective ageatsh Labour suggests that in the absence
of such an arrangement many aspects of the skijslation, important to workers, “will
remain simply on paper. COSATU therefore committsdlf to ensuring that all unions,
regardless of bargaining arrangements, should asdachgreements that have provisions
beyond the minimum provisions of these Acts suel tilese are binding on employers”.

3.3 Management and implementation of the skills delopment system

As highlighted previously, the social partners waegvely involved in the initial negotiations
of the framework, the setting of objectives anchtlmeplementation of the skills system. Once
enacted the implementation of the system took pdackfferent levels: national, sectoral and
enterprise.

As discussed, there are a numbematfional forums in which skills is discussed and/or
managed by the social partners in a tripartiteng@anent, including: thSA, HRDCSA and
NEDLAC. Research reviewing these structures suggests aremutevel of participation by
the social partners: however, what is instructsvehe learning offered by JIPSA (the precursor
to the HRDCSA).” “JIPSA was a focused coordinativechanism, with a set of very specific
identified priorities. It had senior leadershipwias located in the presidency, and chaired by
the then Deputy President, and its highest stradhaluded representatives from government,
business, organized labour, higher education, psajeal bodies and associations, and
specialist agencies™ JIPSA was generally seeruasessful at achieving a few clear ‘short
term, decisive intervention$?®. It was seen as a demonstration that putting séeadership
behind a project, having a limited range of clead docused priorities, and focusing on
bringing different departments and stakeholdergétber where there were specific problems
that affected them, enabled clear progr&Ss”

127 Drawn from documents of the Construction Indutevelopment Board: reviewing human resources in the
construction industry.

128 NEDLAC Labour Framework Response Document to tierhational Economic Crisis, February 2009

129 Kraak, A. (2010). A Critique of South Africa’s Namal Human Resource Development Strategesithern
African Review of Educatiod6(1), 59—.

130 The Business Trust. (2010, March 31). Completiepd®t on the Joint Initiative for Priority Skills
Acquisition (JIPSA)
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However, neither the HRDCSA nor the NSA has mandgexthieve this level of focus. An
analysid®! of the HRDCSA comments that, “While the Councisisoposed to be a high level
coordinating structure, there are no real mechanitincreate integration or to hold the
different parts of that system to account. Furtberrent interventions in the economy to create
a requirementfor skills, weak as they are, are generally notfthes of discussion by the
Council, neither does it focus on industrial redat, which have a large impact on skill
formation systems. This leaves the Council as nethhmore than a very high-level ‘talk
shop™. As a result, the paper observes that, “Cloencil also does not seem to have made
progress in the direction of a consensus-buildiegmanism, in the direction of the continental
European collective skill formation systems. Anigadion of the lack of consensus prevailing
is that on the day of a recent Council meeting8thAugust 2015, a court was handing down
a ruling on a case brought by Business South Aagainst the Minister of Higher Education
and Training, on a specific aspect of the levy Wwhecsupposed to support skills development”
(as highlighted above).

These challenges, with ensuring effective represiem and consensus building, are mirrored
in the NSA: as indicated by the MTT SETA PerformaiReport, “the NSA has not been able

to fulfil all the roles adequately, partly becautsbas not had any institutional capacity, and

partly because of its stakeholder composition”.idterviewee from COSATU suggests that

one of the challenges is that there is a strong thest individuals on the board should focus
on their fiduciary responsibility and focus on theisponsibilities as a board member rather
than as a representative of a constituency. Thiskeres the extent to which stakeholder
positions can be effectively articulated and argunethese processes. Further, the skills and
youth accords are also managed by the social pastt®ugh there are few mechanisms for
ensuring the accountability of parties to theseagents.

At a sectoral level the SETAs support implementation through tesign of learning
programmes and funding programmes against thagesoutlined in the SSP. In an interview
with NUMSA, the respondent indicated that in linéhathe principles underpinning the
tripartite nature of the SETA structures theremead for employers and labour cooperation to
ensure the implementation of training programmea®sacindustry. This can ensure that,
training programmes in the sub sectors (of MERSEdm®)driven on the basis of cooperation
and a shared knowledge of the industry and its mhjcea However the respondent cautioned
that this co-operative approach needs to be balandth the importance of stakeholders
outlining the specific needs of their constituency.

There have been some examples of joint implememtati activities: these include the
examples cited previously related to the mining aodstruction SETAs and the focus on
enabling workers to attain the blasting crtificatied the construction trade qualifications
respectively . Other examples of activities that timions were able to spearhead at this level
includes the case dhe Bank Seta, which is a more “professional” SETAe unions,
primarily SASBO, are very active and take forwamthbworker and broader development
issues. In this example, the union ensured thatStE€A became involved in a research
initiative around co-operatives/village banks (003) which led to the drafting and adoption
of a training programme to capacitate co-operatnamagers, which is still in place. More
recently the union placed pressure on the boaaddoess the training of both employed youth
in the sector as well as unemployed youth anddheyesult they are entering into a partnership

131 Allais, Marock, Ngewangu, Planning Plumbing or fadag: Explaining the weakness of human resoure
development structures and policies in South Africa
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with ABSA around a “ready to work” programme whiehl integrate both unemployed youth

plus the up-skilling of youth in the system alreabtyanother example, NEHAWU (a public

sector affiliate of COSATU) actively engaged at tbeel of the SETA (FASSET — another

‘professional’ SETA) and through this ensured tarker demands such as around Adult
Basic Education and Training (ABET) was prioritised

These examples point to the kinds of activitie$ ti@ve been implemented through the strong
participation of stakeholders at a sectoral leMelwever, there has been uneven participation
of unions, and other social partners, in the SETAsd whilst some have maintained their
presence, others are far less active or when afdugs on issues that are not consistently
strategic for their members. Many unions acknowdetl@t these challenges are real, though
they indicate that they have begun efforts to retteir particiation levels.

For example in MERSETA it was found that at a bdave!, both labour and employers hold
deputy chairperson positions, with the chairpefs@ing nominated by the Minister of Higher
Education and Training. The SETA has chambers akiwg committees which represent
industry sub sectors such as Plastics, Tyre manu&s, Metal, Engineering, Car
manufacturers, car component manufactures etc. Bdvarohairpersons rotate between
business and labour, with each holding office faqreaod of a year. At Board and Chamber
levels, there are four unions that participatevatyi the same unions also participate in the
SETA Regional Committees, where they are joinecaldgw smaller unions. Interviewees
suggest that although the number of unions thaicgzate in the MERSETA has declined over
time, those who remain in the SETA are well orgashiacross the various sub sectors in which
the SETA is active and at company level. A NUMSAedate, who is active in the Board and
Chambers, stated that to support this tie-in (nafienterprise) they have a training programme
for shop stewards that focuses on their rightaming in workplaces.

An interviewee from SASBO confirms this learnindgpgat the importance of aligning union
participation at an enterprise level with sectoeleengagement) and observes that the unions’
ability to engage in education and training issiEr$ves from the reality that they are active at
both a SETA and an enterprise level. The effectgsrof this approach was confirmed in the
Bank SETA example (provided previously). SASBO caenis though, that whilst their own
participation in SETA issues has been maintainkeey telieve that union participation in
SETA'’s has generally become neglected and thecjgaation in education and training “has
not been as great as when SETA'’s started. | thimdns have not been taking advantage of the
space.”

These findings also resonate with the views ofnderviewee from COSATU who states that
the ability of the unions to engage at a SETA levdependent on their strength at an enterprise
level: the interviewee suggests that for many usitbins is creating a problem as engagement
at a workplace level — particularly around educataad training — is no longer as it should be.
This is evidenced by the example of NEHAWU: ascdatikkd previously the union played an
important role in FASSET and demanded that AdulliB&ducation and Training (ABET) be
prioritised, however in more recent years, thisosnrengagement has declined and weakened
with the effect that the board is not really foaoigson worker-related demands and instead are
pursuing a broader development agenda aimed ajibbgrunemployed youth into the sector
and up-skilling black professionals.

The example of SAMWU (the union for local governi)éhough points to the renewed focus
within the unions on education and training issaed the possibilities that this holds for
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placing worker issues back on the agenda. The uemgnises the challenge relating to their
participation in the SETAs — and confirm that otbharons are less involved than in the early
phases of the system. However, the union statdsttibee are efforts to reverse this trend
indicating that they are now seeking to capacithéenselves to engage more proactively in
both SETA and shop floor structures. As a resuthsf renewed committed, the union is now
asserting the RPL agenda at the SETA and as d,rds)l have entered into a partnership to
roll out an RPL exercise for workers. This is saenmportant as RPL is not an area in which
there has been much achievement though it was al&eand of the unions. In addition,
SAWMU is trying to engage their SETA to obtain aralysis of the workplace skills plans
submitted so as to get an indication of the workplaaining requirements so as to begin to
get a handle on the issues emerging around edocatbtraining.

As indicated previouslyat an enterprise level the SDA, provides for the establishment of
workplace skills committees composed of business labour to draft skills plans for
enterprises. These workplace skills plans, andeperts against these plans, are submitted to
SETA's: on the basis of these submissions the eyepareceive their mandatory grants. The
experiences of unions in these committees has\ysresd, whilst many indicate that employers
have not negotiated in good faith, others statetthia has led to meaningful implementation
of skills initiatives. Certainly in the 1990’s tleewere a number of initiatives implemented. For
example, an RPL initiative was jointly designed amglemented in a coal mining company.
These assessed 7 591 workers in terms of their coneation and mathematics. The
assessment took place against the national comatioricand mathematics standards and
between 45-50% of workers were awarded the commatiaic and mathematics credits
respectively. The NUM was part of the process asuthion wanted verification of workers
workplace knowledge, and as part of the union’atsgy to negotiate for a company wide
ABET agreement. Management were also committéldet@rocess as they wished to explore
ways to streamline ABET provision and manage |laagde assessment processes. Both parties
reflected on the process through the ABET commitiaehad been established in the company
and the learning was documented. In another examNpI®SA engaged in wage negotiations
which included a demand for career paths. A fineelgrading structure was implemented and
a RPL process was implemented. From NUMSA'’s petspethis was to enable workers to
progress through the grading system by "increasiragy skills and knowledge.” Management
agreed to the process suggesting that they wontlifiuseful to have a skills audit of the
workforce. There were though a number of challengdsthe process related to the nature of
the standards. It emerged that these were impartddvere in accordance with workplaces
that were dissimilar from the South African contexhich meant that they did not assess the
skills and knowledge that workers had acquireth@mrorkplace. Further, it was suggested that
the feedback provided to workers did not enble thiendentify and address any gaps, but
instead workers were simply given a number whicth Iitle meaning to them. In the event
less than 10% of assessed workers were re-gradeards (no workers were downgraded).
Despite these challenge an employer in one oful@@mpanies that implemented the project
observed that, “When the union was involved we edctarget dates and trust was there.”
Workers confirmed this view and stated that théative was management driven with the
unions agreemeht.

Since then, the amendment to the SDA (2008), wiaghires that unions agree to skills plans
before they are submitted to SETA'’s has strengithéime negotiating strength of labour in the
workplace. These regulations have increased thHityatsi unions to bargain on training at a

132 earning and work, Recognition of Prior Learni@)SATU 2000
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enterprise level: however this is within the comtek an acknowledgment by unions (as
highlighted previously) that their capacity to ntgt® education and training issues at an
enterprise level has significantly decreased afaftsfthave only recently begun to revive the
involvement of shopstewards in education and tngimssues. Thus at times the signing off of
these plans has been used as a bargaining chgsdtve other non-training disputes, rather
than as a way to ensure that workers access mdaingalyication and training.

For example, despite the efforts made by NUMSAadmtunion representatives on their rights
and responsibilities in relation to training (agashighlighted above) and to augment this with
capacity from the national training team who in&ares to resolve local disputes, there are still
challenges in ensuring that the negotiations réladehe WSP and ATR focus on education
and training issues . The union explained (andliggted by other unions) that this is in part
because there is a three year cycle of shop steveard therefore the election of new shop
stewards results in a loss of experience. In mnigitthe existing economic pressures make it
more difficult to ensure the involvement of shopsieds in education and training issues. Thus
in some companies this amendment has resultecop siewards withholding their approval
of Skills Plans: this is illustrated in MERSETA'§24/2015 annual report states that there was
a 12% decline in grants to employers who submiir thians, to “companies not obtaining
labour sign-off on their WSP submissions as per tbguirement of the new Grants
Regulations 33

Other unions confirm the view outlined by NUMSA astdte that in order to take advantage
of this amendment and in line with their strategya-build the capacity of the union to engage
with education and training issues (discussed ghdkiey are also focusing on training to
enable shop stewards to engage about educatiorandg in the workplace. SAMWU
explains that as part of the work that they areglait the level of the SETA (discussed above)
they have entered into a partnership with the Igoalernment SETA who will support the
training of their shop stewards so that they carelig the capacity to engage more effectively
within company level training committees. SASBCQoaiisdicates that they are strengthening
the capacity of shop stewards to play an active ool company education and development
committees/forums.

Cutting across all of the above is the financingkifls development: as indicated previously
in this report the levy/grant system has undergonember of changes. For much of the period
under discussion 20% of the levy/grant has beescatékd to NSF to be used for national
priorities. This is meant to be guided by the NSidfch is developed by social partners in the
NSA. However, increasingly the allocations arergea where there are shortfalls in the budget
— such as bursaries for higher education or fundfrige TVET colleges. The extent to which
social partners plays a role in these NSA decisapyears to be limited. At a sector level,
through the SETASs, there is a focus on determimihgt the priorities are and allocating the
funds against this: the examples above show thahsmre trying to resume this role. However
the changes to the levy, as outlined previouslyy again change the extent to which unions
can influence decisions at a sectoral level. Fuyrtttee reduced amount available for the
mandatory grant may make employers even less gitbrengage in meaningful negotiations
at a company level to reach agreement on the wackg@kills plan unless compliance with the
Mandatory Grant is a condition for accessing thecRitionary Grants (in which case a larger
amount of monies is at stake).

133 Merseta Annual Report 2013/2014 pp 70
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3.4 Evidence of outputs, outcomes and impact

At analysis of what has been achieved at a natiseatoral and enterprise level from a labour
perspective is provided in this section.

Labour highlights that at mational level, legislation has been enacted which captures t
vision of the labour movement for skills developméfowever, there are concerns that this
has been unevenly implemented which has lessenedintended impact of the skills
development system. As alluded to previously ia taise study, as early as 2009, the COSATU
General Secretary (at the time) Zwelinzima Vavieshed that the labour movement has not
succeeded in the transformation of the skills trgrsystemSpecifically he highlighted that:
“the systems for recognising prior learning (RPi9 still not generally in place; most workers
still do not have access to training - accordinthe®Labour Force Survey, white men are still
more likely to get training than black workers,the same time, many employers refuse
workers paid time off for training so they end ajing courses at weekends or at night; the
planning process in most companies remains firmtphe hands of management - Cosatu has
not sufficiently empowered ,workers and shop stee#w develop demands and fight for them;
the SETAs are not blameless, too often, their estéenplanning requirements, even if well
intentioned, have stalled progress; Cosatu hadimiad skills development sufficiently to
employment equity while it has yet to improve ipresentation on SETA boards; and, the
failure to ensure that ordinary workers have a &oia defining skills needs and
programmes3#

NUMSA (2016) comments that seven years later Iitle changed and observes that through
the involvement of workers a range of new legistatvas formulated in the late 1990s which
provided significant opportunities to shape skdisvelopment policy, strategy at national,
sectoral and workplace level. NUMSA states thouglh, t'over the years, there have been signs
that the aims of various legislation enacted te gffect to skills development have not been
realised. Few disagree that the current skills ldgwveent system has failed to adequately
address the ‘skills crisis’ and more prevalently treeds of our country, particular in so far as
we need to address the challenges of poverty, algégand unemployment”.

DHET reports though, that while there are challsngleere ar@ number of areas in which
skills development implementation has made progieey point to theapid expansion of
enrolments in colleges and indicate that the ogeomof opportunities to black and woman
students is unprecedented in the country’s histargddition, the skills levy system has been
implemented and has provided resources to enh&illsedgvelopmentt®.

However, a labour interviewee commented that tfexg¥e implementation of the system has
been hampered by too much bureaucracy and an ermphate market both determining what
is provided and a dominance of private sector pleng, which in turn “undercut access for the
poorest of the poor, and reduce quality”. Labouthier indicates that the spending on training
remains low (1% levy payment) stating that this hasincreased as initially anticipated by
the unions — whose stated policy was that the 186dbould increase to 7% over time.

134 Cosatu held a National Education and Skills TrgnConference, June 2009

5 Kraak, A. (2011). The post-school system andadtstribution to Human Resources Development andovfisi
2025. Research Report commissioned by the Natlaaining Commission). Pretoria: National Planning
Commission.
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The interviewee also observed that many of leahigssthat workers accessed were at low
levels of the NQF, and that this challenge, codipléh the absence of job opportunities, does
not allow for access to the workplace (for thos@wiere unemployed® or progression (for
those in employment). The interviewee commentetivitidst more recently there has been a
shift to higher technical skills this has not beleme in a manner that ensures a progression
pathway for workers: thus the emphasis on Adulti®@d&sducation and Training and
gualification pathways has been forgotten and thamar in which the focus on higher level
skills is implemented simply reinforces the exatusbdf workers. A labour interviewee also
states that the shift in focus on training for threemployed at the expense of those workers
who are currently employed is of concern and a mappropriate balance needs to be
established.

NUMSA?®’ reinforces these views about the challenges witpect to realising the intended
impact of the system and argues that the proposadges to the skills landscape will not
address the challenges that have arisen in theemwitation of the system. They argue that
“the key problem with the proposals for changetht®o SETA landscape is the absence of a
clear strategy and a strategic intent for workevettgpment to bring about economic
transformation. It is imperative that the DHET eges workers and unions to develop a
strategy for economic transformation and the dgweknt of workers. Only thereafter can a
new skills development and training structure beetigoed for the country”. They continue to
say that, “We are asking the wrong fundamental tqu@sWe should not be asking how we
build an education and training system for growtt productivity, but instead how we build
a system that empowers poor communities; womeryauth in particular; and that leads to a
just and equitable society”. Their assessment ®whaknesses of the underpinning logic of
the system is that whilst, “a key blockage to gtowhd development in our country is the
problem of unemployment” and therefore “the key @émgtive for the country is to create jobs”
yet in reality, “the message to workers is aboskilis crisis and not a jobs crisis”.

At a sectorlevel, there have been some achievements. Labdigates that they have played
a role in realising these achievements. In the MERSexample cited previously, NUMSA
indicated that they have revived their participaiiothe structure and are playing a meaningful
role in the board and the chambers. There have ingmrtant achievements recorded by this
SETA: Research on an Accelerated Artisan TrainirggfRamme (AATP) published in 2012,
found that 80% of those trained found employmerat thiat 53% had found permanent jobs.
In the Auto sectorthe Automobile manufacturers association in April@0announced a R7.3
Billion investment in the Auto sector. This incledR2.5 Billion investment by Ford, which
will result in over 1200 jobs created. Merseta posed itself to supply skills to meet the labour
needs of the Auto sector and by 2014, 6 000 lesraradl 4 300 apprentices were registered by
the Automotive Sector. In addition, it provides gap to FET institutions and facilitates
meetings with Auto employers on the training neefdbe sector.

136 Note that there are conflicting studies about &émid in the absence of tracking systems it isdaliffito make
any conclusive comment in this regard. It is thongted that research by the HSRC (Kraak (201198p99)
pointed tothe HSRC 2008 survey results and indicated that shew that completion rates were 65% and that
57% of completed learners found employment (HSRIB&0Kraak concludes that “in a difficult youthblaur
market, these are extraordinarily good outcomes thiey should be embraced and built upon”

B7NUMSA Submission to the Department of Higher Ediozaand Training: On the SETA landscape, NSDS
& SETAs beyond 2016, within the context of an imtgd, differentiated post school education anditrg
system, 29 February, 2016.
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Documents developed by the unions suggest thate dre examples of effective training for
workers having been provided at emterprise level through efforts made at all levels of the
system. However, an assessment undertaken by tbesusf these achievements suggest that
there have been real challenges in this regard AJQSwrites that, “workers at the workplace
have no real control over WSPs, ATRS and their tdation processes. At workplace level
there are serious challenges around the interpetaf skills legislation by the employers.
Employers behave as if they have the sole respiitysfbr skills development, and involving
the unions is very often an afterthought. Thereraeay cases where plans are not jointly
approved, and where plans are not implemented etem the payment of grants has been
made. Skills development could be seen as a wistgiation but sadly this is not embraced
by many employers, who prefer to marginalise waskexcluding them from both strategic
and the practical issues of establishing appraprsttuctures, etc. The animosity that
characterises many workplace relations are alsaorent in arrangements on skills
development. There is an absence of trust, traespgy and a willingness to share decision
making and ultimately power*®8

NUMSA confirms this view and in its document stattest, “based on current experiences in
our own industries, these practices are still gezwta Employers continue to drive the skills
training at plant level with less or no regardtfoe needs of employees though their trade union
representatives, with some companies still decidilmpe on WSP processes, without the
involvement of worker representatives. Companyning policies continue to fail workers,
where training programmes are not linked with tber®mic growth needs of the company,
training is only a target for number gains, oncerkeos are finished with their training
programme they go back to the production linesp@saiors and unemployed learners go back
to communities to join the long queue of the unewptl. The system continues to train for
unemployment and perpetuates no upward mobilityarkplaces”.

Finally, it is noted that the abillity of labouma other social partners, to make an assessment
of the effectiveness of the skillls system at nalpsectoral and enterprise level is hampered
by the lack of data about who has been trained ptetion rates and even more so, the impact
of this training for both unemployed individualsdeemployees. As indicated by DHET, while
NSDS lll, has a set of goals, outcomes and outpuhigsh are meant to lay the basis for the
monitoring and evaluation of the system, thereshat been regular progress reports. Progress
report (2011 — 2013) makes reference to the pregnetuding with respect to artisan training,
numbers of employed and unemployed individuals wbmpleted skills programmes and
learnerships as well as monies spent on trainiftge progress report also notes the systems
changes that have been introduced during this goenmal suggests that these will ultimately
contribute to addressing the challenges experieimctk implementation of the skills system.
Critically though the progress report notes thesabs of an effective framework and process
for the monitoring and evaluation of the system bheasn a feature of the system since the
onset®® and was an issue raised by stakeholders in awewielertaken by NEDLAC as early
as 2007 For example, MERSETA comments that they do notehlamg-term data on
learners who have been supported by them indic#timigthey are therefore in the process of
implementing a tracer programme that will be linkeddatabases supplied by the South
African Revenue Services (SARS).

138 COSATU, Education and Skills Conference, 3-5 R@lg2, page 32

139 Marock, Carmel, Developing a framework for undamsiing seta performance, monitoring and evaluating
their role in skills planning, steering and enaplsupply within their sector, Paper prepared fbiEy Labour
Market Intelligence project, 2012

MONEDLAC Review. (2007). SETA performance and fumaing, final draft report
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SECTION FOUR: Strengthens and weaknesses

This case study highlights the extent that theetradion movement has engaged with the
development of the South African skills developnsstem: it emphasises the key role played
by the unions in the shaping of the system butahss pointed to the ways in which the trade
union movements’ engagement with the system hdtegtover time: in part as a response to
the reality that education and training has be@&m s&s separate from the key issues facing
unions such as wages and conditions of servicpaih because of the unrealistic capacity
requirements that the system places on stakehdjideterms of the myriad of structures) and
in part because of the challenges facing the lalmoovement more broadly (in terms of
fragmentation of the unions coupled with the faett the focus of many unions has not been
on ‘bread and butter’ issues but very much on tiéigs both within the unions and more
broadly). The case study has also reflected theararthat it is difficult to assess the extent to
which the implementation of the skills developmgygtem has resulted in the intended impact
given the challenges with respect to the monitoand evaluation of the system. This lack of
data also extends to the extent of trade uniongargant with skills at a sector and enterprise
level. Despite these data challenges, this septiovides an overview of the perceptions of the
unions about their engagement with the skills syst@d the extent to which this has had the
intended impact on the system.

Trade unions interviewees and documents consigteigghlight the extent to which they were
able to influence theational policy and legislative framework for skills in SbuAfrica. This
includes the formation of stakeholder structureswWould drive skills development, the design
and implementation of qualifications across theneoay, a focus on Adult Basic Education
and the establishment of a skills levy grant sydi@iveit that this was set at 1% rather than the
4% for which the unions negotiated for and the 7Ptctvthe unons set as a gradual target).

These achievements reflected the level of uniopadty at the time: unions actively engaged
in consultative processes across affiliates to rstded the needs of members and their
expectations of the skills system. Further, througair relationship with other unions
internationally they were able to access learnilodpally and take this into account in the
conceptualisation of the system. This meant that uhions influence in the negotiating
processes as well as in the key national forumsweasstrong.

This strength was also reflected in the engagemielatoour in other parts of the system: for

example, the unions had regular sessions whereréflegted on their experiences in SETAS

and were able to collectively determine strateg¢pesngage with the individual SETAs and

take forward key imperatives facing workers. Thenos were also able to negotiate time off
for members to participate in the development @flifjaations. These members were prepared
for their role and were then able to actively ereggaggth the process of defining the knowledge
and skills that were required in different jobs.

However, labour suggests that these strengthshiereundermined by the changing discourse
reflecting a change in priorities. For examplejraicated previously, the focus has shifted
from the language of empowerment to one that facosegrowth and productivity. There are
also concerns about the definitions of scarce amidat skills and the apparent contradiction
between the high number of occupations that neetbetdilled despite high levels of
unemployment and low levels of economic growth.kkieh to this, labour highlights the
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continued lack of correlation between the skill®duced and the demands of industries
suggesting that in reality the challenge is not oihe lack of skills but a lack of jobs.

Labour interviewees offer a number of explanati@arsthe shift in emphasis in the skills
system away from the priorities set out by labousvement. With respect tsectoral
engagement, NUMSA states that “the reflection oftip@ation in some SETA boards
indicates that graft and conflict of interest ire throcurement process often derail any real
progress”. A research paper developed by Resold@9j2confirmed these challenges with
respect to SETA governance and management. Ther gaggests that the wide mandate of
SETAs has, resulted in ineffective stakeholderigigdtion and argues that theurrent SETA
structure does not leverage stakeholder particgrateffectively and is too administratively
complex and burdensome, requiring multiple overdiglards and administrations in a context
of scarce skills. SETA stakeholders tend to spered af their time dealing with administrative
matters such as procurement, staffing, systemsastomer complaints. The manner in which
stakeholders are appointed to many Boards/ Exee@mmmittees of SETAs does not promote
effective governance, i.e. appointments are basezhjaal representation of stakeholders and
education and training background'They expand this further, and state th#tjs‘ seriously
detracts from stakeholders playing a strategic fialduding: identifying priority sector skills
and developing strategies to address these, deriimthe best allocation of levy revenues,
ensuring the quality and relevance of qualificaioand learning programmes, identifying
delivery gaps and initiatives to close these, nwoimg and evaluation, and stakeholder
engagement. Therefore the system ends up with dh& wf both worlds, poor corporate
governance of SETA’s and poor stakeholder partiogpan identifying skills needs, validating
delivery and quality, and monitoring the effectigss of training deliver**.,

Labour interviewees and reports also state thayaneakness of the system is that skills
development and SETA stakeholder arrangements nesegiarate from Bargaining Councils
and related forums. Interviewees argued strongdy, ttwe (unions) need to explore the
possibilities for shifting the work of SETA'’s clas® that of Bargaining Councils”.

They suggest that this challenge is particularlydtanenterprise leve| where - as discussed
previously — there are challenges with regard tanagement control over WSPs and ATRs.
There is a view that this is in part because ofctelenges in the legislation which continues
to give employers control over these processegiigethe Amendment) and a concern that
many employers continue to use skills developmefibolster racist practices”. There is also
a view that companies “go all out to re-coup thecpetage (paid for the levy) back to their
coffers and that there appears to be very limitéehgt made to ensure that grants are re-
invested back into training (for workers). Thereaiso a concern that young people in
learnerships, act “as a cheap alternative to fimétmore established employees”.

NUMSA argues that these challenges suggest thiag ktzs been little process made to address
the weaknesses identified in the 2009 COSATU studlgich suggested that: “Skills
development committees (SDCs) are not in existenoeny workplaces, and where they are,
they are not functioning properly (many workers 'td&now about the existence of SDCs); In
some cases management runs the SDC and appoirksrwepresentatives to the SDC, many
point to the fact that SDFs are appointed by mamagé:; The powers of worker representatives
on skills committees are limited to being‘ only ebgers’ and they are given no opportunity to
report back to union members; there is a lack ofladge about whether WSPs are submitted,

41 Resolve. (2009). Skills Development: Review antliFilnstitutional Options, Prepared for BUSA
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or whether employers pay the Skills Levy, and fdwys stewards participate in compiling
WSPs; Shop-stewards need not sign off WSP and aftemagement develops and submits
these plans in order to claim back the levy;SKilisds are used mainly for management or
supervisor training and often not for the purpdsa they were allocated in the first place;
Racism persists in terms of access to trainingu@lasorkers have no opportunities to develop
recognized skills; There is no recognition of imh@lly acquired skills or knowledge through
RPL; Some organisations put age restrictions on e@mogo for training; and, Paid time off to
undergo training remains a challenge”. NUMSA obssrthat, “based on current experiences
in our own industries, these practices are stédlvptent. Employers continue to drive the skills
training at plant level with less or no regardtfoe needs of employees though their trade union
representatives, with some companies still decidilmpe on WSP processes, without the
involvement of worker representatives”.

Many of these challenges, identified by labounee# documented in various research reports:
this includes the concern that there continueg tegoy few educational opportunities available
to adults and young people who have left schoaha early stages, or failed to obtain a
National Senior Certificate, or who have obtaineNational Senior Certificate or National
Certificate (Vocational) but do not meet admissaoil selection criteria for higher education.
Research has also highlighted the reality thanimgi for workers has not expanded as
anticipated and that, many employees continue tmffered short courses or low-level
gualifications that do enable progression. It sbatoted that the policy environment has also
caused confusion in the area of TVET for example,uncertainty about the long-term status
of apprenticeships, and their relationship to leeships*2

Other reports have highlighted that one of the npmoblems of the post-school sector is its
lack of diversity and the weaknesses of many ofnissitutions. Allai$*® observes that the
notion that the development of qualifications tigla stakeholder process will result in a clear
statement of what is required for the workplace twad institutions will be able to deliver this
has been shown to be ineffective. FASSET (2009 alstes that the quality assurance
framework creates confusion about the relationsleipveen qualifications and occupational
registration and that the current framework makdsficult for SETAS to respond to the needs
of the workplace in a flexible manré;

These challenges are acknowledged in the WhiterRap®@ost-Schooling which states that
there have been considerable challenges in themwitation of the skills system and that the
institutional landscape is still reminiscent of dpaid, with disadvantaged institutions,
especially those in rural areas of the former Bstains.... Poorer students have to fit in with
systems that were designed for students from velgtprivileged backgrounds. Opportunities
in rural areas are far more limited than thoserbvan areas and informal settlements are also
victims of under-provision. The majority of disathlestudents continue to experience
discrimination in term of access to post-schooloation and training opportunities, and the
system as a whole has inadequate facilities arftitet@ater for the needs of the disabled.
Education for adults has been marginalised andeontgl, and has seldom provided a
vocational component for those seeking to enhameie occupational skills. Further, despite
very significant growth, South Africa still has agt-school education and training system that
does not offer sufficient places to the many yarnll adults seeking education and training.

2 HRDC, Alignment of Sector Skills Planning to tR&P
143 Allais, S. (2010)The changing faces of the South African National@oations FrameworKInternational
Labour Office; Skills and Employability Dept). Gere ILO
14 EASSET. (2009). The need for a learnership inrfia markets, research report submitted to FASSET
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As indicated previously, many of the challengestesl to the implementation of the skills
system pertaining to the conceptualisation of ftstesn, whilst some of these challenges could
relate to the extent to which the system ignoredtwhas in place and in particular the
programmes that were working. Further, it did ndfisiently take into account the challenges
related to institutional capacity and the complexit demands placed on a system that was
being established in the absence of clear caphaitging interventions. However, many of
these challenges relate to the manner in whicheg®avas managed and the way in which
stakeholders were involved in the system and theseiscussed in the following section.

Critically, though the tri-partite nature of thesggm has ensured that all social partners have
continued to grapple with education and trainindhi! this case study shows that this has
been uneven and has waned in recent times, itib@dlastrated the efforts being made more
recently by the unions to rebuild their ability effectively engage in these issues and take
forward their demands . Critically, the unions haeeognised that in order to effectively
reassert their leadership within the skills debdkese is a need to ensure that “ordinary
workers see skills development as an important efatyansforming their lives” otherwise,
“we will never succeed in achieving the goals & ¢lystem”.

SECTION FIVE: Conclusions

This case study highlights the contribution that timions have made to the development of
the skills system. However it has also reflectedr@nchallenges that they have experienced
during the design and implementation of the sysémese offer valuable learning with respect
to the involvement of labour in skills developmegstems:

* A fundamental underlying principle of the skillevilopment system was that
stakeholders (labour and employers) should be waeblin the design and
implementation of the system. However it was fothat the design of the system
has resulted in a plethora of forums at a natissedtoral and enterprise level (as
discussed).This has meant that it became almositssiigle for the unions to ensure
effective representation in all of these forumddmecause of demands that it places
on their resources and because of the time ttakes to prepare representatives for
the discussions that are taking place in thesenfsrurhus representation has
become erratic and strategic input declined.

* The other learning from the case study pertainthéoneed to ensure that the
stakeholders set the strategic agenda, taking actmunt the needs of their
constituents, and are not pulled into and procéddlisaussions and processes. This
suggests that there is a need for strong managenmerdaddresses these issues and
are able to report on progress in an accountabfaeraand elevate strategic issues
where required. Where this separation is not impleted then stakeholders,
including but not limited to, the unions lose imstr in these discussions and
attendance becomes erratic. Further, this separasiocritical to ensure that
structures, such as the SETA Boards, have incrgigddecome about staffing with
an emphasis on micro-management rather than orstthéegic issues facing
unions/workers. This has become even more compleendhe number of union
representatives that were employed by the SETAstiogea conflict of interest that
undermines the capacity of stakeholders to enghgetahe issues facing their
constituents.

159



* Further, with the wider challenges facing the unimmvement, unions are
increasingly focused on maintaining members andcemmbwer struggles and are
less interested in the broader issues facing wsrikethe workplace beyond those
that are in the immediate bargaining forums. Asotiagons about education and
training takes place in separate forums from thosehich collective bargaining
about wages are implemented: it has therefore bednaneasingly marginalised
from the overall work of the union. This is refledtby the agendas of key meetings
of the unions where education and training doessigstificantly feature in the
debates on the floor. Thus while separating thesetions has had the advantage
of enabling social partners to realise agreemerieyrpriorities and programmes,
it carries with the the danger that these issuesrhe de-linked from the core role
of the unions.

» The process of skills transformation is lengthy #mete is a need to continually
balance different imperatives. The needs of thempheyed, new entrants and
existing workers; the importance of offering shootirses, which enable workers
to receive recognition for their existing skillscaknowledge whilst ensuring that
individuals attain qualifications that enable th&mprogress; the importance of
guality assurance without constraining contexteattiing and over bureaucratising
the system and critically the need to ensure ppdiion, without over burdening
stakeholders.

* Finally there is a need for continued emphasisioldimg the capacity of the unions
to engage in the system and to continually expdfwite to train and strengthen
shop stewards ability to engage about educationraiming issues in the workplace
and to have mechanisms to elevate these issuedtaidhey can be raised in key
sector and national forums. This needs to be cdupi¢h efforts to strengthen
forums within the unions that ensures the on-gaiegelopment of strategic
positions and the sharing of learning from thegeeernces. This needs to build
solidarity across unions and across federations.

In conclusion, this case study has highlighted megymade in the implementation of the skills
system and has also spoken to the challengessinetyard. Labour emphasizes the challenges
with respect to ensuring empowerment and indicatesncern about the shift to a focus on
growth and productivity. Research though suggéstisthere are also challenges in this regard
and that, “despite high levels of investment irllsidevelopment over the last decade, there
continues to be a strong argument that South Asidéers certain challenges with respect to
the supply of skills as well as an absence of gmaident between national growth imperatives
and skills development activitié$f. Further the World Banks’, Africa CompetitivenesspRrt
(2013) states that the most problematic factor tiboing business in South Africa is the
“inadequately educated workforce”.

The case study points to the importance of bringimgjal partners back into the centre of the
process and of reaching agreement about its cgnirpbse. particularly within the context of

the increasing levels of unemployment and the ehgks with respect to economic growth. In
addressing this imperative there is a need to r@seghat, “ the broad absence of labour’s

M5 HRDC, Alignment of Skills Planning to the NGP
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voice may be reflective of the current weakness#gsmthe labour movement and the inability
of labour to engage in a strategic manner in a reunolb key policy spheres it should not
exclude labour’'s continued right to a voice andvacengagement in the development and

articulation of the skills development system atsally envisaged and as strengthened through
NSDS III".

Trade Union Involvement in Skills Development:
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Sweden
By: Lars Magnusson

1. Background

Sweden was not so hardly hit by the financialigrsarting 2007 as most other European
countries A drop in GDP by almost 6 per cent wdloWeed by recovery and during the last
couple of years a comparatively high growth rate decurred: in 2015 3,6 per cent and the
estimate by the European commission for 2016 ctlyren3, 4 per cent. Other estimates point
to an even higher growth of GDP, around 4, 5 pet.c8ince 2010 the unemployment rate has
decreased from over 9 per cent down to 7,4 perioneP®15. The estimation for 2016 is the
same 7,4 per cent and a climb down in 2017 to é;Zent. Employment is at a high level, 76
per cent although unequally distributed. Among ypupeople and immigrants it is
considerably lower, around 60 per cent for immiggallnemployment among young people
is estimated at around 20 per cent. Simultaneqaggylation increase is at a high level, around
0,8 per cent per year 2004-2015. These are hiathyrizcigh figures no doubt caused by a high
rate of immigration to Sweden. As most other Eespcountries Sweden will have to face
the challenge of “ageing” population during the inéalf century, but perhaps less so

depending on immigration and a relatively hightbiwte 146

Also the macro fundamentals of the Swedish econbawe developed in the right direction
since 2010. The inflation rate was 0,7 per cer&dh5 and is estimated to 0,9 per cent 2016.
At the same time the gross public debt in relat@rGDP was 43,4 per cent in 2015 and
estimated at 41, 3 per cent 2016. Lastly the budgstat exact balance in 2015, but is supposed
to creep down to -0,4 per cent in 2016. Concerthiegstructure of the Swedish economy new
sectors in microelectronics, biochemical industngl @ervices are growing while the “old”
industry is slowly decreasing in terms of employireamd share of GDP.

The Swedish labour market is highly organized wiih membership levels in trade unions
and employer organisations. Trade union membeisagpslowly decreased during the last
fifteen years or so but is still around 70 per ¢chigher among white collar workers and women
than with male blue collar employees. Cherishethas'Swedish model” the social partners
have traditionally followed a policy to regulatesthrelations in binding collective agreements
and to keep out the state as much as possibleciabpe&oncerning wage bargaining. Hence
more or less three-partite central agreements leetwatate, employers and employees
organisation are non-existent in Sweden. Colle@yreements is still the norm on the Swedish
labour market (around 90 per cent of the total eygd and 85 per cent in the private sector
are covered). Until to the beginning of the 19984sgaining for wages, as well as on other
issues, was highly centralized to the central llemgganisations LO (The national
Confederation of Trade Unions) for blue collar wenk TCO (the Swedish Confederation of
Professional Employees) for white collars and SAQ@Be Swedish Confederation of
Professional Associations) for professionals withagademic degree. On the employer side
SAF (the Swedish Employer Association) was the datmg organisation. However, the role
of the central organisations have changed conditlesance the 1990°s. Collective bargaining
is now taking place at the sectorial level. SARaed this change by transforming itself into
Svenskt naringsliyConfederation of Swedish Enterprises) in 200IndéeLO, TCO, SACO
and Svenskt naringslitoday are best characterised as lobby organisaggugped with
merely informal co-ordinating power especially ceming wage-setting and collective

146 OECD survey of Sweden 2016, Eurostat 2016 andSWedish Government Statistics 2016.
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bargaining. Very few collective agreement betw8ganskt Naringsliand LO on the central
level has been negotiated during the last twengrsyeHowever, since 1997 the so-called
“Industrial agreement”, signed by most sectoriatler unions and employers organisations, has
served as a norm-setter for wage increase on tlegliSiwlabour market adjusting the level to
the export sector with an aim to maintain Swed@ngetitiveness on the European and global
markets.

The Swedish Vocational and Training education sygMET) is often described as a school-based
and state regulated systefi’However, since 1991 schools up to the secondargrufgvel
(Gymnasiumis financed and ruled by the 290 Swedish Commuiks 1991 reform has been
highly disputed and is currently challenged both dmwveral political parties and interest
organisations (most importantly The National Teashiion,Lararnas riksforbunyiand might be
changed in the future. In 1994 a program-basedeipear integrated upper-secondary school
system was introduced which implied that also tlearvocational programs would qualify for
higher (university etc.,) education. The officiajament behind the change was to provide basic
knowledge in language etc., for students in ord@dequately prepare them for a more knowledge-
based labour market and economy in the future. & basical of this reform have pointed out that
this has caused a relative high drop-out numbstuafent which left secondary upper-level school
without a complete education making them extraexdhle on the labour market. Hence in 2011 a
reform was introduced which split up the systenteiad creating 19 different programs of which 7
qualified for tertiary university studies while @il not do so. Still this has not led to that thener

of drop—outs of the upper-secondary level has dedliEven before and now after 2011 it is below
the EU level: in Sweden 8,6 per cent and in EU J®&#cent*® What is perhaps worse is that
around 20 per cent of the students are not eligdhocational upper secondary program as they
lack grades in languages and mathematics in pktiti Equally worrying is that around 20 per
cent leave secondary upper school without a compliploma — making the real drop out numbers
higher than officially registeret?® In 2014 it is calculated that 27 per cent of thedents are
following the vocational programs while the restthe large majority — attend to the more
“theoretical” programs giving access to universitydiest®! There is at the moment a tendency
that this share is sinking quite fast.

In the early 2000°s a tertiary level of he SweddET-system was created , the so called
“higher vocational education’kfalificerad yrkesutbildning Since 2009 there is also a state
“Swedish National Agency for Higher Vocational Edtion Myndigheten for Yrkesskolan
responsible for providing higher vocational edumatin different Swedish regions. Their
programs usually runs for two years but they can bk shorter. Here work-place training is
combined with school-based training (so-called LULArande iarbetslivet). The providers of
education are private companies, but could alsariersities, communes and other public
authorities. In 2016 there is around 25 000 studemtal 446 programs afrkeshdgskolor
all around Sweden.

147 Jonathan Winterton etc 2000; Tony Huzzard anditeSchaefer,”"Sweden: The Winners Take it all”. In
18 35ee The National Agency for Education (Skolvetketveden. VET in Europe - Country Re@iii4, p.
123

19 pid, p. 22.

150 Anders Forslund- Mattias Engdahl "En forlorad gextion”. Expertgruppen for studier i offentlig elomi,
Finansdepartementet.

151 1bid.
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The Swedish school-based VET system give littlesgar direct involvement from the point
of view of the social partners. Since the early @8CGhere is an “alternative” system of
privately based (ran by trade unions among otHestihogskolor(Folk high schools) which
provide some vocational education. In contrastfao,example, Germany’s workshop and
apprenticeship, schools are almost non-existemhenSwedish VET-system. This does not
mean that on-the-job training does not occur, bat it is specific for different workplaces and
based upon collective agreement at the branch.|€uelthe sectorial level there are also a
number of advisory boards and other bodies thdsdegh competence issues concerning the
specific branch. One example lisdustriarbetsgivarnas kompentensrdidhKR) especially
concerned with skills development in the metal andineering sector. Here, trade unions are
represented at the sectorial level. In 2015 IAKRied through a survey which showed that
there exists a high commitment among the answeritgyprises to social dialogue on the local
level 152

2. Engagement on national/sector/ enterprise level

Given the traditional school-focused system, comdbivith a rather ambitious funding of
education based upon taxes, the Swedish socialgrathave generally not regarded VET as a
primary responsibility. Moreover, the so-calledesliish model has drawn clear demarcation
lines between what is supposed to be the respditsifithe public sector versus what is that
of the social partners. This does not mean tH#drdnt initiatives has not been taken on the
central and sector level to increase engagemanst, ki accordance with the European Lisbon
strategy launched in 2000 at the European levél $atial partners in Sweden have committed
themselves to the idea of a knowledge-based ecorerhgncing the role of training and
education to increase growth and productivity. iBgithe years following the Lisbon Summit,
this led to a wide discussion on “lifelong learrinmainly initiated by the trade unions at
central level. Secondly, the replacement of th@adalemocratic government in 2006 led to
fears among the trade unions of a radical “systeif’ @way from the Swedish Model, also
including the existing education and VET system&sMcriticised by the trade unions —
especially by LO —was the diminishing funding<@imvux(municipal adult education in order
for drop outs to finish secondary upper educatioerthancing their perhaps low marks in
different subjects in order to make the studentsensompetitive. Moreover the cutting down
of the labour market programs for unemployed earlierganised by AMS
(Arbetsmarknadsstyrelsemow Arbetsférmedlingenwas also severely criticised because at
least some of these programs provided upgradisgité in order to increase employability.

The general framework statement by ETUC, UNICE &ig€EP from February 2002
concerning lifelong learning was endorsed by LO &wnskt Naringslivin May 2003,
showing both parties’ commitment to the establishimef learning organisations, skill-
upgrading, social dialogue and increased sociahges’ involvement in VET. However, at
least since 2008 this discussion has come to a@stiin. While principally in agreement for
the need of lifelong learning different parties apartners have tended to disagree on
definitions as well as the methods for settingpit(especially the issue of funding). While the
trade unions have tended to see lifelong learngng method to raise competence for all, the
employers’ organisations have favoured a more iddal approach. Concerning the financial
part the trade unions (including the central orgations LO and TCO) as well as political
parties on the left have favoured state sponsafrgp calledindividuella kompetenskonton
(individual competence accounts) for all, while tentre and right wings parties as well as

152 Industriarbetsgivarnas kompetensrad, "Kompetensekeb”.
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Svenskt naringslinave preferred individual accounts financed irestbn by individual
employers.

Ever since the 1980s the emphasis on sustainabllearganisations has been strong and has
involved the social partners in dialogue. Launcimearder to overcome industrial disputes and
to establish new forms of work organisation theallelnion (Metall) and its counterpart at the
time VF (Verkstadsféreningglaunched the programet goda arbetef{*The good working-
life”), followed by “Sustainability at work” ilallbart arbetg whichalso included demand for
skill development and upgrading of competencess@alby in the industrial sector. In these
programs social dialogue was favoured as a meamske the trade unions a partner also on
broad working life issues such as better work oiggion, health and safety, co-determination
etc. Thus from the outside Sweden in the 1980918 was regarded as a progressive force
in developing new ideas concerning working-life dadpromoting social dialogue on both
the central and branch-level.

From the late 1990s onwards LO has launched pragremmcerning learning at work,
especially Det utvecklande arbetéta developing work-life”), and starting in 1996etiKAL
program (Knowledge development concerning work miggtion and wage systems}.These
and other programs have been concentrated mairtlymissues: first, learning in the meaning
of developing more varied tasks at the work-plagteb fulfilling the social and intellectual
needs of employees, and, secondly, to find mean®ribancing influence over one own
working conditions. Hence the emphasis have beetevelop forms of organisation that
would equip employees with a better knowledge Hasedapting to new jobs, skills and
working conditions in a new working-life necessthby a more knowledge-based society and
economy. This has also been a leading aspect dfatie unions involvement in the discourses
on Life-long learning. Not surprisingly, given tBsvedish model, to a very little extent have
these initiatives more directly focused on the stfased VET system and its institutions.

After the reform of the upper educational systen2011 however, further steps at the political
level have been taken to involve social partnerthenformal VET system. At the national
level, 14 national program councils have been ingatgd, one each for the different vocational
programs plus two additional. Their function haei to establish a dialogue between the
National Agency for EducatiorSkolverket and other stakeholders. The councils consist of
representatives from industry, social partnersmaathbers of municipal or national authorities.
The councils are advisory bodies but is aimed &ater a dialogue concerning the effective
working of the public VET provisions and the demaithe labour market. The social partners
on the central level are also involved in the “Labmarket council” Arbetsmarknadsradgt
which is linked to “Swedish National Agency for Higy Vocational EducationMyndigheten

for yrkeshogskolan

Especially the introduction of third-level higheyoational schools and the LIA after 2009 (se
above p.) have started a new development to ievible social partners and trade unions —
mainly on the sectorial level - in the VET-systdro.be eligible for higher vocational education
the applicant must a hold a diploma from an upge&osdary school (or from any other
municipal adult education). The graduate receivéiplama after achieving enough credits. In
many cases Swedish is included in the training qamogwhich is aimed to non-Swedish
residents. Work-place training is an obligatoryt jpé the education.

153 LO
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In addition to the creation of higher vocationdi@aling so-called “learning centrdarcentra)

has been launched in more than 100 Swedish muhimpa Their function is to service as a

local centre for vocational education and traireghe local level. They are supposed to link
up and create networks of municipality, employémsgde unions and other organisations as
well as providing IT- services and guidance fodstuts in all higher education. Also in some
places local universities and university collegesiavolved in the learning centré&¥.

In the collective agreements signed by branch-Ilsveial partners, both parties usually commit
themselves to a dialogue concerning skill develagnteaining-on-the job, etc.,. However on
this level the agreements are seldom very conciiédte. Trade of municipial workers is
Sweden’s largest trade union with more than hatfilion members. In its latest (2016)
collective agreement with SKL (Swedish Councils drahdsting there are only a brief
mentioning of the importance to develop the indinld worker’'s competence “through
experience and education”. Especially in focusehaeen Nurses aidsr(derskoterskgrwho
must be better supported in finding fitting eduzatat theYrkeshdgskolam order to increase
their competence and career development. In geteeras it is also said that: “Individual
workers upgrading of competences through learningh® job and education presents a
precondition for increased productivity and quadityd in consequence for wage incredse”.

On the private side the most important trade ursdf Metall (around 300 000 members). In
the very end of the collective agreement 2013-Ifean added protocol stating both the
employer and the employee’s responsibility forl sleivelopment. For the former this means
that “both work and the work organisation must beedoped in order for employee’s skills to
be renewed and enhanced “. For the individual eyggat is stated that he or she must take
own responsibility for own skill improvements”... agding to the needs of the enterprise”.
Furthermore it is stated that the forms of competetievelopment must be adjusted to the
specific long-term conditions of each enterprisastly, it states the necessity of a “systematic
and goal-orientated development work”, involving #amployee as well as the necessity of
having a running social dialogue with the locatiFainion at the enterprise lever

Much work on the sectorial level trade unions hagrbspent negotiating for collective
agreement concerning the right for employees toagegtheir skills. Most recently two trade
unionsLivs (Swedish Food Workers Union) ahtbtel och RestaurandgHptel and Restaurant
workers union) have negotiated to achieve this.gdalvever especially among those trade
unions belonging to LO many complaints have be&edaconcerning implementation of the
collective agreements. Not seldom is it statetlttiexre exist fewer skill development schemes
at the work-place level now than it did ten yeaaskbin which trade unions have had a hand.
Perhaps one of the reasons behind such weak imptatioa is that most trade unions have
insisted upon that higher competence automatisalbyld be a ground for wage increase. This
view is not shared by the employers which ratherssa@l improvement as a necessary means
for productivity increase but not for raised wag@sthout doubt mixing the issue of a new
wage system with competence lifts have slowed dih@nmplementation of new initiatives
concerning skill enhancement.

This does not mean that no progress at all have iInegle- but rather in services rather than in
industry. A somewhat unique agreement of latehoalgh not in the form of a formal collective
agreement - has been to establish a college fdthhaad medicine in collaboration between

154 Skolverket
155 Kommunal, p.22.
156 |F Metalll
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SKL, the Private Care providergdrdforetagarna and the trade uniokiommunal Its aim is
to ensure the supply of skilled employee’s in #wa@ and training for existing personnel.

Lastly on the enterprise and individual level thisrenuch vocational training on an individual
basis. In 2010 an estimate show that around 2aniéimployees took part in at least some
form of on-the-job training. It is impossible toyga which extent local trade unions have been
involved in dialogues concerning such individuwalriing. In some localities and branches so-
called “Vocational boards™(rkesnamndéror “Competence councilsKpmpetensradhave
been set up in which both social partners are ptebesuch cases they have been involved in
providing certificates, organizing some local appiae programs, work introduction programs
etc. As noted, regular apprenticeship is very ualsuSweden but in some industries work
introduction agreements have been signed betwederpeises and trade unions in which also
the local division ofArbetsférmedlingers involved in financing. Such agreements — gély
rare - admits shorter periods of apprenticeshifh wither forms of vocational training. The
few examples that exists is situated in the consbm and electrical branches. In 2013 it was
calculated that only 6 000 individuals belongedihoapprenticeship prograi¥l. The current
government seeks to increase this figure to 30 AAR014 the former government set up a
so-called YA-program ( “introduction to a job” )rfgoung workers subsidised by the state.
The arrangement is that the worker should be tdalfieper cent of their working time and also
have a personal instructor.

At the local enterprise trade unidiagkklubb)level there exists surprisingly few agreements
concerning competence and skills, perhaps because aoted there is often the expectation
by both sides that this would imply the introduntmf new wage systems. Ten years ago it was
calculated that 77 per cent of all workplaces wustry lacked a local agreement concerning
competence and skills. Among white collar emplayegganised in TCO and SACO the
situation is a bit better, but also here the |&é@e unions are not so much involved as learning
and upgrading of skills to a large degree are haegaby the individual worker and the
employer. However, there are examples of localeagents with trade union involvement also
in LO local trade unions. When such an agreemeat signed in 2004 between SAAB
Powertrain in Trollhattan and the local trade dllyas described as “unique”. Also LKAB

— the mining company in Kiruna in the very northSsfeden - was very early in 2005 when
they signed an agreement. On the whole since tieme have been more agreements of this
kind. But there is great variance between branemeswork-places. Among big companies
and among white collars workers progress has beste, but not so much in small-size and
low competence industry and services.

3. Strength and weaknesses

Full employment has been a main political target S3wedish governments since WWII.
However, a “jobs first” strategy was even more jpumced when the central and right wing
government took over from the social democraticegoment after the general elections in
2006. The new government’s analysis was that WedSh labour market was in need of
structural reform creating more jobs and more Béity. An enforced jobs first strategy
(Arbetslinjer) was especially important in order to decreasg-fenm unemployment and to
stop the trend of more sickness-leave cases. Henamber of reforms were launched in order
to make work more profitable for the individual.sibg economic search theory as a frame
such reforms included everything from tax cuts fleose in work, cutting down on the
traditional programs for the unemployed to makenysleyment relief less generous etcetera.
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The reforms in the VET system was specifically almeincreasing flexibility and to make it
easier to find a job for young people leaving tbleo®l system. It was supposed that the old
school-based system created a mismatch problenthab ET must be more adapted to the
actual needs of the labour market.

Hence the inauguration in recent year¥ déeshogskolari,IA and more involvement by the
social partners at the local level must be seent@npts to make the VET system more
“employment friendly”. To what extent this straydgas succeeded or not is too early to say.
In terms of number of programs and studérkeshdogskolahas made progress, from 2015 to
2016 there was an increase of 25 per cent of stsitieking part>® However, it is unlikely that
the current situation of rising employment and rgking unemployment has been a
consequence of such structural reforms. Rathefléats the high growth rate in the economy
made possible by rising exports, a modest butestalall income increase of households, a most
probably undervalued Swediklonaas well as a highly demand-stimulating macro-eouno
policy with minus-zero interest rates.

On the other hand the existing VET-system wirholtwious problems seems not to have
hindered the present rather positive developmettenmaof the Swedish economy and labour
market. On the whole it has so far been abledwige the Swedish labour market with enough
trained persons. According to forecasts howevenoihing happens in 2030 there will a
shortage especially of upper secondary educatestmeel in health care and perhaps also to a
lesser extent in engineerift. Still it is not possible to say whether it coulavie done better
with another system of vocational education or vaitmore offensive policy to increase skill
performance. Without doubt there are a numberaflenges which connect to the present
VET- system that must be faced, especially if theent macro economic situation would be
negatively affected by a general slump in the dlabd&uropean economy (further financial
and debt crisis, etcetera).

In 2008 the OECD presented a review of the SwedEh- system pointing out some of its
strengths and challeng&8.In general their conclusion is that the systemksauite well in
terms of a rather modest drop out rate in uppeorsdary VET, the relatively high status of the
VET-programs in contrast to many other countriegrght can be a stigma to enter such a
program, and that the local municipalities in gahare innovative and flexible. On the other
hand OECD points at important challenges. Finsgnoployment rates among young people
are too high in Sweden perhaps mainly due to legarvation wages caused by high minimum
wages in the collective agreements. However, ORED asks whether this also could be an
effect of the VET- system not delivering the reqdiskills. The second main challenge is that
there exists a “large separation between the wafridork and the world of educatiotf* in
Sweden which is significant also in comparison wité other Nordic countries. Hence there
is a risk that VET does not meet the requiremehtmaver most fast changing economy and
labour market. The OECD report also points to te structure of VET- teachers and trainers
a majority being over 50 years of age, perhapgatuotig their inferior personal experience of
modern technology and work-life. Thirdly, they pbto that social partners involvement in
VET is (perhaps surprisingly so) quite modest we8en. Especially in comparison with
Denmark where the social partners have a decis@king role in VET concerning curricula,
practical training content, duration of practiaaliming, examination requirements, etc., while
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in Sweden they only have an advisory role. Agaih& background the OECD make two
recommendations. First, Sweden should maintairharemt upper-secondary school program
as much as possible not dividing it further intpasate “theoretical” or “practical” programs
(this advice was not as we saw followed by the Sstegovernment) Secondly, Sweden needs
a stronger mechanism through which social parto@nsconvey labour marker requirements
into VET providers. Hence on the central levelaidhal commission should be established
making possible for example more on the job agregsnapprenticeship programs, etc.

Even though much have happened since 2008 in @&rMET some of the challenges pointed
out by the OECD are still there (and might evenehbgcome more serious) while there are
also new ones. First, the drop-out figures atter dreation of a two-tiered secondary upper
level system in 20 (against the recommendatio@BED) drop-out figures have increased,
especially in the “practical programs”. Moreovee ihterest in them have slowly gone down
with fewer students each year. Secondly, it is npassible that LIA and the introduction of
Yrkeshogskolohave diminished the division between the “worldvairk” and the “world of
education” creating a better skill match concerrimgrequirements of the labour market. But
it too early to say for sure. Thirdly, on the lodavel (municipalities, learning centres, and
vocational boards) the social partners’ involvemanWET seems to have been strengthened
during the last years..

Since the OECD report another important challenge turned up: the integration of
immigrants into the labour market. Sweden has alerlast years been one of the most
generous countries in Europe accepting refugee gmation. At the same time unemployment
among migrants have traditionally been much higjen for those born in Sweden; some even
speak of the existence of structural discriminatarthe labour market. This means that the
current much higher migration needs to be met bghmapeedier integration than previously.
To what extent the VET-system can be reformeddeioto create faster integration is currently
discussed at large in Sweden. At the central lhexke are steps taken to create different “fast
track” arrangements in order to make immigrant jebdy at a much earlier date than now
when it can take several years. This means thaitepiof the Swedish language but also
individual testing of skills and much more. In aghime this will imply great costs for the
tax-payers but in a long run perspective — giveriglrel of migrants-integration into the labour
market - the gains will most probably prevail wildss problems of an ageing workforce,
etcetera.

So far too little have been done to engage theabgartners in taking responsibility for
integration. It is vital that enterprises are éeteady to look at their recruitment policies in
order to avoid discrimination and in evaluatingitihequirement of skills needed for a specific
job. Among the trade unions there has been ali@anany new entrants on the labour market
will create a downward wage spiral and hurt the @ske model of collective agreement.
However such an attitude must surely be changedonme extent there are promises in this
direction. Especially the white collar TCO hasemdty in a report called “Welcome here”
(2016) listed a number of suggestions how to increase the iatiegr of foreigners to the
Swedish labour market, several includes espedaityeted VET- initiative$®? Moreover, at
least two of TCO's sector level trade uniobérarforbundet and Vardférbundethave
negotiated agreements with their employer part @ast track” solutions for migrants
especially better and faster evaluation of themmfa education and individual skKills.
Concerning LO it suffices to say that it has besws lactive so far but this might perhaps change.
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In general with regard to trade union involvemenMET and competence increase it can
generally be said that the result so far has bater disappointing. Although a majority of
sector level social partners now have collectivee@agents concerning skill and competence
increase the implementation has been rather wésdchaps a main reason have been that this
issue has been to closely connected to wage bargahthe branch and local level.

Conclusions

The Swedish VET- system is traditionally charaskli as distinctively school-focused with
rather little involvement of the social partnerspecially in deciding roles. Over the last ten
years a number of reforms on the political leveldlaeen inaugurated in order to increase such
an involvement with an aim to meet the new requaets at work and on the labour market.
However, among the social partners there has bestand-still of new initiatives after the
discussion of lifelong learning lost its impetugiwihe coming of the financial crisis in 2008.
Most probably the problem of the central partiegbitity (or unwillingness) to negotiate have
led to that not so much has happened concernegslie of apprenticeship, to establish new
partnerships on the enterprise or local level conng VET-issues, competence lift schemes,
etcetera.. At the sectorial level a number of ctile agreement have been closed which
include a commitment to skill and competence dgualent. But they have been difficult to
implement at the local and enterprise level. Aggahconclusion is that during the last ten
years or so there has been many new initiativésepolitical level to make the Swedish VET-
system more prone to combine “the world of workhwihe world of education”. In this
development the social partners are supposed toilmate with expertise but not so much in
decisition positions. But on the firm or local Iéuaplementation of collective agreements on
the sectorial level has been slow. Many initiatihese have been blocked by controversies
concerning wages. This has certainly weakenedlge unions and social partners position in
VET development. To this effect the Swedish mod&leeping the state and politicians at bay
have not been a very successful enterprise.
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United Kingdom
By: Jonathan Winterton

ILO project: Trade union involvement in skills development

BACKGROUND

After providing a brief overview of the UK econoragd the nature of the labour market, this
introductory section explains labour market regqufatmechanisms and outlines the key
characteristics of the skills development system.

UK economy and labour market

Like other developed industrialised economies, eypkent in the UK has shifted from

industry to services. Manufacturing contracted maapidly in the UK than other G7

economies, from having one of the largest shard948 to the lowest in 2010 (ONS, 2014).
Unemployment grew post 2008, peaking at 8 perice®®11 then steadily fell to 4.5 per cent
in 2015. Long-term unemployment (LTU) rates peake8 per cent for men in 2013 (LTU for
women is about 1 percentage point lower) and dimee declined. Youth LTU rates followed
the same trend, peaking at 5 per cent in 2012 alidg to half that rate by 2015 (Eurostat
data).

Despite the contraction of manufacturing, growtrsefvices, particularly the finance sector,
maintained a relatively high employment rate intthg currently 76.7 per cent (82.2 per cent
for men, 71.2 per cent for women) compared withEbleaverage of 70 per cent (ETUI, 2016).
The employment rate of older workers has riserlt® fer cent, among the highest in Europe.

Trade union density declined from a post-war pdaker 50 per cent in 1979, to about 30 per
cent in two decades and remained around that plégal until 2003 (Visser, 2006: 44). Most

recent official statistics (BIS, 2015) report oMktade union density at 25 per cent for 2014,
with a marked difference between the public se&4r3 per cent) and the private sector (14.2
per cent). Unionization rates for men have declimede than for women: in 1995 these were
respectively 35 per cent and 30 per cent, wherga0h4 the situation was reversed, with
union densities of 22.3 per cent and 27.7 per @=gectively.

In terms of skills, the UK has long been seen dhéting a ‘low skills equilibrium’ (Finegold
and Soskice, 1988), characterised by a relativegh tproportion of workers with no
gualifications above elementary schooling and aaflgca deficit of intermediate skills
compared with continental European economies. SSkitlortages were the focus of many
policy initiatives addressing the supply side (Migrs and Ryan, 1990) but Green and Ashton
(1992) argued the emphasis on skills shortagesafuedtally misconstrued the real problems
of the country’s skills base: skills utilisationcadeficiencies in demand were also responsible
for the failure to establish a better-trained araremproductive workforce (Glynn and Gospel,
1993).

The skills distribution of the UK population can dssessed from Eurostat data showing the
share of the population by educational attainmiiet|atest available data from which are for
2014. Using ISCED qualification levels as proxy swas, the proportion of low skilled
(ISCED 0-2) is about 22 per cent, medium skill€sBQED 3-4) about 42 per cent and high
skilled (ISCED 5-8) about 36 per cent of the wogkamge population overall (Dolphit al,
2014).
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Table 1. Percentage of population by level of eduttanal attainment

ISCED 0-2 ISCED 3-4 ISCED 5-8
UK 25-54 years 18.9 38.5 42.6
EU28 25-54 years 21.3 47.0 31.7
UK 55-74 years 30.4 38.6 31.0
EU28 55-74 years 38.6 41.9 19.5

Source: Eurostat, 2014 data.

Regulatory frameworks

The UK has ratified all 8 of the Fundamental Ingional Labour Standards and 3 of the 4
core governance standards [Convention C129 rel&dingbour inspection in agriculture has
not been ratified]. The UK labour market is onelha least regulated in Europe, despite the
adoption of the principles of the European Soclay@er in 1997 and remains quintessentially
a liberal market economy. With no formal mechanisfos social dialogue, collective
bargaining is based on voluntarism: employers atdagally obliged to recognise or bargain
with trade unions, although in practice they do sehworkers are well-organized. The
protection of basic trade union rights was effectedugh the legal expedient of ‘negatively-
expressed immunities’, a mechanism to prevent ticst@mmon law rulings on the illegality
of various trade union activities being used tospré unions from operating. Unions accepted
voluntarism and developed strong workplace orgaiozaather than relying upon statutory
support, although governments did provide undeipgemployment rights.

The election of a New Labour Government in 1997 enkittle difference to labour market
regulation; the restrictive labour relations legigin of the Conservative era was retained,
although New Labour did sign up to the Europeang&@harter. Most significantly, however,
there was recognition of the chronic UK skills défand a commitment to capitalise on union-
led learning at work, as detailed below.

Skills development system

The UK skills development system has undergone segyrendless revision in the past forty
years resulting in a bewildering succession of gearin the institutional architecture. Space
precludes a comprehensive history of the diffemestitutions, but some of the key features are
outlined because they are relevant to trade umgagement with the skills agenda (for further
detail see Hyman, 1992; Keep, 2000; 2015; Raini®d0; Senker, 1992).

Traditionally, skilled workers followed an apprergship, usually lasting 5 years, and unions
were extensively involved in the regulation of &t apprenticeships, restricting numbers to
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maintain skilled worker wage differentials. Apprieeship systems varied according to
occupation, with the most regulated in well-orgadinccupations, such as boilermakers and
printers. In her seminal classic on apprenticeshipgpmann (1960) characteristised
apprenticeship as embodying an essential duabtythie apprentice of earning and learning;
for the employer of paying and training, locatiagprenticeship within both the economic and
education systems and emphasizing the regulatbey af trade unions. Williams (1963)
criticised the British apprenticeship system foralving unnecessary time-serving, for being
inflexible and out-dated, especially in relation demarcation, and for perpetuating male
dominance of skilled occupations, but also ackndgael that substantial decline in apprentice
numbers after the Second World War had led to gemséills shortages.

In 1963 the Conservative Government concluded $kdts shortages affecting the UK
economy were the result of ‘leaving training to ttliscretion of individual employers’
(Winterton and Winterton, 1994: 3) so introduceelltidustrial Training Act 19640 increase
supply of skilled workers, establishing statutaipdrtite Industry Training Boards (ITBs) with
powers to raise funds through a levy on employerd disburse grants for training in
accordance with sector requirements to prescriteiards. The Labour Government taking
office in October 1964 continued these arrangemastslid the Conservatives after the June
1970 election, although they reduced ITB powerse TA74 Labour Government made no
further changesand ITBs remained tripartite, rdatethe sector, ‘owned’ by employers and
unions, and largely unaffected by political changestil the election of the Thatcher
Government in 1979.

The ITBs and the grant-levy system were relatigelgcessful, if measured by the number and
quality of skilled workers trained. Nevertheless,iafluential group of employers persuaded
the 1979 Conservative Government that the traimégwy was an unnecessary burden on
employers and in the 1980s the majority of ITBsevdisbanded. The removal of institutional
support and the failure of employers to sustainsysem was widely seen as the reason for
the further decline in apprenticeship training (@&s1995) and contributing to the training
deficit in general (Layarcet al, 1994). Prais (1995), among others, called fa té-
establishment of the levy-grant system to boostitrg and address the problems of British
productivity and competitiveness.

To make VET qualifications more responsive to erppte’ needs, they were restructured into
competence-based National Vocational QualificatigN¥Qs) under the auspices of the
National Council for Vocational Qualifications (N@). The introduction of employer-led
competence-based qualifications was predicated bite\i?apers prepared by the Department
of Employment (DoE, 1988a; 1988b), which announdedher deregulation and new
institutions. Employer-led Training and EnterpriSeuncils (TECs) was established with
responsibility for disbursing government funding foaining to deliver national targets for
raising workforce skills.

The White PapeEducation and Training for the 21Century(DoES, 1991) gave increased
powers to the TECs to strengthen employer involvenine TEC model was built on output-
related funding, where funding was drawn down froentral government and disbursed in
relation to the number of NVQ completions, ineviyedncouraging providers to focus on level
2 qualifications, some of which barely met basigptyability.
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New Labour 1997-2010

The incoming New Labour Government in 1997 inhdrjpeoblems of skills deficiencies and
a dysfunctional skills formation system. A Natio&ills Task Force (NSTF) was established
to develop a National Skills Agenda and identifyliskgaps and skills shortages impeding
economic progress. The final report of the NS®Kills for All (2000) noted evidence of
widespread skills gaps and shortages, particuldriptermediate level, and proposed a new
skills agenda. The Sector Skills Development Agef8$DA, 2001) was established and a
White Paper21% Century Skills: Realising our PotentiéDfES, 2003) outlined the timetable
for creating Sector Skills Councils (SSCs), emptdge organisations that would replace
existing NTOs. The SSDA was responsible for fundind monitoring SSCs and developing
the skills strategy.

Modern Apprenticeships (MA) introduced by the Camasives were continued under New
Labour, despite concerns over quality (Gospel, 1@&pel and Fuller, 1998In 2001 MAs
were split into two streams: Foundation (leadindN¥Q 2) and Advanced (leading to NVQ
3). Traditional apprenticeships were by definithtviQ level 3 (EQF level 5) craft or technician
gualifications (intermediate skills). Under New loal large numbers of 16-18 year olds
formerly in government welfare-to-work programmbgted to apprenticeships but most were
at level 2; level 3 apprenticeships actually fetvieeen 1999 and 2005, reaching a plateau at
around 30,000 new starts per year (Steedman, 2011a)

Noting the UK was still lagging competitor natiomsterms of skills and productivity, the
Leitch Report(2006) recommended increasing apprentice numbkerployer investment in
level 3 and 4 skills and building skills at levelabd above, making the British workforce
‘among the most skilled in the industrialised wadrléurther control was given to employers
but with no statutory obligation to train (DIUS, @0). Theleitch Reportrecommended
creating a new Commission for Employment and Skilld reforming Sector Skills Councils.
The UK Commission for Employment and Skills (UKCE&s established on 1 April 2008,
superseding the SSDA and taking responsibilityié@nsing the 25 SSCs. Towards the end of
the New Labour era, the Government introduced simgephanges to the education and
training landscape through tg@prenticeships, Skills, Children and Learning 2@09.This
legislation gave qualified young people an entigdaemto an apprenticeship and created the
National Apprenticeship Service to encourage engojo offer apprenticeship places.

Conservative Governments since 2010

The Conservative-Liberal Democrat Coalition Goveeninthat assumed office in May 2010
initially ‘made no fundamental changes to the dgsfional apprenticeship delivery model that
it inherited’ (Steedman, 2011a), a model markedheycontradiction of ‘a feeble regulatory
framework’ coupled with the state playing a dominate in the design, content and delivery
of apprenticeships ‘without any real engagemenh veinployers or learners’ (Steedman,
2011b).

The Wolf ReportDepartment for Education, 2011) noted that lovelé/Qs, notably NVQs,
have no significant economic value unless theypareof apprenticeships, which by contrast,
have very high returns.

The Richard Reviewecommended enhanced employer engagement in aippsdmps and
proposed that high level apprenticeship standandsild be developed for each sector by
employers (Richard, 2012). The Government respond#dd an implementation plan (BIS,
2013), deregulating thapprenticeships, Skills, Children and Learning 2009in 2014 to
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enable the transformation of the apprenticeshigeaysbased on new employer-designed
Apprenticeship Standards.

ENGAGEMENT OF TRADE UNIONS IN SKILLS DEVELOPMENT

This section provides a detailed analysis of hoaddr unions have engaged with skills
development issues at national, sector and engerpevel, with particular emphasis on
developments since the 1990s. The order is takemtine top down because this accords better
with the chronology of the emphasis on trade umictivities in skills development becoming
increasingly focused on the sector and workplacelse

National

There has never been national bargaining in thelikiK the inter-sectoral bargaining that
occurs in France or the centralised framework nagons of Sweden. In the UK, reference
was often made to ‘national agreements’, but these, in factsectoralagreements, such as
those concluded between the Engineering Employesderation and the Confederation of
Shipbuilding and Engineering Unions. The TradesodrCongress (TUC), the central union
confederation, and the equivalent central employeosly, the Confederation of British
Industry (CBI), have no regular forum for discussaithough there iad hoccommunication
between the two bodies. There is no formal socabdue committee like the Economic and
Social Committees established in member statesaprepto join the European Union. Indeed
the term ‘social dialogue’ is seldom encountereBritish industrial relations, in contrast with
Ireland which appeared to have enthusiasticallyragdd the European concertation model, at
least until the 2008 financial crisis (McDonougtdddundon, 2010). This does not mean that
the principle of tripartite bodies is unknown: M&C created in 1973 under the Conservatives
was an example of a tripartite national institutiatthough it was quickly replaced with an
employer-led institution by the Thatcher Governmastwere the ITBs.

During the 1980s, the TUC became the major advofmateaising the skills of the UK
workforce (TUC, 1989). Individual trade unions hddveloped strategies for engaging
employers in negotiations over training opport@st(e.g. Manufacturing Science Finance,
1987; 1988) with varying degrees of success. Samna had established initiatives to bring
members with few formal qualifications back intarieing, notably theReturn to Learn
campaign of the National Union of Public Employ@e8/PE, which merged into UNISON),
which had large numbers of ‘unskilled” workers iospitals and local authority workplaces
(Munro and Rainbird, 2004).

This focus on learning and skills was part of thealled ‘New Unionism’ agenda which aimed
to engage employers in joint action or partnersfopkarning (TUC, 1990; 1994), and marked
the start of the TUC’'s modernization agenda undier leadership of John Monks, who
subsequently became General Secretary of the Eamoprade Union Confederation (ETUC).
New Unionism was in stark contrast with the milttérade unionism of the previous decade
and was not short of detractors, even though thiggdiions of adversarial industrial relations
had been graphically demonstrated by the defetditeo1 984-85 miners’ strike (Winterton and
Winterton, 1989).

New Unionism and the New Bargaining Agenda focusnamkplace learning (Munro and
Rainbird, 2000) appeared to resonate well withntessages of New Labour: a TUC (1999)
negotiators’ guide to employee development schewas even jointly badged with the
Department for Education and Employment logo. Havetvsoon became apparent that New
Labour in Government was not the agent of the TUGdf, 2001). Criticisms of the New
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Unionism at the time centred on the argument thatgroper purpose of trade unions is to
defend workers’ terms and conditions and establistits to managerial prerogative:

promoting training and entering into partnershipthvemployers was seen as diluting trade
unionism, a distraction from the pursuit of thepeoper’ goals and a subordination of the
unions to management and government interests (dcke Payne, 1998; Kelly, 2004). Such
arguments resurfaced in debates over the effeasgenf union-led learning and whether
unions could or should contribute to addressindtKeskills deficit (Lloyd and Payne, 2007).

Successive Conservative governments from 1979 @7 18ad systematically enacted
restrictive legislation and reduced trade uniorolmement at every opportunity, which for the
most part was not reversed by the incoming New Lal@overnment in 1997. Nevertheless,
the Treasury under New Labour Chancellor Gordomirdield regular briefing sessions with
the TUC Executive Committee, which represented ¢$limg approaching national
consultation. The scale of the skills challenge badn identified towards the end of the
Conservative Government of John Major (DfEE, 199€) as noted above, one of the priorities
of the incoming New Labour Government was raisimglevel of workforce skills. In addition
to establishing the National Skills Task Force (IFyTo assess the existing skills base within
the UK and develop a national agenda for skillsettggment, the National Advisory Group for
Continuing Education and Lifelong Learning (NAGCEl.Lwas created to advise on
developing a culture of lifelong learning, and omlewning participation in learning. The two
reports produced by NAGCELL (Fryer, 1997; 1999) baagised the need for collaboration
between the social partners to develop workplagenieg, where efforts should be
concentrated on upgrading skills, especially ambtigse groups of workers with low levels
of participation in learning. In 1998 the Governmewldressed many of the NAGCELL
recommendations in formulating the lifelong leaghfBreen Papef,he Learning AgéDfEE,
1998b) proposed possible arrangements for Lifelogayning. The White Papérearning to
SucceedDfEE, 1999) outlined what would be in thearning and Skills Act 200Qvhich
brought all post-compulsory education (apart fraghér education) from 1 April 2001 under
the Learning and Skills Council (LSC), the 47 loeas of which were essentially the
successors to the 72 TECs (Winterton and Winte2663).

The NSTF produced its final repoB&kills for all: proposals for a national skills agéa in
June 2000, noting that the UK was continuing toldagind major international competitors in
terms of productivity and skill levels, with 50 pegnt fewer people qualified to level 3 than
Germany and recommending the establishment of amdagfor building workforce skills with
clear and explicit targets. This new policy apptoa@s not universally endorsed: the union
representatives in the STF argued for a stronggutsty framework because the voluntarist
approach had consistently failed to deliver. Cuég of New Labour’s ‘Third Way’ in VET
also argued it was likely to fail because Britaicésnpetitive strategy was based on price rather
than quality (Keep, 1999).

Whereas the Conservatives had sought to removeirttoms from influence over training
policy, the New Labour Government recognised thatffUC had become the major advocate
for training and sought to enlist the unions’ suppoaddressing the skills gaps and shortages
identified. The establishment of thénion Learning FundULF) was designed to promote
partnerships for learning between unions and engpso{DfEE, 1998a) in England and was
followed by similar initiatives in Wales and Scotth Initially, the various ULFs were
administered by civil servants with decisions oopgarsals being taken by tripartite committees
[the author acted as the TUC nominee for the ULdF@raired the WULF] but after the TUC
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Learning Services Division was transformed intocomtearn in 2006, the new body was given
responsibility for administering the ULF in 2007.

Box 1
unionlearn and the Union Learning Fund

Perhaps the most significant national skill develept initiative from the British trad
union movement was the establishment of unionlaachthe Union Learning Fund (ULR),
along with the creation of Union Learning Reprea@wes (ULRS), lay representatives
specialising in developing opportunities for leamiand skill development at workplace
level. The national coordination of these initiaswby the TUC has, by any standard, been
an outstanding success. The latest Unionlearn Arejeort (2016) noted more than 1,000
new ULRs had been trained and another 180,000 demrhad accessed learning
opportunities in the previous year while some 33Frojects with a combined value of
more than £11 million had been supported. In tmeyears since the establishment| of
unionlearn, almost half a million lay representasihave been trained, including 34,111
ULRs, and an estimated 2.5 million individuals haeeessed learning opportunities gs a
consequence of these efforts.

Source: unionlearn (2016)

Early ULR activity was focussed on basic skills,iethwas inevitable for two reasons: firstly,
like theBargaining for Skillgnitiative which had to engage with the TEC anenthSC agenda
(TUC, 2002), the ULF projects were naturally makelly to succeed with LSC engagement
addressing New Labour’s focus on basic skills; sdtyg one of the unique advantages of the
ULF and ULRs was what the then head of unionlelaimm Smith, famously described as ‘the
Heineken effect’ [from a beer advertisement oftthee] in reaching those that others failed to
reach, bringing into learning those with littlerar experience of learning since leaving school
and often having had low achievement in the foromahpulsory system. In a context where a
substantial proportion of the existing workforcén#mts low levels of literacy and numeracy,
union-led learning has made a major contributiomttusion by meeting the needs of ‘non-
traditional’ learners (Rosst al, 2011) and appears to ‘generate even more derftand
learning’ (Findlayet al, 2007). If the UK is to raise thaverall level of workforce skills,
attention must be paid to those largely excludexnfrcontinuing vocational training and
lifelong learning opportunities. Nevertheless, ¢éhisrevidence of union-led learning initiatives
with employees that are already highly-skilled dhdse need also to be factored into the
analysis. Davies (2008: 312) described ULR actiuitythe communications industry with
unionised professional staff, enabling them to ss@slucation and training at work and which
is perhaps ‘more relevant in the fast-changingremment of the ICT sector than in other parts
of the economy.’

The first round of ULF provided some £20 millionfahding and this steadily increased year
on year until the 2010 election. Each year mor@@sals were submitted than could be funded
and the competition contributed to improving thalgy of submissions. As the ULF matured,
unions built sustainability into projects, embedgimitiatives in the workplace through
establishing facilities such as learning centreasth& time of writing the unionlearn website
reports that the ULF has disbursed some £150 milimce 1998, supporting 550 projects
involving 57 trade unions. Some 34,000 ULRs hawenlteained, 600 union learning centres
opened and an estimated 220,000 individuals acoesses each year through union-led
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learning. The current ULF round 17 (1 April 201&8% March 2017) supports 28 projects
involving 22 unions.

The White Pape21® Century Skill{DfES, 2003) made much of the potential for pasthip
approaches to raising workforce skills and refespdcifically to the role of trade unions
fourteen times [the substantive part of the Whipd? was more than 100 pages]. The TUC
welcomed the central strategy of establishing #dsSKklliance, comprising a high-level Social
Partnership Board with representatives from keyegoment departments (the Departments
for Employment and Skills; Trade and Industry; Warkd Pensions; and the Treasury) and the
social partners (TUC, CBI and Small Business Cdyres well as a Delivery Partners Board
led by the LSC, which was to deal with practicaplementation and operational matters.
Significantly, the White Paper also recognisedibed to develop intermediate skills (level 3),
where the UK is particularly deficient, whilst conting to address basic skills needs at level
2.

When the UKCES (2009) published its assessmentogfress on raising UK workforce skills
and targets for the future, the discourse revolaedund individuals, employers and
government: trade unions were not mentioned ondkenreport, which ran to 150 pages.
Reviewing the research evidence on the role anddétgf unions on skills policy and practice,
Clough (2012: 35) noted:
There has been minimal union involvement in skitbsmation such as determining
occupational standards and the qualifications oithwvtiney are based. This is the result of
the lack of social partnership institutions in MET system. There has been even less
involvement by unions in how skills are utilisedtla¢ workplace, which is the result of
managerial prerogative and limited collective barmya over such issues.

Inevitably the May 2010 general election that bidug Conservative/Liberal Democrat
coalition government to power, led to further retlut in engagement with the unions and
further institutional changes. The LSC was closadl replaced by the Skills Funding Agency
(and the Young People’s Learning Agency). The Uldswetained but funding was reduced
in the context of austerity measures and its fusiexen more uncertain since the Conservative
election victory in May 2015.

Sector level

There is an obvious logic to focussing initiatitesenhance workforce skills at sector level:
employers in the same sector have similar skikslse@nd employees are (or were) more likely
to continue working in the same sector. The reguiatf apprenticeships historically involved
sector level negotiation between unions and empddssociations, and common standards
for apprentice training served employer and emmagerests alike. When ITBs were created
in the 1960s these were naturally established @srskodies on the grounds that employer
collaboration over training would ensure standas#se maintained and offer substantial
economies of scale. Trade unions were involvedsaahuch from a rights perspective but for
the pragmatic reasons that they brought speciftcpational expertise from the ‘shop floor’
and that including an element of employee voiceld/abviate the need for subsequent, and
perhaps protracted, negotiation or resistance atlelrel of individual workplaces and
enterprises.

In the 1980s, tripartite sector-level ITBs werelaepd by employer-led Industry Training

Organisations (ITOs) and while trade unions theeeadfiad no statutory role, ITOs often
continued to consult with them, particularly whehe ITO was a reconstituted ITB (the
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tripartite Clothing and Allied Products Industryaiming Board, for example became the
employer-led CAPITB Trust). When competence basmzhtional qualifications (NVQs and
SVQs) were introduced, employer-led Industry LeadiiBs (ILBs) were also established to
develop the underpinning occupational standardsallysthrough functional analysis: union
representatives were often involved in grounding #tandards in workplace experience
(Mansfield and Mitchell, 1996).

A study of trade union involvement in continuingcational training in 1993 found that trade
unions were centrally involved in the two remainifigBs, irrespective of the level of

unionisation (Winterton and Winterton, 1994). Whisgineering construction was highly
unionised, trade union membership had collapsedmstruction, yet union involvement was
seen as crucial in developing occupational starsdandtrades like bricklaying. More

surprisingly, in the two ITOs studied (chemicalsl @mgineering) the dismantling of the ITBs
had ‘made little difference to the degree of inevhent of the unions.il{id: 43).

The White PapeR1® Century Skillsendorsed the continuation of ITB arrangements in
construction and engineering construction, anddttat employers and unions were debating
the merits of re-establishing an ITB in the primdustry, but rather closed down the agenda in
concluding that ‘while the statutory levy approaey suit some industries, it is unlikely to be
a solution for many.” (DfES, 2003: 58). The Whitper nevertheless contained new measures
at regional and sector levels that included a gtrote for the trade unions. In particular, the
new Sector Skills Councils, building on the Se@&éills Foresight initiatives and Workforce
Development Plans, were to be encouraged to b®éetor Skills Agreements between trade
unions and employers’ associations to develop veockf skills in line with sector needs.

However, an implementation progress report on $&ttitls Agreements four years later made
only one mention of trade unions, in relation tdld project with Skillset, the SSC for creative
industries (EKOS, 2007). Another SSDA-financed gtad Sector Skills Agreements made
only one mention of trade unions concerning thgedor collaborative action (GHK, 2008).
Since the White Paper, Sector Skills Agreements lcbme interpreted as agreements
between employers over mapping sector skills needisdetermining how best to provide
them. Trade unions disappeared from the sectds $&ildscape and it should be noted that this
marginalisation of trade unions at sector levektplace before Labour lost power in 2010.
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Box 2
Communitas
The restructuring of the UK steel industry leddcoge scale job losses and those redundant
lacked appropriate skills for the new economy. ¢ same time steel-making work
processes were substantially transformed, so tlewsaining in the sector equally needed
training. In response to these needs, the Iron Steeél Trades Confederation (ISTC)
established Steel Partnership Training (SPT) tdoegpopportunities for funding and to
encourage former and present steel workers bacokléairning. In addition to trainin
learning representatives, SPT developed a systenrafud response to redundancy,
providing information, advice and training freecbfarge to workers under immediate threat
of redundancy, as well as developing basic skifisiricrease the employability
steelworkers and ex-steelworkers. When the IST@etewith other trade unions to form
Community, the new union also established an inaléget training division, Communit
which developed community learning centres opamton members their families and the
wider community. In 2014 a Learning Centre was egeat the Tata steelworks |in
Llanwern with support from the Wales Union Learnkund.

Source: http://www.learninginaction.co.uk/index.html

Enterprise level

Rainbird (1990) argued that the removal of unior@nf (most) sector bodies under the
Conservatives had the effect of stimulating tradem interest in regaining influence over
training at the workplace. The dissolution of (ModiBs prompted the TUC to develop
strategies for engaging with employers at entegparsd workplace level to negotiate access to
training. In the absence of social dialogue atomati and sector levels, enterprise and
workplace bargaining fulfil a similar role in a rkat-led training system but with no obligation
on the employer to bargain (Winterton, 2000; 2QI8)7).

Early attempts by the unions to develop a partrgigbproach to training met with only limited
success since UK employers took a very instrumeagptoach to training, preferring this to
be job-specific and non-transferable to reducerisie of losing employees with a portable
gualification to competitors. The TUC (1989: 11y@ed for Workplace Training Committees
(WTC) to be established in ways analogous to trltHand Safety Committees created under
the Safety Representatives and Safety Committegsll&eons 1977. WTCs were to have
statutory responsibility to develop a Training Pfanthe enterprise and establish minimum
training hours for employees. In the absence dfi sttutory support, union negotiators were
encouraged to develop a joint approach with emp§EUC, 1990). In.earning for Life the
TUC (1993) put forward ambitious proposals for riegong training agreements linked to
organisational strategy, training committees torapenalize arrangements in the workplace
and rights to training to pursue qualifications.

The Bargaining for Skills(BfS initiative launched in 1992 (TUC, 1992) markedhew

approach: in return for supporting government tex @ education and training (TUC, 1995a),
BfS was aimed at negotiating training opportunitiesha workplace (TUC, 1996), mainly
through establishing partnership projects with TECiselp deliver TEC training outcomes. In
their review of activities in the North West regjobundon and Eva (1998) noted that
Bargaining for Skillsvas largely the result of demand to raise awareokgaining initiatives

among workplace representatives ‘pushed by theladeal motives of new unionism and
pulled by the structural limitations of an employed framework.’ Earlier work had shown
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little bargaining was taking place over traininglghat representatives were rarely aware of
TEC initiatives and opportunities for training.

The extent to which trade unions succeeded in engagnployers over training was unclear
at that time. Using data from the third Workplandustrial Relations Survey, Millwaret al
(1992: 225) concluded that training had only bemmteded by management as a bargaining
issue by very few managements in recent years. d¢ew WIRS3 only asked about changes
in bargaining issues, so provided no indicationhef extent to which management routinely
discussed training with union representatives. @ayand Green (1992; 1994) found evidence
that trade unions were having a positive impacingreasing training opportunities although
this was not necessarily reflected in collectiveeagnents.

In a qualitative study for the Employment Departmeh leading-edgecases of union
involvement in continuing vocational training, emoyrs noted substantial value-added by the
unions, particularly where extensive work restruomy was involved (Winterton and
Winterton, 1994). Greeet al. (1995; 1999) offered statistical evidence frorarge dataset of
the positive effect of trade unionism on firm tiagefforts, also based on research undertaken
for the Employment Department. Based on a survem@ibers and union representatives
from the Manufacturing, Science and Finance Unkdayes and Stuart (1998) found union
involvement in training decisions at the workplaoebe associated with a higher level of
training activities and outcomes.

Data from the British 1998 Workplace Employee Relet Survey (WERS) showed a positive
correlation between workplace union recognition gi/ate-sector employer-provided
training (Boheim and Booth, 2004; Culgt al, 1998). Interestingly, the effect was most
marked for white collar employees and not evidéatlan the case of women manual workers.
Using Labour Force Survey (LFS) data, several saiffbreert al, 1999; Harris, 1999) found
training incidence and duration to be higher foionised workers, which was confirmed by
British Household Panel Survey data (Arulampalard Booth, 1998; Bootlet al, 2003).
Unionisation correlates with establishment size lange employers in all countries are more
disposed to provide training. Harris (1999) fournd only that large employers provided more
work-related training, but were also more willirggttain where there is a low probability of
obtaining return on investment.

Box 3
BAE Systems Military Aircraft and Information divis ion

Union-led learning has pioneered initiatives to mmage the potential of skilled employeges
by giving them increased responsibility. After allskmapping exercise within different
trades, union lay representatives worked with eyg#agroups to identify the skills from
another craft that would improve the process orctvithey worked. This systematic skills
optimisation programme identified tacit skills gaghinformally through work and resulted
in better skills utilisation bringing productiorfiefencies through relaxing demarcation gnd
establishing more flexible working practices whiobreased earnings and job security.

Source: Jameson (2012).

Arguably the most impressive progress in skill depment at enterprise level in the UK has
been associated with initiatives of the ULF (anelWielsh and Scottish ULFs) and the actions
of ULRs. Earlier attempts to establish trainingesgnents and workplace training committees
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met with limited success but it was clear thatudahg training in the collective bargaining
agenda was essential to increase workplace leaoppgrtunities (Heyes and Stuart, 1996).
Equally it must be recognised that agreements adwednsufficient guarantee of increased
training (Stuart, 1996) and that sector trainingeagnents have failed where the parties ‘lacked
the institutional capacity necessary to ensure ratice to the agreement at workplace level’
(Stuart, 2007: 15).

With the arrival of ULRs it appears that learningreements (TUC, 2003), along with
workplace training committees or working groupsrevamportant in making ULR activity
(TUC, 2004a; 2004b; 2006) sustainable (Hollinrateal, 2008), in turn contributing to
increasing opportunities for learning at work. Wéadind Stuart (2007: 20) provided qualitative
evidence that learning agreements wexe of the picture and were most effective when based
on shared commitment from the key actors in a ctmtehigh-trust, stable industrial relations.
A later study of 281 learning agreements confirrtteat workplaces where such agreements
had been negotiated were associated with managebs@mg more favourably disposed
towards unions, partnership and negotiation (Stfr11). Significantly, on the basis of a
survey of 415 employers, workplaces with learniggeaments exhibited demonstrably higher
union learning impact on access to learning angeaally, on organisational practices
including addressing skills gapbid).

Similar conclusions were drawn in the evaluatiorCoflective Learning Fund pilot projects,
which were seen to have evolved through ‘the emibgdof learning activity through joint
management/union learning committees and agreemgsiisart et al, 2011: 20). The
importance of workplace learning institutions wésoaconfirmed in other studies showing a
clear relationship with ULR effectiveness (Bacod &oque, 2010; 2011). Of all such factors,
the most powerful predictor of ULR activity and iemq is the existence of negotiations with
the employer over training (Saundey al, 2011). This is not as tautological as it mawgtfir
appear: negotiations over training do not occuomatically just because ULRs are in place
(not even with an agreement, although this makefaritmore likely) and negotiation
demonstrates employer recognition of, and engagewidn the ULR role.

Evaluating the impact of ULF projects in roundsBtlirough the largest workplace survey to
date specifically designed for this purpose, wentbmore than half the workplaces surveyed
had established learning centres and either sigméoh learning agreements (ULAs) or
established workplace learning committees (Stetdl, 2010). On the basis of surveys of
individual learners, union officials and employess found that the 1,777 ULAs in place by
2010 had played a pivotal role in institutionalgsinion-led learning and embedding learning
in the workplace (Stuast al, 2013: 240). Where ULAs existed, all perceivegacts were
higher, workplace learning centres were more likeljxave been established and employers
were more likely to report impacts on upgradindlskind organisational performance (Stuart
et al, 2013: 232).

The fact that union—management learning agreemeset® associated with higher

perceived impacts was also suggestive that a dediestitutionalization around learning

may be taking place and that such institutionabramay make a difference to the impact
that union-led learning can have at the British kptace. Taken together, the findings
reveal that new channels of voice around learnirigase workplaces involved in the union
learning model are emerging (Stuetial, 2013: 242).
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The most recent and comprehensive analysis of rifan effect on skills development is the
unionlearn research report by Stugtral (2015), based on evidence from the LFS 2001-2013
and WERS 2011. This report shows that the uniorrKro@’ [difference in training between
union members and non-unionised employees] incdesisadily to 16 percentage points in
2013: whereas 38.9 per cent of union members reghbidving received job-related training in
the previous 13 weeks [the standard LFS questioa]cbrresponding figure for non-union
employees was 22.9 per cent.

STRENGTHS AND WEAKNESSES

The establishment of unionlearn and the trainingybRs dedicated to promoting training at
work represents a major strength of union engagemih the skills agenda in the UK and
has prompted substantial academic interest (Alexxan@®010; Shelley and Calveley, 2007).
The amount of training activity developed has b&dpstantial and the results in certain areas
impressive, particularly in relation to providingcass to training for employees with few
gualifications or disadvantaged in the labour marker example, Martinez Lucet al (2007)
described ULRs engaging with migrant workers inwltekplace and community, and acting
as advocates to promote recognition of migrantalijoations. Accessing ESOL (English for
Speakers of Other Languages) provision and deveof@arning centres was seen as a
prerequisite to enable migrants to communicate t@icerns, but awareness of how to assist
migrants to use their qualifications and skills eged to be less developed. A body of research
has confirmed the positive role that union-lediéag has played in promoting social inclusion
among ethnic minorities and migrant workers (Heg€89; Mustchin, 2012).

Various attempts have been made to assess thd extehich unions and ULRs have had an
impact on access to learning and skills developmésing WERS data, Stuart and Robinson
(2007) explored the relationship between trade mumépresentation and training activity in
British workplaces and found union recognition laagositive effect on whether employees
received training and on the amount of trainingeneed. Hoque and Bacon (2008), however,
suggested that the relationship between union rettog and employer-provided training was
‘at best, weak’ and specifically concluded thereswa relationship between training and either
union density or the presence of ULRs, althougly thd find evidence of greater equality of
training opportunity in workplaces with ULRs. Usidgta from the 2007 unionlearn survey of
ULRs and matched data from a survey of managersprBand Hoque (2009) found 73 per
cent of ULRs reported they had a positive impaciabteast one form of either employer-
funded or non-employer-funded training, althougmagers’ views of the impact of ULRs on
training activity were significantly less posititkan the assessments of ULRs in the same
workplaces. Unsurprisingly, the same authors foltHdRs have greater impact where
managers value their activities and negotiate thiém when deciding training issues (Hoque
and Bacon, 2011).

There has also been considerable debate surroutitdéngle of union-led learning in union
renewal, with detractors arguing that union leagngian ‘implausible’ route to revitalisation
(Mcliroy, 2008) and agnostics criticising its apgatrfocus on employability and work-related
skills (Forrester, 2004). Accepting that there iasvitably constraints associated with unions
accepting state funding, Rainbird and Stuart (20éfLite the incorporation thesis, arguing that
unions have succeeded in critically engaging watirming in ways that support trade union
and member interests rather than becoming agentheofstate. Research on behalf of
unionlearn has also addressed this question andrdgrated that while union learning is far
from a panacea, it can support wider union agendasre and Wood (2007), for example,

183



discussed measures unions were taking to integnaie learning with the wider union agenda,
in particular recruitment and organisation. Thommpsd al (2007) found that union-led
learning has ‘clear, positive and increasingly ggosed effects on union organisation’,
boosting membership and bringing new individuats iactive union roles. Trade unions are
enhanced by participating in learning, and canrdauie to renewal but ‘unions’ maximisation
of the possible benefits is contingenbid: 26). Later studies of SULF projects similarly gav
grounds for optimism of the potential for contriimgt to union revitalisation (Findlay and
Warhurst, 2011). Moore (2009) found six unions wereng learning specifically as a
recruitment tool and a vital component of revitalgsunion organisation.

The major limitation of the unionlearn approach baen the absence of a statutory right to
bargain over training or legal obligations on enypls to provide training. Clough (2007: 10)
describes how TUC (1995b) proposals for a statytakage involving employer obligations
to negotiate over training and employee rightscimeas learning at work were not taken up by
New Labour once in office. Forrester and Payne §2@89) noted at the time the contradiction
between the White Paper’s (DfEE, 1999) recognitiwat it is the responsibility of employers
to train and the absence of any proposed ‘mechatosoompel employers to make such
training available.” Similarly, whilst the statuyorights granted under tHemployment Act
2002represented a major advance in guaranteeing appies for ULRS to have facility time
and similar support, the absence of statutobjigations on employers remains a major
limitation (Walliset al, 2005).

Comparisons (often drawn) between ULRs and Heaith Safety Representatives are
misleading because not only do the latter haver eclghts under the 1977 Regulations, they
are also part of the enforcement mechanisms oHtadth and Safety at Work etc Act 1974
which seeks to guarantee employees a safe andhyeadtrking environment. In the absence
of an underpinning statue &orkplace Training Agtfor example], requiring employers to
train and to negotiate over training, ULRs musspade employers of the merits of supporting
training. Such rights have been enacted in Freashsince the inter-sectoral agreement of
September 2003 (Le Deist and Winterton, 2012) wiizhid provide a model for UK trade
unions. In a forthcoming study of union-led leamin eight countries, we argue the need for
coordination at European level to promote morecéiffe trade union engagement in skills
development at national, sector and workplace sef&fuart and Winterton, 2016).

The weakness of a non-statutory framework for ingiand development is a recurrent theme
in general concerning skills development in the WKrelation to apprenticeships, Steedman
(2001: 35) identified this as a major weakness and of the reasons that ‘variability in
duration, standards, achievements and funding aok s$hat it is impossible to define
apprenticeship in Britain.” Several commentatorsedobetter examples where there is a
tradition of apprenticeships but quality is lowtire service sector (Fuller and Unwin, 2003a;
Lewiset al, 2008). Trade unionism has a stronger presernteisectors where apprenticeship
traditions (and quality) are highest. Shop stewarele ofterde factormentors of apprentices,
socialising them into the union as well as thetciaid a recent unionlearn report suggested
that ULRs should be involved in mentoring appresgi¢Hirstet al, 2014). Trade unions are
also supporting efforts to promote equality ancedsity in apprenticeships, by broadening the
gender and ethnic composition of participants (Mevand Williams, 2013).

The question of skills utilisation has become iasregly prominent in skills debates and

unionlearn (2012) recently produced guidance fgotiators on this issue. Keep (2000) first
mooted the idea that the real problem was one itif slemandrather than supply but few
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heeded the idea that skills utilisation and woramisation needed at least as much attention
as training opportunities. Themployer Skills Surveysdertaken in 2011 and 2013 on behalf
of UKCES suggested that 48 per cent of employeds dtane employees who were over-
qualified or over-skilled for their current roleEhere was however evidence of over-reporting
because of the way the question had been posedhan8015 Survey introduced a more
nuanced sequential two question approach (Vietaal, 2016: 78). In the 2015 Survey, 39 per
cent of employers reported having employees thake vaver-qualified for their current
positions, and 30 per cent reported that such eyapk possessed skills that were under-
utilised (bid: 79). Under-utilisation of skills is therefore emsue for 30 per cent of employers
and an estimated 2 million employe#sd.) More than half of the employers reporting under-
utilisation of skills noted the occupations mosteaefed as managerial, professional and
associate professional occupations [37 per cqygr ¢ent and 8 per cent, respectively, totalling
52 per cent] ibid: 80). The European Working Conditions Surv@yovides independent
corroboration: of the individuals surveyed in th& Only 7 per cent reported being under-
skilled for their current jobs, whereas a staggeB@ per cent of individuals reported being
over-skilled for their current role (Boxall and Wnton, 2016b).

Related to issues of skills utilisation and proditst, there has been renewed interest in high
performance working (HPW) in the UK skills litera¢u ThelLeitch Repor{2006) appeared to
involve a leap of faith that increasing skills wawoost productivity and competitiveness,
prompting Keepet al (2006) to comment that productivity is the reafltan interplay of
factors. A recent study using data from Braployer Skills Surveysted, ‘raising the supply
of skills does not automatically result in the magsof workplace productivity’ (Wooet al,
2013). A literature review for UKCES (Belt and Gi)e2009: ii) defined HPW as ‘a general
approach to managing organisations that aims tmusdte more effective employee
involvement and commitment to achieve high levdlparformance.” Successiiemployer
Skills Surveysought to capture information about the adoptidd\W based on the incidence
of practices associated with HPW. Woedal (2013: 46) reported a ‘decline in the use of
almost all the practices between 2007 and 201henUK.” Noting that the UKCES Survey
measure of HPW ‘does not include many indicatolsted to employee involvement’ they
recommended that future surveys include questionseamwork, functional flexibility and
quality circles. In the late&mployer Skills Surveyhe HPW practices considered are grouped
into five factors: planning; organisation; skillewards; and autonomy (Viviaet al, 2016:
120). The skills issues relate to training and ss®ent of performance after training, while
autonomy is captured by task variety, task dissnesind flexible working.

CONCLUSIONS

Particularly in the last decade, trade unions lmasde a major contribution to promoting skills
development in the UK and are increasingly engagedeveloping more efficient skills
utilisation. The effectiveness of that contributisfargely determined by the extent to which
managers are engaged and the institutionalisafitimearelationship in the form of a training
or learning agreement. Unless and until there egallobligations on employers to develop
workforce skills and to consult with trade uniomsahieving this, it is likely that skills issues
in the UK will remain problematic. Such legislatishould as a minimum place an obligation
on employers to develop an enterprise or workptaaming plan addressing sector needs
identified by their relevant sector body and to sudh with employee representatives on
training, skills utilisation and work organisatiddntil then, progress will be limited to those
leading-edge cases where unions are actively juggbe skills agenda with employers and
managers that recognise the added-value that tradas bring to the process.
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A unionlearn research paper on skills utilisationtten in the year that the Coalition
Government came to power, Green (2010) refersgb Hivolvement Work Processes (HIWP)
in relation to the UKCES agenda and argued thefcasmions playing a central role in raising
skills utilisation through HIWP. However, none betsubsequent UKCES discussion makes a
distinction between HPW, often associated with héytels of job strain and worker stress, and
HIWP, where employees exert influence over decssaffecting the work process, and which
offers prospects for simultaneously enhancing perémce and worker well-being (Boxall and
Winterton, 2016a). The difference is more than sdimand is further evidence that trade
unions and employee voice are increasingly beingesrout of the script in UK skills policy.

Fortunately, as was the case in the 1990s undeCahservatives, policy rhetoric is often at
variance with workplace reality, where managers @r@e concerned with day-to-day
operational priorities and efficient use of theowwses they have, particularly employees.
Herein trade unions find the space to operate amdribute to the skills agenda most
effectively. In the absence of a statutory obliggasi on employers to develop a training plan
and assure skill development opportunities for eyges, trade unions cannot engage with
employers on skills from a rights-based perspedtitbe way that is possible over health and
safety issues. In the UK context of voluntarismjons need to build relationships with
employers to establish training or learning agregméhat institutionalise arrangements for
collaboration on the skills agenda.

A review of all the case studies collected by utleam, including activities under the ULF,
demonstrates that trade unions are systematicaliyeding learning opportunities, especially
for individuals with basic skills needs, includignglish language, and thereby making an
essential contribution to addressing the skilldaiteAnd promoting social inclusion. Where
unions succeed in negotiating learning or traimggeements, establishing training committees
and creating workplace learning centres, there asentikelihood of learning opportunities
becoming embedded in the workplace and that sadigrbenefits will obtain for employees
and the organisation. There is some evidence thanhted learning is moving beyond basic
skills, the need for which was an urgent preocdopadt the start of the decade, and offering
opportunities for individuals to progress into l@ag to support upskiling and career
advancement.

Leading edge cases show union representatives ngporkith managers to map workforce
skills, review skills utilisation and negotiate fios of work organisation that promote greater
employee engagement and offer scope for improwhgjpality and worker well-being, whilst
simultaneously delivering higher productivity, inoped quality and retention of key workers
in whom resides the core competence of the orgamisaThese more recent advances
demonstrate that when unions are involved, theneoie likelihood of successfully changing
work organisation as well as developing, deploynd retaining workforce skills.
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