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Foreword
“

Tails study is one of a series of 12 monographs on the
situation in the EC Member States. Through an analysis of
existing and historical structures governing cooperation and
coordination between the social partners and the public
bodies responsible for vocational education ang training
(excluding general secondary education anag university
education), it was intended:

a) to carry out an in~depth investigation of the situat ,
commencing with the central regulatory instruments and
decision-making levels. These investigations were to
examine the situation at regional, local and enterprise
levels as well as in industrial sectors in EC Member
States, and

b) to develop proposals for the contents and Objectives of
dn improved social dialogue at the various levels.

The reports comprise two sections: a general analysis and a
sectoral analysis.

Although the geéneral analysis was, as far as possible, to be
reinforced by the sectoral analysis, the two were to be
complementary, whereas the conclusions we;e to be directed
more towards objective (b).

The general analysis of the historical development, instity-
tional invclvement and problem areas was also to include a
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descrlptlon of the current situation with regard to the links
between the world of work (employees, emplovers, industrial
sectors and enterprises) and the world of vocational training
(in-company, inter company/group training, school-based
training - both initial and continuing - private, public and
independent vocational training sponsors).

Furthermore, attention was to focus on the degree and nature
of the involvement of the social partners in the development,
implementation, administration and control of training policy
programmes, including the extent and nature of state inter-
vention within the framework of this involvement. The
following aspects were to be included:

- analysis of legal requlations and collective framework
agreements (education, labour market and social legis-
lation, nature and extent of the autonomous powers of the
social partners in the field of vocational training a
specified in general collective agreements, sectoral
agreements and typical enterprise-related agreements),
and

- investigation of the problems relating to existing
cooperative approaches to vocational training, particu-
iarly with a view to the equal distribution of training
provision amongst various target groups (women, young
people, adults, early school leavers, foreigners, etc.)
and amongst the various regions and sectors, and finally
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- description of the different methods of state incerven-
tion aimed at promoting the social dialogue on tne basis
of selected situations and regions or sectors.

In order to illustrate and give a realistic description of
the existing situation, the nature and extent of cooperation
amongst the social partners and government bodies were to be
analysed in three sectors:

- in a sector dominated by small and medium enterprises or
craft industries, e.g. the construction sector;

. in a sector characterized by modern industrial technol-
OgY, e.g. the metal or electronics industries, and

- in a sector in which services and the employment of
female labour are predominant, e.g. banks and insurance
companies.

In these sectors the intention was to analyse and compare
work-place, employment and occupational structures
(hierarchy) in specific areas in which appropriate data were
available. The aim was to identify any differences in the
social relationships between employees and employers, and to
evaluate the involvement and Participation of employees and
their organizations in initial and continuing vocational
training activities, including any eventual implications for
career advancement.

10




Ao e - ST e

|
RBRE

vill

Tne sectoral analysis was intended to 1llus.rate the more
gyeneral analyses and assessments, and to substantiate and
supplemant the findings with concrete descriptions. In this
connection, the intention was not to carry out case studies
but rather to evaluate existing studies and collective
agreements between the social partners in respect of initial
and centinuing vocational training,

- The research work was usually accompanied at national level
by individual ad hoc meetings between the institute(s) uncer
contract and the three Management Board members from the
respective country, and at EC level by regular discussions
organized by CEDEFOP and the contractual partners from other
Member States.

The investigatinn covered a period of seven months. 1In the
second half of 1986, the studies were carried out ipn Belgium,
Denmark, the Federal Republic of Germany, France, Italy, the
Netherlands, and the United Kingdom and they were concluded
in early 1987. The studies in the other Member States were
conducted in the course of 1987, A synthesis report to be
prepared on the basis of the twelve country reports, will
attempt to collate Systematically the most important
conclusions, common trends and results in order to promcte
the dialogue between those concerned both in the Member
States and at EC level.

The individuals, independent scientists and scientific
institutes under contract were, of course, free to adapt the
Set outline for all twelve investigations .o the prevailing




conditions and axisting instituticnal framework ip their
respective countries,

On behalf of the auvthors, too, I should like to extend my
sincere thanks to the members of the CEDEFOP Management Board
from the vYeéspective Member States and to the numerous experts
and individuals from the enterprises, training and other
bodies, and to employers' and trade unicn Organizations for
their support in this work. We hope that this investigation
will help to Promote better and constructive understanding,
despite the existence of very different interests, ang thus
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INTRODUCTION

The system by waich tne social partners participate in
vocational training ‘i Italy is dnders;oing a srocess of deep
transformation, ihe sransforuation involved emerges at the
intersection between the changes taking place in the training
system and those occurring in the iadustrial-relations 37stem:
on tie one aand, the field of vocational trainiag aas become
crucial terrain for confroatatioa and debate, while 0.1 the otaer,
tae roles of tae lJartaers coadition tne training mechanisms. The
present piase is,tnerefore, characterised by a videspread awareness
of tne state of erisis aad tae eamergence, on a vrial-and-error
basis,.of new tendencies and eXperimentations, aimed at overcoming
tae drawbacks of inefficaecy ia Participation in tie training process,
with a view to restoriag to the industrial-relatioas System both

redibility and functionality, while rendering trainiagz more adequate
o the aeeds of enterprise and tne workers,

The purpose of the present report is %o ldeatify and discuss
in prescriptive terms the critical aspects o the mechanisms benind
tae larticipatioa sf tae social partuers and new and ianovating
tendeacies, so as ts> offer a basis upon whica to put forward
olerative pronosals for reforn jntervention, Tnerefore, the
PTesentation is gozal-orientated and anzlytically seléctive, without
claiming to be xhaustive, In the Appendixes we aavs given an
outline of the descriptive oackground and the statistical data
eladorated during the research.

In tne renort we 2roceed, froa a aetaodological voint of
View,by a series of successive aporoximations from interpretative
tO coacrete mecnzaisms: tae opposite was impossible due to the
lack of sources sufficieat to develop tae soundings empirically

at a quantativaly siznificant and statistically interpreta ble level,

13
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In ghapter 1 we present,ia scasmatic form, an asalytical

reference picture which illustratzs taz besic ayroshesis >7 ths

work, tast is tae correspondence Detween traitiaz svstems 2nd
] » %]

iadustrial relations. Tae aypothesis is supposrted bo%sa LY s

comoyerative scaeae ol the taxonomical models referrad to a nunoer

of different national systems, aad oy aa identificatian of tha

hisgoricol onases 1in the Italian system, Tae Swo schemes ( diachroni

and synchronic) ael) to caaracterize the preseat situation wish
regard to the decline of the "triluteral agrezieat' model wi-=ain

tae traiainz system, and t> the tendency towards selective “nportat-
ion" or originsl "imitatioa" of various foreign experiences,

In chanter 2 we describe syathetically those which we

consider to be the gqualifvin=z tandeacies of the avolution taXxiaz

place. To this end we makXe use of synoptic tables of the novelties

in legislation, in collective coatracts aad in firm=level agree=
ments stipuleted by a number of enterprises to Zive an idea of the
structure of taes iaitiatives, of tne range of the questions invol=

ved and of the main differences and similarities.

Reference to a 1unper of particular sectorial and
regional experiences,which ocermisted us to enter more closely into
the merits and details of the problem , is the basis of chanter
2.« Tae analytical matrix, common to tae otaner national studies
in tne CEDEFOP programme, offers a picture of sectors within
traditional industry ( building), within the advanced ( metal
and mecnanical ) area and within the services ( banking), and
examines regions of the nortan (Lombsrdy), of the centre (Tuscany)
and tae s>uth (southern Latium). These three .areas examined

corrispond with the three models of development and uaderdevelopment

14
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that nave been Pointed out 9y receat litsrature (Bagnasco,secat:ini,

drusco, Fua, faci) and waich have been defined as tae "=apres Italies”,

“e carried our a survey (chanter 4) by_means of selactive

- interviews with reasresentative observers coacerning the attitude

of the social partners with rezard to Darticivation in frainiag,

trying to grasp those elements of a critical and prescriptive nature
that the analysis of the parners themselves emphasised, availiag of
tne beuefits offered Dy the fact that the Survey was technical and
-n-official, The outcome is an amply critical,sometimes ruthless
picture of the role of the social partners and a useful indication
of tle intervention priorities and of trends in research and
experimentation ia this field. Both the diagnosis and the quest for
solutions prosgected proved to be in line with our hypothesis;, but
the survey permitted s to avoid indulging simply in the discussion
of our own Judgement angd proposals ( thus avoiding tue risks of
Personal and "external" Judgement and tihe risk of excessive cauticn)
and allowed us co make use of the concepts and ‘words“orf t.ie social

Partaers tnemselves to discuss tne difficulties and the prospects,

Tae report closes (chanter 5) with a sInthesisof the 2riacipal
results and iadicatioas for furtier research: the conclusions reached,
ia fact, aust be considered as interlocutory and a first step.towards

more detailed inquiries which, following a specific method, snould

identify the positions of individual workers and of gingle
comoanies,

.

We are gratefil to all those who offered us their advice,information
and documentation, thus helping ud to Carry out our research, in

sarticular the representatives of the Ministry for Labour aad the
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social partners, the participants at the seminars of October
1986 and February 1987, duriag which we presented and discussed
the preliminary findings of the research; the Ministry for
Labour and the Presidency of the Council of Mianisters for haviag
backed and a3ited as host tn the seminars and the work

meetings; to Xay Me” ~thy for skillfully translating the

report (writtea in Italian) and trying to make English sense

out of Continentel culture , and finally, Mrs. Pia Cardillo
without whose patiient and expert secretarial work this report

might never have seen the light,

PG

for the work group.

16



CHAPTZR 1

The analytical frame of reference
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L.l The preunises aad tne juestions

Recently, in Italy aad in the resv of Surope, one notices
a renewal of interest ia the way training systems function, borh
ia terms of political and cultural discussion and of caaflict
Detween tne social partiaers regarding the quastions of coatrol,

running aad finaacing of traianiag processes.

‘hese aspects of consent and conflict, of dialog@e and
confrontation among the social partaers on the matter of vocational
“rainiang have not received sufficiently exhaustive treatmsnt by
researchers and writers. “What is wanting in particular is a
systematic approach to the study of the relatiocaship between
the evolution of the trainiag system aand the transformation of the
induetrial=-relations system. In fact, there has been no complete
analysis of how the differeat forms of supply and the caaracteriSe-
tics of training programmes are related. Inere has beea no study
either of how taey interact with tae demands of the socizal
and production system and the objectives and strategies of the
subjects of the system itself and how the structuring aad thé
srganization of the trainiag processes determine aad are determined
by the structuring/segmentation of the labour market. That,aowever,
relations vetween tihe social categories and tae iastitutional
parties must enter into the structuriag of tas vocatiiraal traiaing
system may apoear obvious if we consider two fuadamensal fuaction=
of vocational t-z2ining:

1) on the one hand the r:quisition,transmission and ¢ :velopment
of kaowledge and labour skills;

2) on tae otaer the definition of the 2031%t1ion of the various
partners within the employment set-up,witni: the labour mnarzet

and the social system.

18
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T2 dasic Aynothesis of the research wisnag ¢ @stadlira a

—

SPecific and precise corrisgendence Ddetwesn relatiocns seswesn

tae socizl P’artaers and trainiaz Jrocesses, ve hold Lhat che
correspondence between the different Phases i1 *na 2volution

of the vocational training system ani the history of iadustrial
relations is no mere by-product of s vVague and genersl nomeostatie
interdependence belween the social and praductive systens, Hut that

it stems from a Distorically soecific relationship Detween the

crisis of industrial relatioas aad the crisis of Jrofessional
trainiag, and that,.tnerefore, it is of vital importance in order to
re-establish conditions of functionality and consent within the

Social and productive system,

Tne gubject » therefore, of the research is the role pPlayed
Oy the social partners in vocational trainiag, and the changes
that this rols uadergoes in relation to the transformation of the
System and of the teal processes of training; dut alse the role
( in tae strategic-functisnal sense) played by vocational training
withia the framework of interaction ( conflict and collaboration)
between tne social partaers, Therefore,the historical dimension
aid the attempt to define plausibly the different phases in the
historical evolution of the 2ole of the Qartaners in vocational

training,assume Primary importance,

le2 The reference models

Let us take as our point of departure, for tne sake of

comparison, an attempt at creating a taxonomy of Ppossible and

role played by the social partners ( see Garonna-Ryan):

1) the selective exclusion of the young or the waiting-line model,

ained ag preventing competition with and substitution of employed

19
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adults. fhi: model impliss jodb securisy for tae 2mployed and

prevalence >f traininjs sutside the firms ("parking"). Training wishin

D

]
(@]
-

tae firms, when not on=-tha =job, is limitad to resraiai:
adult workers to sui® the ruanings of tae internal market o» aimed
at thes absorption of redundant worzers lziil off oa 2ccount of
restructuring. In this mode’ tne direct involvemeat of the social

vartaers in tne <trainias procaesses is geasrally low,out involvenent,

mediated by the institutioas aay de high,

2) The model of rezulatad and "subordinate" iaclusion bo%h of

young and adult workers comia3z from the external market tnrouga a
structured training system outside of enterprise ::d in close
connection with the educational system. This system is compatible
with & regulated but significant turnover on the exteranal labour

market and with internal, but not rigidly e¢losed markets,

5) The model of "unregulated competition" between workers, with

a revitalization of the zecondary market ( of labour and jobs),

the marginalization of trainiang, the costs of and tne responsability
for which are placed upon the shoulders of the single workers.

By definition this model exc¢ludes any kind of involvement by the

social partners.

The first model, in order to function effectively requirss ( at least
two important basic conditions:

1) first of all a contiauous growth of employment in a context of
ample supply of labour,

Tnis was the case, Zor example, of the Italian economy of the second
post-war period. ‘/nen this growth ceases,the voluntary turnover

tends to become risid and the guarantee of job security bacomes

20




5
binding, thus cmeatiag conditions of rizidity aad the block of
the outflow towards tne w<ternal markst, This makes all sectorial

shift of labour and any kind of industrial reconversion difficult,

2) The second conditicn is of a micro-economic natyre and coacerns

a stronily iaternalised organization of tie labour marksts with

a Tayloristic structuring of the production processes and fragmentatio;
of tasks,standardising anc deskilling of the Job coateat. The need

to make production modules flexible and skills multifunctional

causes the need to cpen up the external market and/or retrain staff,

This creates a crisis within seniority patterms,within automatic
career advancement mechanisms and Job security systems : all

necessary to the working >f the model.

The second model,on the other hand, allows for some
forms of employment and unemployment sharing. The consénsual
and ,co-managed use of in-firm traininé allows for a better
regulation of labour inflows and outf..ws and of mobility on
the external market. This model, thnerefore, has shown itself
better able to supoort the pressures caused by economic crisis
and by intensive technological change, even if it becomes difficult
to apply in the case of 8cute unemployment. It is particularily
suited to labour markets of the "occupational™ type, that is
markets based upon systems of classification and orgaaization

of skills and trades on the external market (Marsden).

The third model is more abstract and ideolosical; even

Where it has been promoted and preacned by Governments in o5ffice
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1% a2s n>% been vary Tl oonaaly apoliazdg,

<t

232 tarze scaenes of iataroraTacion have 19 clainm

K

8-

to0 realisn, evea if = o01ly by way of illustration- we wizat

ry
ct

associate tae Iirst with tae Frenca a:d Isalian groarisace,

ti2 sscond wita Jarmany,sweden and Austria, th2 taisd wish

tae Uilitsd 3tates and Great Britain o Thas fendency taat s22ms

©0 emerge, accordiaz to us, in the chiaf iadustrialised coun<riss
1s the "iiluti»a" sr tae "enrichment" of the basic model of
vocational trainiang and taas ole notas also sore i1S%2resting
hypothesss cf convergence. For e@xample, in France aad Italy,
where tae seslective exclusion model orevails, taere nave been,
recently, interestiag sisns of a possible evolution towards
"inclusion" accompanied by a sizaificant strengtheaning of the
negotiations role of tre partaers. This is the case, for example,
of the reduction of aporeaticse salaries stipulated ia a auubder of
collective contracts in the artisan sector. Tais 2oianvs to

a1 interest on tae part if the trade unioas in re~evaluating

and re-regulating aphrenticeship, up to now coasidered as a
mechanism of mere employer exploitation. This is also the case
with the hypotheses of regulatioa, by means of "silent consent"
©1 Tae jart of tae social partners, of trainiiz prograames in "cone

tratti di formazione-lavoro" or C.F.L, ( that is traiainz-

employment contracts),

22
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le3 The diachronic dimension of the trainiiz svstem in Italy

In tne system of coordinates that we are creatiag to the
Cross~section classification,we add an attempt at analysising
tae system's historical dimeasion in order to distinsuish different
nhases in the interaction between the background, technolozical~
organization trends, industrial-relations events and the trainiag
system,

Ia tne scneme on page 12 we nave indicated three historical
phases which correspond with different economic and technolozical

scenarios, applicable to many of tae industrialised countries,

The iateraction, on the other nand, between matters of
industrial reldhisns and the evolutisn of the trainiay system
presents aspects of a very specific nature conaected with the

historical orizins, the culture and tae institutions of vocational

-

training and of the social partners in Italy.
During the first phase , which coiacides roughly with the
fifties, a particular dual 8ystem of vdcational training with different

types of involvement of tne social partners, emerges. On the one

hand 3chocls and Centres for . Vocational training arise as a
result of initiatives and coatract agreements that involve at

local level large enterprises and industrial groups and professional
organizations. There was a tendency to externalise and structuralise
the traiaing srocess without,however, delegating it to the public
sector, thus leaving to the social partners all the responsability
ahd all the control. From the point of view of the contents, the crafts
type Qualifications, requested by the traditional industrial sectors .
in expansion, prevailed. On the other hand, a parallel "school=like"
public systenm, aimed at basic education or re-education,tailored
above all for the "parking" and selection of the unemployed and

at lessening social tension, emerged,

Q3
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Jver the years we witness an iacrease in importance
of the public system and a wrowing interest oa tif part of the
social partners in taking active part in tne traiaing process
through mediation and control of tae public structures.

The latest emblematic act ia this slow aad long process of
transition from a prevalently direct type of participation
to a prevalently indirect type,mediated by the institutions,
may be considered the closing by the CGIL (Trade Unioa Confeder:zte
ion) of its trainiag institution; an example not folicwid by the
other two main unions. At the same time specific tra.iiag tends
to become internalised with the consequent 1lcss of role by the
trade uaioas,zives the organization difficulties encountersd at
firm level,

In the sixties the coansolidation and extension of amass
producticn. and Tayloristic organizgtion of labour, out-of-firm
( or in-firm theoretical)training loses its importance; aporen-
ticeship is looked upon with suspicion by the unions due to

risks of substitution/competition endahgering adult workers'

Jjobse

The iavolvement of the socizal partaers becomes more
antagonistic ia connectioa with both in-factory ( ao rentice-~
ship ) and puolic-system trainiag. Tne fuadamental Doiats

in the social partners' strategies are the following:

1) the unions seek ( and obtain) a bindiang regulation ( by
legislation and collective contracts) concerning above all
apprenticeship and the protesivion of the rights of student-
workers (policy of "rizidity"):

2) trainiig is seen simply as a cost for enterprise and as a

benefit or a right for workers. Therefore it becomes grounds for
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bargaining antagonism as a drotection device aand 3 friage benefit,
Not tnat the aspects of investment in human capital are cnored;
but tnese are considered as being a mere "externality", in that
they can not bve aparopriated by tne single enterprises, These
tead, therefore,( in the logic of free riding) to mak: the cost
fall upon thne snoulders of the public system as fap as trade union
pressure will allow. Mis change in outlook can pe Justified besides
0y chaages in technolozy and in the ’rganization of sroduction,
by the ‘trade-union strategies which permit the energence of the
implicit agreement or compromise pattern duriig trose y2ars. The
union thereby abandons control of the internal markets, of skills
and occupations withia the ‘production processes in order to
concent;ate upon a"political" reunification of the labour market
( through the so=-callad "operaio-massa" or unskilleq labour) and
the receatralization of the industrial-relatioas systen,

At the basis of theses strategieé lie trade uaion unity
and a model of "political tradeunionism" ( see Garonna-eisaui,l986)
which have come to the fore over the past few years. Training within
'his framework changes from beinzg a professionalising aad socialising
mecananism to becoming an instrument for tae human and cultural
oetterment and for improvement of the "political awarenaess" of

tn2 workers ( see the so=called 150-hour experience),*

The abandoning of apprenticeship,seen a4s an eutdated ‘instrument
and as a means of exploit ing workers, is emblematic of the union's
tendancy to renounce control and collactive nanagement of skills,

The abandoning of control over available jobs and the anplication

* Following the rigat go study principle recoznised by the "lorker's
Statute" of 1970, collective contrac%3 established g total yearly

amount of paid leave for study purooses, set at 150 hours,
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of the rat -for-the~joo criterioa ( see "inguadramento unico™
and "ugualitarismo” **), were justified by the opportunities

of job enrichment and taskerotation that are potentially present
in this strategy, even il ia practice deskilling yrevailed.
However this strategy was widely used in negotiations to iacrease
pay at lower levels and flatten differentials by means of autom-
atic adwancements that did not modify job content.

These changes did not occur without difficulty and contra=-
dictions. It is worthwhile poiating out, by way of example, the
fact that the blockiag of turaover caused the aging of .the. .
labour force and a tendency for in-firm ( or coatinuing ) traianing,

just at the moment when the institutional svstem tended to shift

training processes outside of the firm and reduce enterprise traine-

ing «t0 mere on-the-job coaching.

Finally, the role of the social partners and of colzective
targaiaing in vocatioaal traianing has been conditioned by the runc-
tions performed by the training system in ootainiihg, maintaining
and managing éonsent. This was requiréd in order to sustain the
complex agreement or social compromise which nas been the basis
of the "flexibility" of the institutional mechanisms and of the
labour usarket. With a view to this, the contribution of the social
partners has been determined ia re2lation with the function of
"flexibility" of the labour market,even if it is necessary to
underline the fact that the model of flexibility that ha«
developed in recent years is specific to the Italian socio-
institutional situation ( see Garonna-Pisini 1986), With regard

to other more traditional functions of trainiag, that is, the

The first term indicated the classificatioa mechanism iatroduced

in tne 1973 contracts whereby wagewearners and salaried employees
were all placed within tne same hierarchical scale of skill and nay
The second refers to the Union's strategy of rsducing pay differ-

ential.
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effective transmission of knowledze and skills aad the
drganization of social stratification, tae role af the social
partairs anas shown itself , in tae lonépun, to be limited

in its imoact,

_7

e
Sl



SCHENME

P. 12

The phases of social,eccomomic and techrological evolution -
in relation to shanges in the role of the social pertners in training M

Phased Beonomie scenario Technological changed Industrial relations

. . = Development and widespread of
Ehage one - Teconstruction and =developmens of industrial pluralist asd complex - inmdustrial
The fifties industrialization skills and of new jobs relations,

-pasaive territorial, inten
seotorial and social

lobil:lty.
Phase two " .
- -~ economic miracle® ~ Tayloristio organization ¢ a1 { Sutional
The sixtie and  “g,4 ¢he development of work, with deskilling =~ ®XPloeioam of conflict and imst ona
early sevinties of mass production and task division innovation
- opening up to intre~ ( operaio massa) «~ attompgs at receantralizing and creating politicel
European and worldwids ‘unjty within the industrial relations
commerce . system.
Fhaoe three ~ economioc corieis snd -~ flexible specializations
the late seven— atagnation.ox:ornal ;nd p:o:::t1::
4
t1e8 and_the constraint an ecentr ation
eightien fiscel orisis. ~ loss of unity within the trade unions and cras -
28 - new technologies, i8 of the "political tradeunion® 29
restructuring and labour model
shakeout,

=~ decentralized initiatives and agreements
and new industrial relations,
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le4 Develooment 117 ii7Ficultises 3f sri-yartite soacartasion Within

the traininr system,

Duriny tas seveaties, pirallelly to the process o2 recentralizatian
of the industrial-relations system,a training system iaspirad oy the
triepartite concertation model developed., it3s basic characteriztiss

may be scnematically listed 133 follow:y:

1) trai~iag by tae firm loses importance and with it rarticipation
by tae ss>cial yartaers ia traiaiag processes withia tue firm 3dimin-
isnes. .\t the same time intersst aad Participation in iastizutional
training,especially in planaing and centralised control of the

trainiang aetwork, increases symmetrically;
L]

a)apprenticeship loses weight ooth qQuantatively aad qualitatively as a
privileged caaanel of eatry iato tae productive system for the
youag. I'nis result is due abowe all to the limitatioas laid down
by the Law aad collective barzaining ( even if as?reaticeship is
Still important ia the submerged econon. and in illegal forms of

reczuiting);

3) the eatry of the young intoe tae industrial system is Joverned
institutionally on monopoly »rinciples by lis.-order airing within
an obsdlet: framework of occupational classification and adminissrativs

mechanisms, and often not apolied;

4) trainiag processes fall for tae most 2art uader the coatrol of aad
become the respoasanility of the public sector, as taey are co1sider-
ed an iasti.uticnal mecnanisin for the management and operatioa of the
external labour market. Ia tais coatext the princivles upca which
the defiaition of thne role of the social partaers ia tae traianing

Sys is based, arve fundameatally three:

30
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1) "darezulatioa" of the process2s o acquizision avd tranasnission

of skills witai: the sroductio. >rocess. a2 2xplicit aad imslici-s
rul2s system thast jovaras tralaiag wivaia tae roducsive arocess, fron
asoreaticaship vo oa=thsa=-jod congaiag, 5o tae Jirm's scnool, 21ither
disajpear or are weaxaued, This ia part answers the need for differa
enti-tion of skills due to the intasration of the ::dustrial sTtructure
and 0 deceantralisation * 34F 3%ove all i:f raflscts tae strateriss

of tae social »vartners that lead to a "legisiatiag re;ulatioa"

30 ta2 production process, taat is eatrusti:z iz law with sas Sask

of defining aad orotecting tae workars' rignts within tne oroiuction
process ( the .orker's Statute) in tue fora of J0sitive rigats for
the siazle worker,thus displacing collective farms of regulation

L 3
and coatrol. Rights are also recoised to tne workers' orczanizatioans

on the basis of a raoreseatation claim, but not to *“he przaaization
of the workers which is left very much to ths definition of itgelf
ani at the mercy of the power struggle withia the political-tradeunion

areas

To this impoverishmeat of the contsnt of participation, determiazad

oy delegation to the politico=-juridical system corresponds,acwevar,

3 new and important role of the politically more iaflusntizl trade

union orgaanizations. These organizations began acting as a lobbying foroe
over Zarliament t5 oromote legislation and as a coatrolliag pressure-
group ° considerable social weight ( although not always able to

have the law respected or even judicially applisd) . This deregulation

of the actual training processes was achieved by politicizing and =e-
centralizing collective bargaining by ueans of "leveliiag" policies which

flattened salary diffarentials (ugualitarismo ), by "inquadramento unico"
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Scaemes, by frequent racourse s automatic davicas suca 1s the

"sliding scale", list-order hiring 2=tc..

2) Trainiag represents an lacreasin~ly more impurtaas asoeact
of public subsidies and social assistaace to tne unemploy=d. In
fact, i1 the reriad immadiately after tine war ths truiniag systam

bagan to e coasidered an iat:gral part of uaemplovment regulation

rather that of employmeat rzrgulation . It developed (ia 1949) almost

withia tae same coatext as tae new regulation of the Cassa Iategrazione
Guadagni,(CsI.G.) that is the Wages Subsidy Fund, and the employment
exchange systeme. In this social protectioa system, where no unemployment
cenefit existed nsor was desired ( as ia otner couatries), where

the overariding iaterest was that of guaranteeing the employment.of

the adult male nead of tae family, the social welfare system was

based upon a system of ~age Subsidies in defence of employment

security and the settiaz up and utilization of a network of trainiag
ceatres ( public, private aad semi-pudblic) as ceasres of-alleviation

of social stress and of regulatiag the eatry qusues. Naturally, tae soc-
ial and political forces ( froa tae religious iastitutisas to the

o0l :ical parties, to tne trade unions) played a fundamental role

i tue managemeat of this institutional network,seea as Dlaces

for "parking" and educatiag youns people vocationally. Ianvestment

in human capital was considered tae almost exclusive prépogative

of the workers, a sort of fringe benefit, the cost of which was

charged in part to the firms. Trainiag was .bome all a mattér of

"individual rights", an extention of basic education and a
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specialization in cultucrsl "sociilization" and ia polisicsl

education ( oae recalls 23aia tae l3C-hours exverisnce),

Traini g was, cnerefore, rooted muore in tha market thaa in
enterprise, in the orovisioa of culture %o the 2eople than in

the objective reality of the processes. Evea whan the siagle

(large) firus developed their own trainiag ceutres, the Particiszsion
of the persons iavolved did nov coacz:ra 35 much tae transmission

of technical skills rsquired %0 make the production processes work

or change, but coaceraed more %ne relationship with the external

m2rket,socialization azd learnin the "culture" of the enterorise,
’ -

3) The 'orgaaistic" ajiroach of the social partaers . Sluralisnm

is ocae of the fuandamental characteristics of the Italian
industrial-relations Systemes This is not 30 much ( on solely) secause
differeat trade unions represent different . segments of the labour
force, but because different trade uaionas represeat tae same

sector of occupation aad skill.,

Memoership of a trade-union drzanization depends, in facet,

upon snaring a certain volitical outlook or ideal regarding the
transformation of society, and anyhow does not depend upon
shared professional lnterests, In tae seventiss the divisions
and conflicts -that répresent the pendant of pluralism were
considered as a siga of the weakeniag of the dargainiag power

of tae workers., The unificatioan and streagthenine of tradeunionism
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in ta2 seventies was based upon a process of noliticizasion
and recentralization of industrial relations, which made
use of tue pailosophi=s vozh orf Ccaristiaa solidarity and
of Socialist c¢lassism., Ia this context, tae selsctive natursz
of svecific vocational trainiag, especially whea carried Jut
wiaia tae firm, was seen as a J0ssiole obstacle to 2ffactive in-
volvemeat of tne social partaierse Ia fact, i imﬁliad £a2 risk
of "dividing" the workers on tasv0asis of jobs aad skills.
Therefore, the participation was limited to dre=emoloyment
and basic trainiig, to thas olaaniag aad tne coasrol of the
traiaing system outside ths firm,

l.5 The coatenoorary crisis of the trainiax system and of thae

indust *ial-relatisns systen,

I1 tie seveaties both systams sntered 1 phase of dezp
caainge characterisad Oy timing anl modalities such as to
suggest important poiits of interconnection. With th2 loss of
political wunity by the frade uaions and the weaxening af =hs
thrust towards tri-jartite plaaniag, tae 2articipation of ths
social partaers tendis to reacn ous towards aew asrects of traiaiag
and towards a more direct say ia tae processes. These fraads
emerged after tae model of trainiag design reacned tae agex of
its asjlicatioa :thus siowing up fully its weakenesses and the
sitns of its dzcline, This took slace in the second nall of the
Seventies,pgpticularily during the perisd of the “nationalisoridafity"
Governmeats. The orincipal attempts at reform iatervention in
cdo1nection with vocational treiaing in this perivd may de regarded as

emblematic of these weaknesses:
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1) Asseants at reforming tha public 1 :idour 2HCALIER 3ysTem iove

¢
in %32 djpegtion °f "tri-partite manazamens" of

ta2 l-eb0ur narkst
flows,divided into diffareat pnases : iaformation, activ: intermedistion,
lezislative aad barzaining regulation of mobility =214 re-amploymaen

oif redundaat workers. Evei1 1f some of thase aecnaaisns have

survived anl nave been institutiocnalized oy law ia the eircaties

( see chapter ozlow),the prevailing lozic nas sudsziyu2atly

taken the o97posits direction towards flexibility and "de=-

legification" to allow room for oargaiaiag, especially at local

level, anl in coazsction with specific problems (comdany reorganization
courses, ad>ranticeship etCees)

2) Legislation over the 17977-78 jeriod ia favour of youth employ-

ment estadblished a new form of entry into the labour markest:

the "work traiainsj contract™ sr CeF.L. ._?his instrument ina its
orizinsal formulation correspoaded with the tri-partite coacasrtation
model and foresaw joiat Regional Coamissioas £ir the plaaziag,
orieatatioa aad controsl of training »rocesses. The results have

Desn unanimously judged as disappointiang with regard to the

level of usage and efficacy on the youth labour -narket ( see 3,

Aruno aad 2. Garonna 1986). The conplicased and z2mbitious

admin strative machine foreseen by the law for fhe "thorough"

TManazement of labour market currents, iacludiag training arocasses,
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involviag the social »artasrs, c¢ha local authassisies aqd

central state obodies,never vecana

* bhw

affective, aor did they yroduce

noveworthy rasults, although it survived ia ~ars after 1977,
] a7

The political agreemeat o:1 incumas of 1933, the first (aad last)

macro=-economic tri=partite ceatralised aad complate agreanent,

contained very few pjrovisions rag=rdia; traiaiaz, These

o
&

2w,nowever,

are indicative of the cnanges takia; place: ia fact, the agresnent

marks, from g formal point of view, the maximum poiat of central-

ization aad political involvement ever reacned by the Sradeunion

confeder-tions and tne employsrs' organizations, and is
2 9

from this

point of view the rormal materialization of the tri-partite

concertation model. Yet ,from the contents point of view, the

intervené&on philosophy moved decidedly away from that model

and towards that of flexibility. Ia the field of training,

the re-regulation for example of the labour training contracts

(CeFoLe) is inspired by a flexio,.lization logic and opens up the

way for the legal orovisions of 1983-1984 and the 1986 agreemnents

on triiniag and latour, which will make the "contratsi formazione

lavoro" one of the principal aew gateways to employment.

Durinz tne eighties, parallelly to tne difTicglties that

the mechanisms for the s>rgzanizatioa of consent encouarsered anl the

deed changes withii the industrial-relations system,there emsrges a

tendeacy to recover the role of tae social Partasrs ia training

srocesses in the real sense, taat is withia the orocesses of

effective transmission of know-how aad skills,also in conaection

with what is required oy industrial restructuring and techaolozical

cnaage. This is tae sisznificance of the transition phase that the
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rol2 of tn2 s ecial sartasrs is gJ1ia5 farsugh ia the 2igntiss,

u-a.:_,

whare alongside the (difficult) reform of tae "o.olic" systenm, there

are signs (from below) of initiatives aad ianovatory agrzcments

amoag tae social partaers.

The present Report aiuns at uaderliniag the new treads in this

transitioanal pnase,
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Chapter 2

New trends in garticigation in the training process

e
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2e1l An outline of the new trends

Following the industrial crises and the restructuring that
appeared especially at the end of the seventies as well as the
grave problems connected with unemployment especially that of
the young and of women, important changes have been registered
in the strategies and the bahaviour of the social partners
with regard to vocational training processes besides the
many factors that contribute to the training of workers and to
the enrichment and adaptation of skills to meet the needs of

the new technologies,
The new strategies pf the social partners have obtained

li;nificant confirmation over the past year,especially during
bargaining at various levels ( national, regional, local and
firm) in the form of new mechanisms of information, consultation
and nansgenent which regard both dhployment policies in

general and vocational training and retraining in particular.

Considering the variety of the collective bargaining
levels and the differens® channe.s of participation opea to
the social partners in Italy, we bave thought it opportune to

condider:

-~tradeunion agreements concerning C.P.L. and spprenticeship;

= those parts’of recent national eollective contracts concerning

problems of vocational training;

= Prototols concerning industrial relations in en$erprises based

prevalently on state capital;

39
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= &gresmente of some impmrtant Sompenies regarding restructuring

Procecses and subsequent training and retraining plans,

= & aumber of projects angd experiences of joing management of
the problems o exploymeat and vocational training at loeal

leval;

- the tradsunion agrecment with the publie s86ctor enterprise
organization (Iatersind) concerning schcol and vocational
orientation and work/training integration, as well a8

the experiences in thig field conducted by local ezployers!
organizations in collaboration with university and professional
institutaes;

- the role of some importent training institutes er.ated
%y & aumber of large companies,

40
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2¢2 The sgreeneats reganding C,P.L,

In recent years the intervention of the social partners
in the training process,especially with Tegaxd to low and
mid-to-low manual akills, has been coacerned abovs all with

the access of the young to employment.

With regard to these new experiences it is important to

point out:

- that they have been foreseen aud in part regulated by union
agreements only by way of proposal and have required specific
legislative intervention conee:ning at least a number of aspects
such as the approval of projects by the administrative organs,
recruiting practices (hiring by amployers! selection)social

contribution relief etcCeee

- that in some cases, like C.F.L., the legal norms have been
integrated and in part modified by subsequent tradeuni.a agree=
ments which tended to strengthen the efficacy and the functionality
with respect to the training and employment objectives decided
uppn,

With regaxrd to the first point the predecessors of the
CeFiLe were the "fixed-term training contracts" established in
1983 which were foreseen on an experimental basis for one year
by the tri-lateral government-employers-tradeunion agreement oZf
the 22nd, January 1983, The new regulation of CeFole, made
effective by law in 1984, had been foreseen by the Protocol
of the l4th February 1984 between the Government, the trade

unions and the employers,
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‘The intervention of the asocial partners was achieved
Bot only through the general tri-lateral agreements meatioaed
above and concerning incomes and employment policies, but also
by means of participation in the definition of the 8pecifie
legal norms,

A8 far as the second point is concerned ( that is the
point concerning tradeunion agreements subsequeut to the
legal regulations) the intervention of the social partaers hag
Played a fundameatal role not oaly in the accelleration, and some~
times the de-rcgulation, of administrative procedures, but also
in the integration of legislative discipline in many different
ways ( wages, working conditions and the guarantee of adequate
training processes within the projects elaborated by the firms),
This has created further rooa for participation by the social
partaers (Tablo 1) in particular in defining the outline of
training and labour Projeets which are an integral part of the
agreements and in which must be indicated;

= the aumber of hours to be dedicated to active training which
Budt not be less than a certaia total;

= the training modalities; hours dedicated to technical/practiesl
and to theoretieal training;

- fo. those special skills coanected with the adoption of new tech-
nologies the hours dedicated to specifie theoretical/practical
training, which must be no less than a certain total;

- the persons choseu to carry out the technical/prastical training
and to supervise practical application, as well as to teach

any theory required;
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- the cohpany ceatre or the vocational training ceatre where

the tradning programme or part of it is to be carried out, pointing
out whether the company, individually or in collaboratioa with

other enterprises, has stipulated an agreemeat with the region;

= the endorsement by the association to which the firm presenting

the project belongs,

According to the trade union agreements, conformity with the
agreed outline of projects presented by omterprises belonging
to the stipulatiig organizations“is-condition enough to obtain
their approval® by the vegional employment comnissions, at
least as far as the commission members belonging to the tradeunion

and employers' organizations are concerned,

In ‘those cases where O.F.I., relations are coaverted into a
regular working relationship, the worker must be utilised in act-
ivities corrisponding with his fraining, and the training period
converted into career seniority within the company. In the case
that the C.F.L. is not coaverted into a regular working contract
within the same company, a number of tradeunion agreements require
that the worker receive a certificate declaring the training

received, 80 as to facilitate him in finding a Jjob.

These national agreements incentivated the setting up
of a number of important local projects on the basis of agreements
between the social partners especially in the small and medium
firms. These agreements have caused a 8troag increass ,in 1986,
in the drawing up of projects by the enterprises and above all
in the approval of these. projects, and have led to the employ-
ment of a considerable number of young people under C.P.L.
in 1985 and in 1986 ( see Table n. 1). On tae basis of the data
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regarding the projects presented, the figures increased from

€4,500 to almost 100,000, while the workers employed over the
two-year period on C.F.L, increased from about 108,500 to
237,000, of which 142,000 males and 95,000 females, with a
monthly rate that almost doubled over the second semester

as compared with the first, following the stipulation of

the tradeunion agreements (Table 1),

As far as the distributiom of the workers over the
differeat sectors is concernrd, over 61% were abgorbed by
industrial enterprise and the rest almost entirly by the
8ervices, above all by small-scal¢ companies ( 72% in concerns with
up to 49 euployees, about 19% iu firms with from 50 to 249,
and the remaiaimg 9% in the medium to large cempanies),

A8 far-'as the schooling of those employed is concerned,
it onergea that 63% of those employed had oaly coapulsory
schoc.ing, over 35% finished bigh school, while only 2% had
& univeristy or third-level degree, This is due to the type of
training orrered,‘which is prevaleatly of the blue~collar
type ( 74.5%) while less than 35¢5% 18 of the white-collar
kind,

The introduction of the CeFele with wage and social contribe
ution reliefs similar to those of the appreutices, has caused
& contraction, evern .f limited,of this lattepr tYpe of contract,

(Table 2)

For both C.P.L, and apprenticeship, questions corncerning
the improvement of skill levels both with regard to the persons

interested and the tIuining processes, have been posed,

44

. . el



,,,,,,,,,

a8

The tendency towrds coatraction within appreaticeship
has been more marked in non-artisan than in artisan companies,
This difference is due, most probably, to the substitution
withia the first type of firam of apprentice coatracts by
CeFel, and to the relaunching of apprenticeship withia the
artisan sector, achieved through the 1983 tradeunion agreecment
and subsequent national sontract. The effects of these contracts
can be seen only within some sectors (weaving and clothing)
in some regions and for 1984 and 1985, the only years for
which data supplied by the Miiistry for Labour were available
(Table 3), According to tradeunion sources, in 1986 the artisan
sqetor absorved abouk 20,000 young apprentices,

. A new general agreement between the Artisans'! Confederationgs
and the CGIL=CISL=-ULL conteins specific clauses conceraning both
CePels and apprenticship, where the first will be.uséd 'for
people over tweaty, while the second will regard lower skills,

To conclude, one notes in the first phase a prevalence
of the employmesnt over the training objective in C.F.L..
This is shown &ls80 by the level of the skills aimed at
by many projeets and by the type of activities in which
the young people are placed (1), as well as by the
context of the laws ;romoting and sustaining Juvenile

employment that have accompanied the contracts themselves

1)D. Petrella: I contratti di formazione e lavoro in Lombardia,
im QUADERNI DI RASSEGNA SINIACALE n. 116,Sept. Oet. 1985,
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such as the law for the development and promatioa of
Youth eaterprise in the South, the law for the upkeep
and safeguard of gultural and artistic property and that
conceraning extraordinary measurea for training and
enploying especially in those areas and those categories of

unemployment considered as being at greater disadvantage,.

To these shortcomiangs in the training content can be
added difficulties created by the type of enterprise taking
advantage of the C,P.L.: that is, prevaleatly small-scale
firms.Another difficulty is created by the inability of
those regioas involved to set up real training programmes (2),

We aust, at the same time, underline the most inter-
eating qualitative aspects of the Projecta that have beena
presented over the last few Years. They are connected both
with the level of skill regquired and the organization of
the training activity. This derives from a more careful and
wide-reaching planning at local level due to the initiative
and pressure of the social partners, such as the pilot=project
for CoFeLe of the Turinm Industrial Employers' Associatioa and
& series of projects elaborated above all by the Northern
regions (Lombardy, Liguris,Veneto and Emilia) involving not only
industrial enterprise but also modern~-type tertiary concerms
(backing,insurance,finance etc.).

(2)SeeISFOL Report 1986 pPp. l60=-161,
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The improvement of the C.P.L. experience with regard to
training objectives has come about not only due to initiatives
at negotiations level hut also due t0 a more mature awareness
by the social partners of the role of training and of training

needa, as stated in recent conferences and documents (3).

(3) See the Confindustria's seminars on vocational training and

education as well as the most recent documeats published by
the tradeunion organizations, and the experiences of a number

of public experiences,



~ TABLE 1 kb
AGREEMENTS REGARDING CPL

Sy
o
[

Publicesector metal and  Touriem (hotels, Confindustria agree=
meehanical firms restaurants esc,) ment of the Tth,Nov,
(National Contract: 1985,

Promotion of greater use Undertaking to pro= Obligation for ¢he

of CFL in implementing: mote CPL: firms to present
projects following

-amplification of proced= = to guarantee acquis-a pre-estaplished

ures for approval of ition of targetted schemes -
projects: skillsg |

Acceleration of the
=extention to CPL 0f colle =%0 paxticipate with procedures for ¢he
ective contract norms; the regions in exsmination and appro=

defining the guide= val of projects by
= introduction of "salario l:LnesL programmes the Regional Employ-
e

 d'ingresso" and wags and ¢ training ment Commission;
discounts for the newly-  structuresg
hired; Extention . to . CPL

=a8implify the proced- of the norma contained

-1n§mab118h%3%to hours ¥ra§nf3§ 3385 %%; fnt gollective contrw
of theoreticalepractical

trainings =t0 define pay and Bstablishement of tke
normative contents, pmaximum duration

=obligation to take on of the trial periocd;

the youths trained, in ' .

case of employment, in “Batrance Salary"s

aetivities oorriSponding

t. those trained for, . The duration and the
- modalities of the

training activities
musdt corrispond with
the levels of sidill
required, and the
training must not bve
less than those
eatablished in the
abovementioned schemey

People hired following
CPL must be given
tasks corrisponding
with training,

o T PR
oMy ‘e R .. RSy BRI

Notes CONPININDUSTRIAS
Association of Private
Industry BEmrloyers,
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Chd Table 1 (Contd.) 32

R+): > A
~Confapi ( small and mediumesized Artisans ( regionsl and local
insdustrial firms) contract; agreemeats)
Tth. Now, 1985
i i
i
The graining project muss Definition of the criteria amd

indicate the vocational ider the modalities for the stipulation
and the trainees position im of CFL;
the employemnt structure

before and after CPLj = the projects will be examined
and endorsed by & Joint Technical
Commissiong
The contract shall have & dure
ation of no more than 24 - the minimum and maxiumum duration
months and shall corrispond of the comtracts has been set
with effective training down on the basis of the skill
requirements levels required for the tasks

to be performed;

The firm shell suarantee - the trainiﬁg activity must not oce |

adequate theoretical emd
Py less than 20% of the total
practical training under training teme;

thé guidance of specialised
staffy -A copy of the project must be

The theoretical training may given to the trainee himself,
be carried out by taking part

in the cpurses held by the

regional contires in connection

with the programmes in which

the social partners shall

have a sayj

At the conclusion of the
convract the firm shall issue
a certificate to be recogmised
by the employment offices;

The norms of the yradeunion
agreements and coatracts
shall he applied, except for
some pay coaditioans.
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' Tab. 3

Table 1 Young people hired oa C.F.L. 33

' l : Workers employed education | Sectors of the economy :Firm sizes ) .

§ T . :
Age groupa I Agri- Industry Services FroaProm | :
Periods Overall ] ° ‘ culture | 50 I 250| 1
totel - 15« 108 | 19 - 24 | 2% - 29 Igompul y J B | | to " to over'
otel —---o---- L T 80 High Niniv IUp to 249 499! .

T N F | T N F ol " F ry ¢hoo i _ .|500
| 1) /201983 | ! schoo b=¢ 4-€.b6 w-glbec w-¢_49 _ 7 .

fo 31/1/°8a | 162.442
{arc.8 L.79/83) |

30.358 | 19.563}10.975| 100.829| 68.874| 31.955{31.075| 22.357|a.7m|12&.ss¢l33.07o| 818| 4.302| 275/101.445]14.322|29.032| 13.066| 117.549]32.199} s.osxl 5.64.4"

4 | ' Ly Lo | Loy L, |

| | ' ' b ' | | |
| | |

I I
‘ Y un total 12,04 : 6.75 | 62,08 | 42,40 : u.selxs.xa ' 13,76 :5,37 79,14 20.36: 0.50 2,65 10,17] 62,45 Is,82 (17,87 | 8,04 :72.35
| | I
I

|
l

|
: | ":n:‘ T |
| | | | | I |

| T T | | |

L | i
I l7.02 | i

|
|

|
|
|
|
|

I

I

I

: I

i 2)jace. 1/1/°85 I :
| 52.01813.726/18.200| 23.982  76.102 (24-490

I

I

1. 31/12/'65s

|
1.768| aza | 130

|
1,63 {0,321

[

|

14.174] 8.09) 6.083| 74.267) 44.014| 30.273(19.973; 12.9m1!7.002 67.705| 38.561 |
!
I I
I I
i
| I |
I I
| I

[ | | [ [ [
7.46| s,61| 68,51 | 40,59 | 27,92]18,42 : 11,96 | 6,46 | 62,44 35,93

100.434 I
l i
| | i
|
|
|
i
|

| |
0.12l 47,98 l12,66 |16.79 | 22,14 | 70.18

|
I |
268 ! 111.443 33.907 41.228,49.263 : 120.528| 44. 089l 12.25310.060 |
|

148.987 83.484

3) fian 171786
& 31/12/'86 4.459] 821

[
sz.aeias.za 1,89 | 0,34

|
js.502]
236.930 (32.079] ' las.502
T L | !
| 47,04 | 14,21 | 17,40 '20 80 I 71,97 : 18,60 518 | “w25
|

X on total 113,54 |

(]
i
|
|
|
|
|

% on total '
|
|
|
|
| 0,11
|

Notes:

1)"Temporary contracts with training aims®. These contracts did not b-c means blue collar
require projects to be approved of- by the Regional Employment
Commissions nor offered "entrance salaries™ nor fiscal relief. w=-c means white collar

2) Training contracts according to ert. 3 of Law 863/84. These contracts
required approval of projects, no entrance salary, but provided
for fiscal relief,

3) CPL according to art. 3 of the above law and to 8 aumber of tradeunion

agreements., This type offered accellerated procedures for
projects approved by the T.U.,an entrence salary and fiscal relief,

Source: Adepted from data provided by the Miniatry for Labour. 5]_
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Tab. 2 APPRENTICES EMPLOYED ON 31st. August pm

over the last years

Differemces compared with the previous years

S years Number of apprentices '

| employed I _
l | in numbers 1n percentages
l i \ s —— e,
1981 711.6808 | - 26.505 | - 3,59
l
1982 l 687.251 : - 24.437 | - 3,43
1983 | 599.183 - 88.068 | - 12,81
]
1984 ! 554.451 | - 44,732 : ~ 7,47
I
1985 I 545,052 | - 9.399 I - 1,7
Territorial distribution of apprentices on the
‘ 31st. August 1985
| Apprentices | Appreng;ces in the | Apprentices |
l . employed in | non-artisar | employed in
the artisan | industries Y b ‘o
| N all firums % on industria.
——— gectlor — ) e, ——
| MEN WOMEN TOTAL  MEN WOMEN TOTAL | MEN WOMEN TOTAL employees.
Northern Italy ' 135.916 | 73.303 | 209.219 | 956.873 | 45.3206 | 102.201 | 192.709 | 118.631 | 311.420 | 9,00
l ,
Central Italy | 49.305 | 25.245 | 74.500 | 20.626 | 14.440 | 3s.026 | 69.931 | 39.675 | 109.606 | 10,82
Southern Italy : 44.808 | 20.661 | 65.469 | 20.835 | 14.729 | 35.564 |  65.643 |  35.390 | 101.003 |
9,70
Insular Italy | 11.872 |  3.117 | 14.989 | 5.000 | 3.004 |  8.00a0 | 16.872 | 6.121 | 22.993 | 53
‘ 52 TOTAL 241.901 | 122,356 | 364.257 | 103.334 | 77.461 | 180.795 | 3an.23% | 199.817 | 45.002 |
Source: General report on the economic situation of L

Italy 1985 !




BRANCHES OF THE figures on the

35

Figures on the

ECONOMY 3lst Aug 84 3lst. Aug. 85
A B ¢ D A B C D
ginigs..........L 140 270 .93 0,07 194 288 139 0.8
anu aQ‘uinSooo e 25,459 266 =9 o - : - . - -.I -
8) PoodstuffSesale o515y i3 279 6438 266060 2o 293
h) TobacCOeeesseloes 41 o < 0,02 'll'f 33 2 3
¢) Skin and leather.:ss  |g.ig ae 135 3805 0088 TIi 3%
d) TextileSeeesaloas 237 4008 43 16 1580 693 TE 0 Tsg
e) Clothing,fashio- N
pgnishings | 1494282 19050 36337 146 tqe g ec
3 28,321 4286 331 0.1
by -WOOdoooooooo.ooo-'-"‘g 28578 | 6.37 14,748 23.39¢ 1.39 6.3°
f Paper etcocedess 435 i 209 067 1029 vt i 083
. ggégféego seeejese 1.566 7.684 hRE.1 <10 1.674 T.218 2,00 .01
i) Photo,phono, Lses n : B -
cinema o 156 a2l 141 0.60 699 1.2 1
J) metal Workeeohos 5426 9236 130 13 gamg 4o 2 23
ng mechanical......“"” 101,235 195  22.61 51,8635 98.100 .89  26.89
n) transforsati of
. noa-metallic jminerals
(not ¢oal,petroll.. 2.993 904 204 g 2,936 5339 189 e
0) Chemicals etd,,, !.845 S.110 .77 (.29 1.853 $.143 273 1.3l
p) elastic rubpear.. 193 18 202 009 . 689 1,838 223 0.42
Q) various manufhe- > 000208 15T 543 T8 I %5
tured goods . '
- Installations,). 37659 57748 183 jes 36.J82  s4T10 120 1500
- Ele =ricity,s .
. wat :production \
and: . stribution.. (.34 0 18 0.55 1.000 1.566 157 5
- . ™ . . u)l I“
~Transport ete., He 158 135 004 130 17 151 s
(communicationg) ' + 0.05
-Commerg.,'l‘ouri Mo o o5.403 8.127 1.50 el 5.332 8.587 1.61 2.2
ganging,rinance oee 24 381 .58 0.0 14 78 158 0.0
Arious servicefe. 10.043 1086 155 gz 3gams 3085 Ter ane
.93 100.00 189.345 164 g .93 100.00

Overall totaleepes 90403  366.683

Source:Ministry for Lbaour data,

A: number of firms registered

B: nunber of apprentices

C: average n. of apprentices per firm

D: distribution of apprentices in percentages,
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2.3 Patterns of participation established by national

labour contracts,

The national labour contracts, which ars the framework

of the bargaining system, have included in their renewal

negotiations significant novelties ia connection also with
training and retraining processes, as can be seen in Table 2 il
where a synthesis of the ten contracts covering the industrial
and services sectors is given, along with a aumber of contracts

regulating private and public eaterprises and small to medium

Lirms.

. From the analysis of the contents it emerges above all
that the problem of vocational training has been given more
ample treatment than in the past even by secters, such as the
banking sector, where tradeunioa iavolvezent found room
only at firu level. This has occurred nearly always within
the broader ambit of'thg information ‘and genergl coasultation
mechanisms foreseen for the differeat levels ( national,regional
local and firm), regarding prograxzes of development, of
technological innovation and employment relative to the sectors

and to the companies.

Such patterns of information and consultation,introduced
into the national contracte towards the end of the seventies
on the basis of axperiences carried out previously by the
larger companies, have been noticeadbly modified on the basis

of the following criteria: L
- the gsearch for a greater fuanctionality and correspoandence -
to the problem of development, technological innovation,

of employment and working conditions. This also meant

renouncing the increase in the quantity of the information
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Pursued by the former contractr, and privileging local and
regional training ( small and medium metal and mechanical
concerns, sectors with high levels of productive units such

as wood, furniture and tourism) over firm-levsl training
regarded as essential fop sectors with lasge-seale units such

88 the chemical sector;

- the contribution of "Observatories" and data banks run

by Jjoint committees and regarding, in particular, the
introduction of the new technologies,employment trends,

with particular stress upon youth and female employment,

and the consequent training processes, thus passing from a phase

of information to one of Joint management by the partaers;

= new systems of definition and Banagement of skill structures
vith particular emphasis on the need‘ror continuing and
recurring training, as well as retraining processes,

connected with the introduction of the new technologies and

with restructuring of enterprise, to offer valid support

to voeational mobility and the upgrading of skill levels;

- the setting up of training and retraining courses rfor those
workexrs interested in inter-enterprise mobility and who are
obliged to attend them so as not to lose their salary integration

benesits (CoelG.);

~the definition for the first time, in application of law n 190/1985,
of a specific area for middle nanagement ( the "cadres") with
specific information on company programmes and adequate professional

training activities;
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- the constitution of joint commissions at national and loecal

lavel for the research and promotion of positive action copn
cerning man L woman parity in accordance with E.E.C. Recom=

-mendation n. 635 dec, 1984 and the norms of law,

With regard to the intervention of the tradeunion orgaaizations
in planning and management of the courses, only some of the na=-
tional contracts have get up, or foreseen the setting up, of
training bodies and istitutes of a bilateral type.

As emerges from a aumber of company agreements there are joint
mechanisms and bodies for the joint elaboration of training pro
grammes and for control of their implementation.

It is worth noting that bilateral bodies of management of trai
ning .processes, have been operating fora long time now in the
printing and the building sectors. The printers national con-
tract, renewd in july 1986 has modified the norm, concerning
vocational training and the tunctiqng given to the joint body
(ENIPG), * following the request Dy the trades union to set up
within its own ambit a "Joint Observatory" to follow the evo-
lution of the sector which over the last few years hag witnegsed.
deep a?d extensive technological change. The application of the

new contract,~vhich has given rise to interpretative controversies

* Note (ENIPG) National Institute for the Vocational Education

in Printing.
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between the employer and the tradeunion organization on this point,

will most probably influence the activity of the ENIPG, above all

on account of the iantroduction of the new telematic and, in a more

general way, eleetz2aic technologies.

The new builders' coatract has not as yet been stipulated but
the requests put forward by the tradeunion organizations with
regard to questions of training are particularily important

as they forsee:

- the extention of th: voeational training programme to white-
¢ollar and technical staff, so as to come to terms with the
new technological changes occurring and those foreseeable
making use of jointlye-managed sehools for Builders and with

refresher and retraining courses paid for by the £irms;

- increase if firm funding in those provinces where.building

school. .getivities ade to be aset up;

- the manegement bP the schools themselves of training hours for
apprentices and the inerease in the time dedicated to basic

education;

= the improvement of the "right-to-study" principle ( the 150 hours)
and its utilizatioa for training initiatives, for retzaining and

professional refresher training rathér than for beaic educations

= the regulation of the C.F.L. so that training is managed by the
building schools themselves, that the CFL are aimed at qualify.ing
in medium-high level skills, and training young people between the

ages of 18 to 29, while apprenticeship is targetted towards those

08

......
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between 'he ages of 15 and 18.
- the use of periods work suspension and/or unemployement for
retraining courses;
- the plannigg of work-study initiatives for new graduates (diplo-
ma and degree) from schools and faculties with special bearing onw
the gector and having the intention &f working in the building field.
This involves scholarships for workestudy courses at various levels
(local, regional, national) and work experience or training stages;
- the possibility of lumping together non-utilized working time
reduction, with paid or unpaid leave, and right-to study leave,

in order to take part in training initiatives.

Alongsfde those sectors where there is a tradition of bilateral
management of training activities, one must mentiom those wnose

. pelative collective contracts foresee the institution of trai-

ning organizations at territorial - level, such as the artisans and
tourism. These sectors have peculiar characteristics from the pro
duction structure point of view (a high number of micro-enterprises)
and from the point of wiew of the yearly pattern of their activi-
ty (seasonal character, job, innovation and restructuring prospg

¢ts, and implications for training).
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ISSUES

a

ASAP+ Chemicals

Renewals of a pumber of national collective contracts e
W
bl

2

Chemicals: Private Sector

1,

Iaformation,
consulting and

rarticipation
systema connec=
ted with employ-

meat and traipe

ing,

Setting up of inter—tmie=

union committees at
national, regiomal and/
or local level, with the

task of acquir{ng infor-
mation about industrial]

8trategies,development
and techmological
innovation projects
carried our with parte
icular reference toi

-the South,
-emploment policies
-ecologi.

It shall also have the
task of arriving at
specific firm action
involving the interests
of the tradeunion

orgamnizations  with
raggrd gg the cffogt of
8su actions upon the
labour fowce and where

necessary identifying
the conteats, tim

and modality of bargain=
ed agreements"y

The settin up of a
"Natioanal vservatory"
to analyse and evaluate
periodically, in joint
debates at sectorial
and terr{torial levels ,
the following topica:

- the labour market,

- employmeut treads,

-technological remewal ’

—orginization of worjk,

=employment safety

=-ocoll gy,

=youth and female
enployment

-labour costs

with particlapr emphasis

on health, insurance
and social schemes,

+ ASAP: Association of

employers belonging
to the ENI group,

CL
‘o)

I o I |



dssues

qc

3

4

FEDERMECCANICA +

‘. .

CONPAPI (metal and
mechanical firms)

1. see
P 410

The satting up of a data bask to
obtain information about!

Dew proceeses and technologies, to
assess new employment tremnds with
special reference to female employe
ment in the South, to evaluats .
new investment treads in the sectcs

. 9
trends in labour costs compared with
other OECD countries, workgng-hpur

trends,utilization of legislative
incentives for indumtrial regewal ,

The data bank shall be set up and
Tun by a specially created jointly
financed company Iuan by the
federmeccanica and the trade

unions,

The databank's findings will be
discussed by the partaers each year
in December and this discussion
may be followed by a public werkshop
on the new technologies., The data
bank service shall have the task

. of supplying information at sectorial,

torritorial level, Infurmation

will be provided snnually by firms
having over 350 employees and by
those with over 200 4{m ease of
techoologicel, production and organe
izational changes of a certain
consistency,

+ Federmeccanica: Association of
private employers

in the metal amidl
megnanical

SQCtOro

The Settiagrup of a
ZSy:tem of Observatories

national, regional,
proyiggiallaseiag s on
during the first fourw
month perivd of the
year %0 examine
-marketting,
=economics,
=technology,

~employment issues,
=reconversion processes,
=restructu

~ decentralisation

etc,,

Information will be
provided by the
companies with over

350 employees regarding:

=production,
=émployuent,
=vocational trends,
=training programmes
=illness and casualt},
- %ecentralisaticn,

- 0.

It shall also be mede
available by firms with
over 240 in cases of
considerable renewsl

of techmology in
production,
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Iassues

ety aqy - . .

2.,Careers
and the

position of

higher=level
white=collar

and "cadre®

employees,

43
bk
ASAP Chemicals

The carser structure forew

sees o:ght levels with a
=gcale ration rangi
gggm 100 to 223,5, o8

The middle-managers are
classified at 7th and 8th
levels andare granted
special allowances,

The cadres also have a

right to specific informat e

ion about the firm and

periodical training courses

and to assistance speeific
to their functions, the
poesibility to use their
kmow=how outside of the

firm, with the due permisce

ion of the firm itself

and shall also Xhave tﬁe
right 6o be represented on
the examination boards,

2
Private Chemicals

The career structure
forees nine levels
with a payscale from
100 to 204,1,

The middle managers are
placed at the 8%h and 9th

1879180

They also have a right ¢o
information about the fimm

to assistance in accordance
with their specific functions
and, with the due permission
of the firm, to use their
know-how ocutside the firm

Their representatives shall
sit on the examination

boards.

The middle manigers shall
be eatitled to periodieal
training and special

allowances,
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— 3 . 4
1SSUEs PEDERMECCANICA CONFAPT
2 8ee p, 44 The career structure The career structures foresee
foresees 7 levels with nine levels with a payscale
gbgayscale from 100 to from 100 to 225,
’ The middle managers shall
The middle~ managers be placed within the eighth and
are placed at the Tth. nineth levels and be .
level and have a granted a special allowance,
ht %o a special
allowencs, They shall have a right to
They also have a right %o insunéhgéa.gbterage against ’
specific information risks and death and for
reg:rding t?e firm,i;o th%§g;£§€gy g%s%hdugi the
Eggp}gé %{%nsgﬁggg gwn by cogtract.e 8sks set

professional functionms,
to periodical grazin ’ A special Joint Committee
. and after having obtalned <for careers shall be set up
the due permission of the "with negotiations powers
firmm , to publish certain aimed at realising a2 new
findings.,. system of classification”
drawing up an overall

The agreement revises the proposal for the sector

professional profiles within the seventh moath
and occupaticaal " before expiry of the
features, contract,

A joint commission shall
be set up with the task of
examining new professional
profiles with a view to
the new technologies,.

The commission shall also
carry out research amd
make proposals for

the integration of new

grofiles which shall
.be accéP ted unanimously,

-
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e § L L ER e R
Issues Pupljic metal and mechanjical Tourist sector (hotels,agencies
sector ete, )
1, see The Setting up of a Joiat Periodicel national and
Pe 41, Comnittee for the co-ordination regionay level meetings
.. of infomation procedurss between the Partners:
concerning matters of technole. « to adopt initigk
ogical innovation, iavestments, the promgtignio%a4:v§:tf3:
emploiment, vocational {raine labour policy wity 8pecific
ing e%c,, already foreseem by reference to° employment,
IRI,EFIM and ENI protocols, stability and continuity of
employment;
The information system fore- = definition with the Regions
seea annual Joint examination of gorms of backing for the
at firm leyel of; training activities,
the choices, the prospects, ;
research, devolcpment, Pr'o=m gﬁﬁfﬁigigﬁa?t153§§°§?l aad
eot-up;%exzzgfioa 0L exist
ones, Is s analyse - for the planni d ruan
Paoblems of employemnt,include of pro;essfonal ggﬁfzin o
ing "professional training aad retraining coursess
programmes with particul;r rew
ference to .the aumber o -
Vorkers interested, the durate ovggrtggsé;:;og{sc;?:rgémmes
tgn of :he courgee% tg:ipifce, € i
¢ Con ents' t e (-1} C - -f % ain ™
professional tarfets to be beofncf& eé fnpagfsammes to
aimed a¢, the ho ding of
fourses inside thdfirm or im = for hiring through employer
the external training centres,l request in cases of
88 well as the intentiop of | Particular requirements
availing of funds for the | 88 an exception to the lawg
rogrammes themselves coming |
grog outside the firm:" € . =for the institution of bilatex
al bodies for vocational
training, income support for
workers, other social
interventions,
5 .
;;e : The setting up of a Joint Commisym
13 P ion

1 = %0 carry out studies of and

research into the classification
mechanisms in order to match
classification ang skiql,

= to examine new professional
Profiles related

%on of the ngytfechnglogies.

pgo gggfgngg %ro%?fesoin gonnect-
ion with technological innovation,

Definition of the "cadresg"
@ special regulation ofs

and

to the iatroduct-

P
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(o 7 ' 8 :
:lesues Wood and Furniture Textilos and clothing
S The joint observatory,already Two Observatories have
" le 908 in operation since 1964, been set up:
. ceages %0 be experimental,
- above - one to examine jointly the
The findings will be of a natios short-term projects, every
nal character and will be 8ix momths, in collaboration
gathered in a data bank care with the OCT Observatory for
of the Pederlegno (associatiom  the exchange of views;
of BEmployers for this sector),
« one for the study of the
The information syetem has been evolution of technology .
extended to examlination of
trends in the employemmt of
the young and women, A Joint BEvery three years a structural
Commi ssion for vocational survey of each single productiv
training with the task of subsector will be carried out,
gtudying the application of ti»
gew techrnlogies and possible - The partaers undertake to
new organ.28tion of werk, has menage, by means of specific
been set up, confrontation, restricturigg
processes with particularxr
attention {0 stalf redundancy.’
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PIRESY tis 3 -1

o s
e

Issue

Public metal and mechanical
sector,

Tourism

a2
see above

The setting up of a Joint
Committee:

- to carry out studies of
and into the elassification
mechanism in order to match
classification and skill.

-To examine new professional
profiles reiated to the
iatroduction of the new
technologies.lo propose
additions to the professional
profiles in coannecticm with
technological innovation,

-Definition of the "cadres®
and a special regulation
for:

the right to general infore
mation regading the firm

training action aimed at
maintaining and enriching
skill

flexible work ing hours
compatible with tech-
nical and production needs

c¢ivil and penal responsabil-
ity

patents

special task allowances

Issue n 3
EqQual opp-
ortunities
for men and
women,

Joint Commission for study
and research aimed at

the promotion of positive
action for the creation

of equal opportunities

for male and female workers,
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-~ ISSUES ' WOOD AND FURNITURE TZXTILES AND CLOTHING
ps . The settiag up of a Joint
Ne 2 A new qualification level of : e "
see above.  SuUPer-specialization with high COmBission with the task of:
groresszonal requirements,has -drawing up a classification
een set up. of the new competences and .
ghe "guctign of the cadreg’ has those to undergo transformati
een defined on the basis of
a national declaration. - gga§§§§ gg°g:g§;soﬁzr the
To facilitate access to work of Yithin the careers scheame
personi over 29, having no during the next contracte.
special skill, an eighteen= Definition of the "ead "
res
emeons Toos thon B winisiy CateEsiy, of the relative
gas been foreseea by the aorms, salaries, particular
contracts Tights concering information
* and training.,
Apprenticeship :
This is foreseen for "specialis-
" ed" and "qualified" workers
~specialised workers for a dura-
tion of three years with a
vage equal to 60% in the first
Jear, 75% in the second and
85% in the third;
= qualified workers for a
duration of two years, with
wages equal to 70% in the first
and o 85% in the second
JeaX.
B 3 see p 47 The setting up of a work

group, within 1987, for the
preparation of a positive
action project in favour of
female workers,

The project defined at natio.
al level will lead to the
application at fira level

of the EEC and national
OACTIMS ¢
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9
ISSUE National contract for tae printing aad publishing
sector (19th July 1986)
.- Jocational The undertaeking by the parners to promote, increase

¢education and -

' technological
= lhnovation,

Ly

and strengthen vosational education for the young

who intend training for and specializing in

the printing sector, and for updating and the further
specialization of those.already employed,

To this end %he partners:

- shall study and follow the evolution of technology
and of production processes, of organization of work
and of the warket;

-shall become active within the public institutions
for research into technological innovation, professional
training and revtraining;

- a National-Body.rorﬁVocational Training (ENIPG), to
study, promote and co=ordinate the fraining initiatives
in favour of Technological and vocational development
in the sector, shall be set up;

- for each province or other territorial division a
committee shall be set uUp, the roles and functions of
which shall be establishe& by special statutes and
regulations;

= in the ENIPG and in the territorial Committees the
Employers' associations and the trade unions shall
be represented Jointly. The chairman shall be a
representative of the Employers! association and in
the case of a tie during ' voting his vote shall
povail;

= within the deliberating bodies the different employers'
and workers' organizationa shall be represented in
proportion to their numerical consistency;

The ENIPG andthe local Committees shall be financed
by contributions from earnings,
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National labour contract for white=collar and "cadre" staf?f
employed in the banking and financial sectors (26th Feb 1987

© See. p 49,

The companies, with a view to d4ncreasing professional
ability,hold annual professional training courses and/or
refresher courses of a non-selective nature open to
voluntary participation of personnel in service.

Said courses last at least 13 hours per annum and are
held during working hours. The yearly amount of hours
may be wholly or partially summed,

The firms are obliged to inform staff and the tradeunion
representatives of the timing , modalities and the
contents ¢of the courses,

At the beginning of the year, the firms' management shall
examine eventual indications regarding foreseen courses

 drawn up by the tradeunion representatives, of if

there are no representatives in the firm ltself, by the
tradeunions which stipulated the national contract,

The modality of participation by staff in the courses
may be defined by a supplememtary contract.

The courses may be of an inter-firm nature f#r those
firms which on aeccount of their szze or to other reascons
feel tkis need.

In cases of technological renewal or of relevant restructur-
ing of the firm leading to substantialmedification of

work performance, the firm shall drganize retraining
courses, making use also of the hours foreseen above,

Further courses organized by the company, for professional
training, shall be held during working hours =a-:1 the
participation of the staff shall be optional.

The partners mve reserved the faculty of examining more
closely the possibility of rendering the courses mentioned
at poiat one,selective,

Yearly, the firms, at the request of the tradeunion
organizationi, skall provide information concerning

the professional structuring of staff, divided according
to sex,and concerning the development and the rotation
of tralnlng and retraining courses carried out, and

the number of participantse.

Within the month of June, the national association

must provide overall information on the sector, with
reference, among other things, Yo the general employment
situation, the development nf technology and phenomena
concerning company restructuring and the influence of
these upon professional profiles,
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Banking and financial sector ( sntd,)

The partners undertake to exanmine the problems
deriving from structural changes in banking and
financial systems, to find out their effects upon
working conditioas,with particular reference to the
need for professional reconversion coannected |,

eventually, with inter-company and territorial
mobility.
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2+4 Vocationsal training in the industrial-relations Protocols
regarding the public gector.

The stipulation of the Protocol between IRI and the Union Con-
federation in December 1984, represented a concrete act of depar-
ture for the new system of industrial relations within the ambit
of public entreprise. This sector has long been characterized by
a8 system of collective bargaining, in large part autonomous, c¢ompa

red with the private companies.

The most outstanding novelty is commonly considered to be the
setting up of continuous relations at varjous levels (central ho
lding, financial branches, regional divisions, com, anies etc,)
based upon Joint Consultant Committees, which are permanent orga=-
nizatiéns, whose task it is to receive information and iiscuss
some employer decisions before implementation following a pre-esta
blished procedure. _

If information and consulting systems are fhot aew to bargaining
and to company practice, especially in the public companies, the
new element is to be found in the setting up of Joint Committees
which, by malking yrocedures stable and formal instead of occasio-
nal and informal, should favour greater participation.

The 1984 IRI Protocol (modified later by that of the 15th Jjuly
1986 , and by those regarding the EFIM companies dated the 29th -
September 1986 and GEPI companies of the 9th January 1987) was

based upon two orders of converging needs:

- on the part of the publie companies the need to carry out 0,2

rations

** note: the major public industrial group in Italy.
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of urgent restructuriag and/or reconversion and at the same time
consolitade and develop their activities in those key-sectors
requiring radical technological innovation, in an atmosphere

of systematic quest for consent and in any case of prevention and

control of conflict;

= on their part the tradeunion crganizations saw the opportunity
of backing of support the recuperatioan and relaunching effort wi-
thin the public companies, SO as to support and develop production
and employgent and at the same time streagthen their own role,
beyond the traditionsal one of pay regulation. This convenience was
particularily welcomed in consideration of the less open attiludes
towards participaction emerging in some parts of the private sece

tor (see the Federmeccanica document entitled "Imprese e lavoro"

1984),

These Protocols have their origin in lengthy negotiations which
have sometimes found the trade unions themselves divided upon the
opportunity of joint danagement of the innvation and re-0rganiza-
tion processes using methods different from thy traditinal bargai
ning ones and more similar to the "technology agreements" :n sther

countries (the U.K. and Norway etc.)

While they are in a way somewhat incomplete, general, vague, the
clauses of the IRI and EFIM Protocols concerning vocational traj-

ning are worth mentioning, for the following points:

- they fall into an industrial relations context whera participa-

tion is strong and based on consolidated agreements and practices;

72




M e

S

- the public enterprise organizations have shown keen interest in
the problems of training and vocational orientation, and in gene-
ral in school to work transition, as shown in the Intersind = CGIL
CISL UIL agreement of the l7th June 1986 on the question of voca-

tional orientation;

- the publiec companies have a network of institutions at their dispgo
sal (the IRI's IFAY and ANCIFAP the ENI's IAFE etc.) which. do traimin
refresher and retraining from manual to management level for many

years now;

-~ the undertaking to " promote Jointly training and informsation
geminars at various levels", new in the Italian context, might well

represent the beginning of a general process of more intense co-ope

ration due to the requirements of the new technologies and supported

by the undertaking by the IRI Committe to avail of the aid of a

. work group of training experts.

The Protocol of the GEPI, a public finance company set up for

the purchase and recouperation of companies in grave crisis so as

to safeguard employment especially in the economically less deve-

loped areas such as the South, gives more attention to the problem

of vocational training; in particular it emphasises the need:

- to promote adequate action aimed at recuperatiri restructuring
handing over companies. This requires promoting ne ' enterprises,
and job=creation programmes and planning retraining and vocational

promotion initiatives;
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= %o decentralize action at regional and/or territorial level;

« %0 look for maximum co~operation from the other public operators
_( ~egions, Local Authorities, state offices ete.)

as well as privete ones (companies and their asaciations). Thig co=-
operavion aims at carrying out programmed action with regard to
the creation of new enterprise, to schoal-work experiences.to con
tiauing trzaining, to the promotion of Co-oOperatives, as well asg

0 retrainiang of redundant workers.

The participation of the stipulating parfners in the solution of
the vocational training rroblem, even if implicit in various parts
of the Protocol, such as the point concerning tradeunion agreements
on single projects and that regarding the promotion . Co=0perati-
ves, is treated explicitly at point % whieh obliges the "partners"

to set up a Joint Commitwpe on training with the tasks of:

1) defining training strategies, and elaborating and promoting
projects, establishing relationships with the principal public -

training structures to be availed of as a priority.

2) ¢o=-ordinating the initiatives vaken and to be taken within the
ambit of GEPI with the help of specific institutions at local,

national and internationsl level.

The GEPI Commgtee. for training will keep in mlnd(ét least) taree

needs:

a) training requirements connected with the local labour market

and socio-economic situation;
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b) training requirements in Keeping with the 2Tojects both for

restructuring and for reindustrialization;

¢) the basie educational requirements for the skilling foreseen
in the preceeding points,

With a view to the effective development of training
activities, GEPI Wll put at the disposal of the Conmittee
the necessary structures and means and will eventually se® up
an agile operative supporting organization,
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Agreement protocol for CGIleCISL-UIL aad GEPI,

(9=1 2387)
Premige

o

The GEPI and the tradeunion orgasizations refer to the institutional
aims that inspired their action, proposing to find for their

line of conduct a greater and more functiosal 8ynergy so as ;o
Support and develop <the basis of production and in that way

defend angd develop employmeat.

To this end,the partners will pag particular attention to:

= initiatives, actions and structures already set in motion or
to be set in motioa to exploit all the chapcee of new enterprise
at territorial level(Job-creation);

= Possible initistives and active forms of participation of GEPI
in school-experiences, in continuing training and such like;

= Possible partecipation by GEPI 4in territorial }o-operative
initiatives for the creationm of equipped areas mads available
for the setting up of new productive settlements and for the
creation and runaing of technological parks, innovation and

research centres and so on;
= establishing the general criteria for the interventions,

keeping in mind both employement needs and those of enterprisiag

efficiency,

Taking into account what has bees said above and while safsguarding

the reciprocal prerogatives and the autonomus respossabilities
of each, GEPI and the CGIL-CISL-UIL retaim it opportume to

define occasions and Places for systematic mee tings,
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Therefore between GEPI and the organizatioms the following is

agreed:
l. RELATIONS BETWEEN GEPI AND THE TRADEUNION ORGANIZATIONS

National level:
in the month of September each year, GEPI and the tradeunion
delegatione shall meet to examine, on the basis of the documentation

drawn up and delivered beforeha:d +¢o the tradeunion organizatisas,

an account of the previous year's activities, as well as, with a
view to their preliminary definition, the programmatic prospecti

for GEPI 4nitiatives for tie year ¢o come, with reference to the
targets and +touthe resources required, to the problems likely

t0 require perticular attention, to general prodblems, and to the

time forsesm for their implememtation.

This examinatin shall be carriedoutin accordance with the aims
that the law assigys to GEPI with particular attention to Trecovery;
re=employement/job=creation, restructuring, cession, promotion

end assistance.

During the annual meeting the partners shall verify the ppportunity
of inserting GEPI initiatives within regoinal and/or territorial

projects ;, that are on the look-cut for maximum co-ordination

with other public asd private operators presest in the Same area,
in order to exploit all possible operative synmrgies.

The GEPI and tradeunion delegations shall.meet after a six-moanth
period to carry out assessement and updating both of rehabilitation

interventions and of there emvloyement,
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Regional Level

0o the basig of what has been established in the annual meeting

or at request of the partners, GEPI and the tradeunion organizations
shall meet (within ten days of the request ) at regional and/or
territorial level, as se\, down above, to carry out the

specific intervention projects, iudicating the public and the

Private organizations that may contribute to their success, alsg
with &8 wiew of obtaining their undertakings with regard to thege

&spects that concern them,

Ia partiular the following will bhe taken into considerstion |

the pProblems of the location of the initiatives , in Telation
%o the choices made by the regional authorities and the areas

from wich the lebour force comes;

the initiatives, the actions and the etructures already xisting .
or being set up to discover all opportunities for new enterprice

at local 1level (Jobmcreation);

the initiatives taken and to be taken to catalyse.at local

level all those forces( industriay associations, co=operative
novements , regional finance ingtitutions) likely to promote

aew induatrial OF service activities;
poseible initiatives ang active involvement of GEPI in 8choola work

éxperiences , in continuing training and similar activities;

Poesiv¥le partecipation of GEFI 4n local initiatives (consortial

for the creationm of industriel sites offering suitable gservices
to new productive settlements and the creation and runaning of

technological parks, Innovation and Research Centres
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= the general criteria for the interventions, above all from

the poinlof view of employment and from efficieacy ;

- staff levele and their eveatual evolution, together with the

2.

1)

2)

pay and wnormative coaditions governing the hire of labour,
the specific problems coanected with the labour comtract,

wages scales, working hours etc...

TRAINING PROGRAMMES

The partners take note of the importance of the training

problem and of the full ccavergence on it of reciprocal
interests, both froﬁ the point of view of those specific to
professional training(retraining), and of those connected, more in
gdneral,with changes in the socio-cultural context and of the
possibility of favouring the development of new enterprise,

The partnersare therefore committed to setting up a"Jointly_
masaged " "Training Committee®™ having the following tasks:

defining the training strategiea, drawing up and promoting

projects,making use, as a priority for their implmmentation, of the

pricipal public trainisg structuresy
co-ordinating the initiatives taken and to be taken within the

ambit of GEPI with the intervention of the specific local,
national and international institutions.

The GEPI Training Committee shall keep in mind at least three
requiramenfs;

the need for vocational training commected with the local labour
market and the territorial socio-economical situation;

b) the need to target training to meet restructuring and

industrialization requirements.
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c) the basic training and specific twasining required for qualification
according to the previens two points.
To further the concrete development of the training activities
GEPI shall make the structures and msans necessary for its
implementation available éo the Committee, and muy also set up

an agile opsrative structure.

3o PROMOTION OF CO— OPERATIVES
The partners agree that orportunities of employement may arise
through the fornation of new co=operatives having the necessary

technical support
The partners agree, as a result, to definme and develop within the

framework set dows by the law concerning co-operatives and

youth' employement, an active policy for the creation of nmew Jjobs,
not overlooking to this regard , the importance of the training
problem,

According to their specific isstitutional roles,

in partigg}ara

= the tradéunion organizations shadl promote and firther the growth

of co=operative "culture";

= GEPI, also by setting up specific intermal technical-organization
siructures shall offer, to the co=operatives, set up by workers
frox ‘. the GEPI grdup companies or those for which the law requires
GEPI to promote’ re-employement activities and which shadl request

it , aseistance in elaborating their production projecﬁa.

Within this ambit it shall evaluate tha projects proposed, and
among other things discover the fimancial resources required
to implement them, with partictlar refereance to those

funds made available by law 49/198%5 (the Marcora law)
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and 44/1986 (the De Vito law) ; once the projects have been
assessed ,GEPI shall - as far as the law allows- make the
necessary fuﬁda available in the manner held most opportune

in each specific case,
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2.5 Vocational training and agreements .

Bargaining in recent years has been characterised by an increased
presence of the vocational=-training problem in negotiations concere
ning restructuring and reconversion prograimes, and the introduction
c¢? the new technologies into production processes. This was also
connected with the development of the information and consulting

systems foreseen by the national labour ¢ontracts,

The analyses rerarding plant-level bargaining (1) and vocatioe

nal training within .t (2), mark a prevalence within the small and

medium coupanies of the quantitative (salary, working hours, job ge = .*

curity) over the qualitative aspects (the introduction of new te-

chnologies, job organization and vocational traianing).

In fact one notes a gap between thg bargaining qﬁestions in
large production units, where the restructuring and innovation

processes have been more marked, and those in smaller.

1) M. Laveto : Contrattazione aziendale in "Le relazioni sindacali
) in Italia" 1985-86 Report, edited by CZS0S, pages
148-157,

2) La formazione professionale nella coatrattazione collettiva,,

in Osservatoric CESQS - Contrattazione, n. 4,1985,
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firms where the trade union's presence and interveziion in compa=-

ny decisions is generally far less.

The agreements summed up in T=ble 4,even if they do not cover
the whole of the vast and heterogeneous universe of plantelevel
bargaining, are noaetheless symptomatic of significant trends
within the large public and private concerns, due also to strength

and influence of these firms within the industrial relations system.

It is important to point out that these are not isolatad
agreements but agreements drawn up at different times‘by the same
companies and therefore part of a process of negotiations and re-
lations with the trade unions which has develoyed over the past

five years and which is likely to continue.

The FIAT-Auto agreeument of March 1986 is only the latest drawn
up after a series begua in September 1980, where for the first
time the problems of restructuring, reorganization and Tecovery
of productivity within the company were faced, and in which the

problem of staff reduction and recourse to the C.I.G. received
far greater attention than aspects connected with uew..skills and

work organization. The agreement foresaw, moreover, the carryiag
out, during the intervals vetwaen agreements, of assessaent evaloa
tion by the partners.:Tne aim was t3 control hoth economic trends
in the sector, and the employpyent Prospects, the technological

ie .elopments and the roduction processes in the various plants.

The agreement of the 19th March 1986 coacentrates on the plan
for the restructuring o~nd the technological innovation of the

Company for the 1986-39 period.
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In particular it regulates the following employuent

and training aspecta:

= the recalling of workers laid of?f under CIG and who have

vot found other employment;

= the undertaking by the partners to implement g plan for
recalling all the workers laid off by the various compeny
plants, making use of pudblic iatervention, of Jobedreation
and mobility initiatives and inceativating the setting up of

co=-operatives;

<the holding of vocational training ¢ourses, aimed at Te-employment ?é
With pre-established duratioa and timetables, with obligatory :

attendance,.la collaboration with the .competent. publig organizations;-~w;§

= for those 'orkers not suited to the cour.es, the setting up of _5

further initiatives aimed at re-instatement in production,

The agreement foresess assessment and evaluation by the
pariners,in subsequent Periods,of labour carket trends and produetion
Prospects, of the impact of the restructuring plan and of tke progreass

of the training courses,

The industrial @greements stipulated with the ITALTEL,
4 company delonging to STET, a publie 8Toup operating in the |
telecomaunicaticas field, as and frem June 1981 faced the pioblems -
caused by the rigse of induatr.al electronics:

-the emergence of new skills,

=the obsolescence and redimeasioning of others,

< the change in ratio between production labour and other functions
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such as project-design and zarketing,
- the coasistent reduction of industrial staff, especially female,
oft'en in firms situcted in the Southern areas of Italy where the

employmeat situation is particularily critical.

The 1981 agreement .faced the situation by reducing the
working week to thirty-eight and a half hours, by begianing
processes of mobility withia the company itself and towards
other companies within the STET group. In particular it
foresaw the creation of a Mixed Technical Committee fur Vocational
Training which was to seg up requalification interventioa,
Although a reduction of employment could not be avoided,
the interventicn @imed at retraining 29, 000 electrlcal-mechanxcal

workers in electronic skil.s,

For these reasons the vocatlonal training question is
placed at the heart of various agreements, With the reutilization
of company staff in new techanological and organizations systems

in mind, teclmi.cal retraining foresaw:

- the spread, at all levels, of cultural and general knowledge
concerning technology and work organization, 80 as to iatroduce

elements of flexibility and quality into production;

= the need to develop, alongside extraordinary recoaversion
meagures, a permanent training system -ith - conatant
intervention in the field of human and professional resourses
needed to ereate and spread a culture and a capacity for

intervention, not oaly at management level , but at all
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working levels (3).

The low educational level among blue-collar workers,
and their advanced age ( over 40% of thenm over the age of
forty) had created considerable problems. These were tackled
first by senting up a basic compulsory course lasting 40O 5
hours, for all the staff, blue and white-collar alike.The aim :
was to retrain those workers with remote, incomplete education,
With ao specific vocational training, with a view to integrating

them into the new technology and learning context,

The training naeds measured in terms of Bours, set down
as 400,000 ia 1981, increased to 700,000 in 1982 and to
about one million in 1983-84, This initiative of vast proportions

iavolved not only the social pertners, but also the school institute

'.-"i.‘._' Rt e Ny ey e i LR e e
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ions, the regional and local authorities and e employers,
resulting in a systematie training experience and - - an

organized participation both by private and public o2jects,

(3) Various Authors: Lo 150 Ore e la formazione professionale in
azienda. Il case ITALTEL, _
Ed. by P. Angeli, 1985, from p. 56 forward. R
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The agreements concerniang the "Nuova Italsider" and the
"Lanerossi" companies both regard mature industrial sectors 3
g8oing through a phase of contractiocn and 8130 of plant renmewal

requiring coansiderable requalificatio; of personnel,

The "Nuova Italsider" agreement had to face two basig

trainiag problens:

- those coanected with restructuring processes and the need to
render staff mobile;

- those deriving from the level of sophistication of the new
plants and the informatics system. These required considerable
up-gradiag of skills , made even more difficult by the high
aver;ge age of staff. Preliminary selection s Orientation

and sometimes even personalised pPlanning becanme necessary in

order to carry out the projects,

™e staff training agreement which regarded about 2,500
blue and white-collar workers, set down not only the Qualitative

ead Juantative aspects of the procasses, buf also tie training

contents of the various phases, the modalities of organization

and the structures needed, and also singled out the professional

figures required ithin the single company areas and the relative

practical &ad theoretical training paths to be followed,

The "Lanerosei" training project, agrued upon by the trade
unions and the company management is noteworthy for: _ﬁ
- its gearing towards female staff in particular;

= its adopticn of other mechanisms aimed at lightening the staf? ¥
load;

~ the setting up of a Joint Committee with the tas * f guiding

and verifying the activity of the training agency set up by the
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gocial partners ca a joint agreement basis;

- the invelvenent of the executive staff of a number of factories
in different phases of the company's training "stages", with

tasks ranging fros prajection to actual Tutor.ag;

- the specific problems regaiding I ‘male ~taff:
to act at certain levels of res

womeqa called upon

ponsadility (productisn a3sistance)

wery expected to face purtizulsay difficulties regarding social aad

hierarchical relationshipo within the firm and modity the
¢f interestds betwcen theip Gomesti

bglance

¢ and their profeszsional
realitiea,
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FIRE RESTRUCTURING AND VOCATIONAL TRAINING

1 \

~———y

2

The FIATANTO agreement af |
the 19th, March 1986

The ITAZTEL agreements of the
15the April 14481,

S5the March 1985,
llth. July 1985

Infornation concerning the
market and preduction

dllustration of the coucern'
regtructuring plans for the

19086+1989 period, bvased upan
8 close integration between

product renewal and

productive technologiee and
the balanced utilization of
resourses,

Return of suspended workere
on CIG sccording to timing
mvdalities foreseen by

the agreement,

The gemeral trend of the plaxy
and of retum uf susrended
staff will be the oahjeet
of verification during
gpecific salks,

Tue ¢xeution of w plan for
re-satilization of W rkers
laid off, includimg pollie
intervention for jobecroad=
ion, she prowotivnm of cow
oreratives,fndeprfim and
interwgroup modility,

Re=employment shall b2 prow
¢oded by training couwrson
lasting thres months (four
heurs per &ay ) to be sed
up ax*er approval by ile
appropyiate vrrenizations

participation at the course
shall he obligatory for the
workers coanceiwed,

The re~employmeud of wirkem
who bave wvtaaded the ¢purces
shall take place at tlie rate
of L/12 per month of the
togal nunber as and from Dee,
1986, the date on which the

first cpurse ends

VAT TR T A Ch
CPRRE LIRS A T PR FTT LA I SO {\u'-)-. THA D

-The undertaking by the company to
inform the company's trade union
representatives oa vocat’eilal training
taking place aad the progsummes already
usuer way(contents, selection,rodalitie:
staff involved,duration, place, teachin,
public funding ete,)

~ Righin the framework of the firm's
atr&teﬁic plan, the elaboration of

& me um-to-iong one for vocatiomal
training to meet the needs of tech=

aciogical innovationm, which plam shall
Mo examined go%ntlg with the tradew
union organiZations,

~Bncountars at company level to define
~during meetings of the Technical
Commissicnw a procedure for regulating
refations between the par+ners with

regardte ‘Imvlemontation modalities
(oriterta o referenam with regard to

tradning Meeds, teaching' contents
etc,) <  the training programmes, using
prewestublished reference-points,

~Defirition,on the basis of progremmes
exagined, of the total number of
haurs to he set aside for vocational
tralaling,

«The willirgness of the company to
develop with the Regioms systematic
consultative relatioms involving the
social partuers for the verification
of regioanal prograames,

-Ths cumpany ehall give priority

to vocational traeining init' ‘tives
which are directly connected with
technological innovation and with

the re-organization of labour, as well
a8 the bettering of skillelevels, with
& genera) view o improving production

- To improve the training intervention
hoth qQualitatively and quantitatively,
greater use, not only of the firm's
resousress, it also of the moss
qualified putlic styructures ( Regions,

I.R.1, ;
85
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Por those workers deemed upe
; Suitable the company will

o consider the opportunity of
e finding other initiatives

: having the aim of reemploying
workers, which initiatives
aimed at re-employment, shall
be illustrated during the
verificetion phasesnﬁoreseen.

In this context the partmers
have decided upon re-employe
ment plan which shall be de=
fined before the 31st. Dec,

R 1386 and foresees the ree

S utilization of 2,000 workers

o by means of a number of
different mechanisms (return
to wori,early peasioning,
inter«fir mobility, job=
creation ete, ),

In the month of Decgmber-lSSS"
and in Septembeor 1987

encounters between the partner+

t0o verify:
-training courses;

- « the re-utilization and
- re-enployment of ataff;

- recomrse to CIG,

- the courses will be held duri
working hours, e

The agreement of the S5th. March 1983

=Considering the positive outcome of

the experimental hasic course in
Milan, this is exteaded to all {he

other factories according to
modalitiee set down py the Natiozal

Technienl Commission,

- The establishment of the number of N
hours to be dedicated, during B
1983, to the carrying out of -
the besic course which shall be
divided, more or less, inte
modules of about 40 hours for
grours of 20 persomns, For the
years 1984 and 1985 the Technical
Commisejon will define a proposal
for a basic course plan which
shall take into account the firm's

g§§3§§§%§ §%£§i§§1§?da§h3911 as

investments already made during
1983, '

= The National Technical Commission
shall face the following
qQue3tions:

+ analysis of the principal %raiaing
iters to be taken on the basis of an

- examination of the mide=term skills
in order to draw up the proposals
for a training programme in keep=
ing with the firm's strategic
targets and with t“2 recovery
of internal potentiels

,,-..-:.'rif;:‘,,-_'-' R
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+ examination of the lines of develomment B
of the organization of work in C—
areas subject to technological .
modification and restructuring
of a certain consistency in
connection with gpecific
trainiang requirementsg

+ Experimentation of an informative
course with a view to spreading
a n "informatics culture®, both i3
with regard to mechanical and
and electro=technical tasks,

du
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2

The agreement of the 12th.July 1985

- Reconfirmation of the strategic
importance,at all levels, of
training in coanection with tech-
nical aad production requir:ments,
as well as the realization of
the professional capacities
of those trained with particular
attention towards the achievement
of equal opportunities for female
etaﬂ‘.

«Beconfirmation of the fundamental,
specialiet and proposing role of
the mixed Technical Commission

with regard to all the training
programmes of the firm and the

operative modalities for carrying
then out,

- Training interveantion for 1985
equal to 900,000 hours of
activity and comparative levels
for those of 1986 and 1987, amount=
ing to approximately one week
per wo rker,

=Specific programmes connected with
the mobility resulting from the
application of the "solidarity
contracts", after a preliminary
8xamin:§ionag§ thetTec¥n¥;§%
{g%¥§gen%2tiveeb£t Egcai .
evel,

~Continuation and extention of the
experience of a different utilize
ation of the "150 hours" for

courses obtained in collaboration
with the Provveditorati degli

Study and aimed at the recouperation
of basic schooling and basic '
vocational training,

w Por v -~itive action the fim
unds kes to give its attention
2y " inclusion of fcmale staff

a i.aining courees so as %o
Jromote their access to areae
of sikill where women 2re under-
represented, on the basis of
an organic projeci for positive
action to be presented vithin
the end of 1986,
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—_————

-The placement of workers who

r
! have already attended traioing
| courses shall be the

object of special verification
at local level,
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The pew ltalsider agreement of
Sth. Now, 1982

Project for normative interveniion
in the "Lan®rossi" company

(ENI agreement ,July 1984)

«¥ithin the smbit of a restruct=
programme, the definition

The agreement between Lanerossi
of Schio and the tradeunion

of a training plan with reference organizations foresees objectires

%0

A) dqualitative """e'.sgec-ts

=restructuri requires noto=
worthy mobilifty processes of a
totally unusual kind which need
a great effort as far as traine

and reconversion of staff
are copcermed:

« the elevated %techmological
level of the new plants and the
degree of sophist caticn of ik
informative syetem requircs
considerable up
quality and a new hasic traine
model, as well as an increse
se in educational levels.
Difficulties have been encounter
ed on account of the high avelw
age age of the staff ( about
44 years), not ~nly with Tem
gard to trainirz but also with
regard %o professional motiv=
ation and recoaversion, Frelime

and modalities for carrying out

a rehabilitation plan for the firm
which will have important repercusse
ions upon the firm's staffing
policy, among other things:

~ the undertaking %o carry out
vosational retraining actiong

- the adoption of contracting and
legislative mechanisms <{hat

appear suitables for example .
gsolidarity contracts,part-time etc.;

- the Quest for specific solutions
4+o0 the problem of vocational Iree
conversion of the female staff
under CIG,taking adventage of the

. opportunities estabhlislhed under the
. Buropean Social Fund‘y

The partners, following the agree=
ment, Set up & Joint Committee,
composed of the tradeynion organs
izations and the firm'.,ith the

inary selection and oriemtation El. .¢ask of drawing up policy guide=

and. the need for even individus
training appear nscessaryy

= plant and orgamizational

restructuring requires iraining
intervention for all the staff,

even for those not working
& the new plants themselves,

lines, for exsmple:

= definition of the o'jietivess
- verificagion of taeir ackieve=

ment )
- their modificatior during ths
meetings foreseen ( if one or o

othelr of the partners o§'

AGPOL should rsquest it),
A egency, AGFOL, had been su% up
wi+h the task of developing trainiug
throughs

- the analysis of the organization
of the firm 4is i¢s various
plantss

wanalysis of the reference occupa=

-

¢iomal figures

: ' 9 3
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B) The quentitat+iys aspacts

-the training plan shall coacern
2,500 persons both techaical and
blue-collar staff including

staff deetined for the new plants
and services and professional
updating connected with organy Ze
ational restructuring;

¢) Iraining contents

= for the personnel destined to

the new plants and sepvices the
programmes foresees:

+ an initial basic training in
the matal industry and in stesl
and irom processing, in computer
systems, equipment and automation
and the techanologies of the ,
plants,of working modalities,of
productios and work organizahou

+ & second phase of specific
8kill training, onm the oane hand
to give kmow=how as nseded for
the single operative areas withe
in the plant and, on the other,
to allow for direct experience on:
similar plants ia Italy and abraal,
with the aid of skilled operators.
and practical experience undepy
the guidance of the same;

4 .

- the study, planning and implementatio:
of the courses;

- the co-ordination of the didactic
activities in the classroom and in
the firm itself (stages);

-verification of the learaning level

and the level of integration of the
learners smong themselves and with
the persons present in the factories
(the stage leaders amd the tutors),

This way there has been an effort to
avoid transferring within the teaching
process problems that are the concern
more of the imdustriale-relatioas
system than of traiming,

The various phases of the AGFOL's work
were examined and approved by the

Joint Committes,

The first part of the programme, begun
in autumn 1985 and concluded in Dec, ' 85,
witnwesed a constant presence of the
trainees in the class-room,for 14 weeks,
equal to 350 hours on the whole, with
the contridution of teachers made avail.
able by the firm and by the agency, and

permitted focussing, among other thinfa
on the principal problems of the female

copdition.

The secord phase was set im motion.

on the basis of the new decisions

taken by the Joint Committee conceraning

| -the iavolvement of other factories

% for the updating connected with:
organizational featructuring the

courses shall regard,among others,
contents and targets concerning

technological innovations:

= the acquisition of new professw
ional contents,qperational
practice and qualitative pre- i
geriptions and security i
practices, !
|
Modules with a variable duratiom |
of 2 to 3 weeks, Practical
coaching on the job in other
productive units, lasting, on
average about ome montb,

D) notes on organization R

= For the implementation of the
training programmes, it is agreed
that tLe internal structures and
the local ANCIFAP and the
training centres of plant and

within the Lanerossi greup as the
place to be used for the stages
period of the course ;
=the request for greater atteation
to specifically female questioas.

This second phase of the course began
in February 1986 and ended in December,

During this period the learners opers-

ted in the factéries under the same .

conditions as the others workers

present ;and periodical testing of

the perogress in learning and integrae

tion was carried out,

These arogress assessement took

two forms:

one left to the tutors abd to those

responaible for the c¢ourses on the

basis of tests s#t up by the Agency;

-~ the second carried out by the tra-
inees themselves using similar
mechanisms,
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component construction
companies, as well as
practical ftTraining in
other firmse.

- For the ianstructors
recourse will be had

to firm technicians,

to ANCIFAP experts, and
to technicians belong-’
ing to plant construc-
tion firms.

As an annex to the
agreement there is a
desceriotion 'of the
matters invelved in
the different areas
with the indication of
the number of the :
persons interested, the
aims, the organization:
of the various phases
and the sbructure of !

" ghe theoretical and

practical treining,
of the curricula; of !
the training staff i
and the duration of
the courses,

the findinge are integrated with observations
in the field by thefiim's comsultants who cow
¢rdinate the eatire process,

A numbeyr of exesutives of $he different factories
have heen involved both in the projecting
gtege and in the design of the tvraining process,

snd as wmounitors of the stages,obt r
Rolado pe i Hoang, Stageey obtalning results

¥rom the experience a number of comnsideratioans
emerged concerni initiatives aimed at overe
coming discrimination against women with regard ic
access to employment, such asi

= the high level of motivation required of women
in cases where the working role requires a

consistent -essumption of respomsability (in this
specific case, the role of production assistant
which requires the ability to interveme in the
ambit of plants and human resourses)|

- the consequent shift of interest from the family
to the working Aresas

= the readapting of the role of women especially
1n cultural and social cpntexts of a traditional
type, with willingness to accept working hours

of a mora commititing nature, with the comsequence
of having to Jreorganise famiiy 1ife;

- the relationshig with technolo geen 88 INOWe
how aud mastery of machinery,as a legitimizing -
element for production asgistants;

- the impact on firm culture: i,e, on traditional
organization and hierarchical siructures,

A
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Se¢hool and vocational orientation and achool =to=work

transition at loecal level
M

One of the greatest novelties in collective bargaining
at inter--~nnfederal level is the agreement signed ia June 1986
between the Intersind,an association of public-sector companies
and the CGIL-CISL=UIL Tradeunion Confederation, in which the
partners undertook:

= T0 set up a series of orientation experiences (pilot projects)
aimed at facilitating the entry of young people into the working
world, both young psople attending school and those who left it;

- to-create, with a view to this aim, a Joint Committee to
handle the running of the pilot orieatation prodects,availing
also of the specific collaboration of experts,

= %0 sustain the activity of the Joiat COmmittee by iavolving the
national and local structures of both categories and by setting
up appropriate institutional centres, both at natioral amnd

community levels;

= %o carry out Joint assessment and evaluation, at least once a
year, of the progress made by the progects managed by the joint

Committee, and publish reports on the findzngs.

The undertaking of the partners are preceded by a loag

premzse where:

- the role of industrial relations in the soluvirn of guidance
and school=to=work traasision is claimed, altaough th~ primary

responsability of the publie institutions is made clear;

36
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- an overall reform of the orientation system is called for in
the public interest in accordance also with the undertakings
gssumed by Ita.y towards the international organizations and
in order to bridge the " toaditional and negative separation

between academic and vocational education";

- Joint action on matters of academic and professional orlentation
is believed to represent an essential aspect of improvement both
of the indugtrialerelations system on the whole and of the
educational aystem: of the country, marked by a high drop-out

level both at compulsory and senior-secondary school levels;

- it is foreseen that the programming and carrying out of

Joint zction will become an efficacious means of promotion of vaster
significant experiences of co-operation between the fields of
training and labour in the varir .8 realities where they can be

] achieved (enterprise "..tages" for students, the use of experts

for teachiug purposes; guided tours and the study of compaay cases,

refresher initiatives for teachers and managers eto.).

The agreemeant, which does notexclude the possibility of
autonomous inititiatives on the part of either of the rartners,
has been favoured by the undertakings, made by Intersind and by
important public¢ concerns in matters of vocational orientation
and school=to-work transition at local level, in collaboration
with senior secondary school institutes and important Universities

(1), which have taken various forms, such as

(1) See: Preparar? il futurc - l'azione dell'Intersind per una
maggiore integrazione tra impresa e sistema formativo,

in the "Industria e &indacato" supplement, 14 1l1/4/1986.,
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lessons on the organization of labour, coaferences held oy
managers and company techaicians in the public schools,

visits to places of work, intervention by firms in laboratory
activity in those schools carrying out work on behalf of third

parties, company "stages", etc..

There have been a aumber of attempts at setting up a re-
lationship with or courses for sehool teachers, and at promoting
forms of circular communication between companies, teachers, school

publishers, in order to arrive at a cooperative elaboration of

gtudy plans.

Among the various initiatives we recall: a) the school-
work Project now in progress with fhe collaboration of Intersind
and the Provincial Administration of Rome; b) the conventionstipulated
between Naples Provveditorato agli studi (Public Education Office)
and In*ersind and ¢) many louea) Intersind delegations and single
public-sector compaﬁieS'(such as Se‘enia) involved in collabora-
tion with the school institutions;ld) the universities agreements
such as the Protocol betwoen the State University of Rome ("La

Sapienza") and the Intersind's Rome delegation for collaboration

- in the fields of scientific information, of didactics and research,

(1985); e) and the Industry-University project between the Friulie
Venezia Giulia branch of the Intersind and the University of

Trieste,

A ne*work of similar initiatives, but on a much vaster scale,
has been developed by the Confindustria by its territorial associa-
tions and by its young industrialists committees and its other

organizations,

Within the framework of the experimental and innovatory ini
tiatives that involve the employers organizatioas we must mention

the school-to-work transition pilot projects promoted by the EEC

5
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and carried out by the Ministry for Educatioca in eight
important areas, involving 227 secondary schools, 2,440

teachcrs and 21,979 pupils (2).

The growing attention given by the Confindustria to the link
bDetween the eaterprising world and training processes is shown
by the number of its territoerial organizations (about 80 in
1985 on a total of 100) involved in variocus initiatives from
academic and vocational orientation to refresher courses for
teachers, from the managerial training of head-masters to
systems of school - work rotation and the promotion of in-
dustrial culture., This emerged also from its undertakings not
only in the quest fer and elaboration of new policy lines (3) but
also it%s internal reorganization .imed at re-ewiuating %he function
of private enterprise in training at all levels, including

university and post-graduate.

According to Paracone, who is responsible for the research
programmes of a well-known Foundation,professional training presen

ts the following distinct probleams:

2) See: Report n. 19, 1985 on the social situation in the country

carried out by the CENSIS, pages l44-145,

3) Among the more recent initiatives we point out the contribution
of the Convention on "Innovazione, Formazione e Sviluppo" (Mantua
10-1l1l October 1986) and those proposed for the seminar on
"Pormazione professionale: esperienze e proposte a confronto"

(Lerici 27-28 1987).

R



- the need to reander more effective the training system for
the mature and traditional sectors of the Italian econony:
iadustry, artisans, agriculture, traditional services

(including commerce, tourism and health);

= the need to answer, o ., Wwith forms of both self-
employement and salaried euployement, the request expressed so fap only
in partial and implicit terms, for new skills of a techno=

logical and medium-to.-high professional level made by industry

and by the services;
- the way to support self-employment and develop new enterprises;

- up dating and retraining, both of adults and of the young, so
@8 to mpke the school and working experiences compatible with ne:dg

of the labour market (4).

One of the crucial points to be solved in order to face
these differeat types of problems connected with the training
system, is that of the training and up-dating of teachers, which

should be carried out by the training institutions and the

4) C. Paracone : Una formazione per gli anni 90, a report made
to the Agnelli Poundation on the theme
"Per un sistema formativo italiano di alta
qualita'" (Turin 1llth April 1986),
published in synthesis in “"Industria e Sindacato"

Ne 2 dating the 9th Jan. 1987.
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enterprises to guaranfee an adequate level of know~how, to
set up centres of "excellence" able to act as "interfaces"
between the traimng system and the world of production,

In this direction two types of important experiences are

already under way:

- the large companies are transforming their training centres
into service centres for the research, the planning and the
running of training activities at medium to high level for
high-school and university graduates, such as the case of
ANCIFAP=-IRI , of ISVOR=FIAT and ELEA-OLIVEDTI;

- local firm orgenizations are creating, with the aid of the

regional and local authorities, consortial centres or highly

specialized service centres, managerial schools for post-graduates,

technology-diffusion institutisns like the Tecnopolis-CSATA in

Puglia.

rd

The intersst of the companies and their associations
shown in these experiences does not seem to meet with adequate
participation by the trade unions, more preoccupied with basic
training procegses with a wiew to youth employment and retrai=-
ning of the unemployed, fields in which they operate, running
thieir own. caﬁrses in their own institutions both at national

and regional level (5),

5) See: Come funziona e che cosa offre un sistema formativo
regionale: synthesis of a research project carried
out by N. Schiavons and C. Paracone on behalf of the

Agnelli Foundation in Piedmoat.



However the iaterest shown by the coampanies and the prospect

‘-'."\x“-’-"-&:‘f-'.\"a'."as R O L N e S . T :

¢f their taking a central role in the re wmm of the training

System as a whole, point towards the pr.vability of a differeat

kind of involvement by the tradeunion organization even if it
aroused different reactions and a aumber of preoccupations.

It seems as if the privileged form of union involvement is

within tri-partite relationships (trade unions-institutiong-
eaterprise) rather than in direct trade unions-enterprise relations,
as shown by the recent arreements at regional level especiall-

in the territorial contexts where small-scale to medium sized

enterprise prevails (6)

’

6) See: Among others G. Alessandrini: Report to the Executive
Comnittee of the CISL dated the Sth February 1987 as
well as the other documents of the Confindustria's
Mantua convention and in particular O. Del Turco's

repors.
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Chapter 3 : Sectorial and regional cases
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;2?u . 5«1 Participation in vocational training in the building
'fﬁ Industry in a weak area : the example of the
T ~co-managed"builers'school of Pomezia,
(Cassa=-del-Mezzogiorno area)
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3,1 Premise

The relevant characteristics that interest us in the
buildiags field are: the high level of absorption of labour
with traditional skills or no skill, the fairly stable demand for
residential constructioa in the national economy, the incidence
of public expenditure for investment in public works, in popular
housing and in infrastructures, the relatvely low labour produ=-
ctivity level, the low level of capital htensity and of technolo-

gical barriers to entry, the presence of micro-enterprises,etc,

In recent times the dirficultigs in the sector have had
a depressing effect on the labour market. From 1931 to 1985
buildiné has lost over 170,000 workers. Yet the area still has
considerable weight in employment, absorbing 9.3% of the total

. working population.

’

Salaried employment in this sector is in constaant iiminu-
tion (in 1984 there was a veritable collapse) while self-employ-
meat has maintained the levels previously reached. This structural
change is also confirmed by census data according to which
self-employment in the sector grew from 12% in 1971 to 22% in
1981. The explanation of this tendency is to be found in the
organization model of the enterprises which tend to operate on
reduced staff basis subcontracting various phases of the work
to temporary working crews. These are often formed by ex-employaes
who find it convenient to negotiate a coatinuous form contract
of relationship witn the one-time employer thus acquiring the
advantages (for example, fiscal) of the"submerged econoay" .

These cases of precarious employment are therefsre in part tol

lerated by and in part chcsen by the workers themselves, incli-

100



J BRI I R A N M 0t ST . O A T CICET S
R D Sty A SR o= SRR SN A s : i -
i Lty T RS ) .

lded towards autoaomy and exploitatioa of all working ope

portunities made gvailable, Approximately two-thirds of

those employed have a continuous annual work flow. For the .
others work is often distributed over two or three three-nonth
periods, even if non-registration with the Cassa Edile (the
sector's social-security institution) for a certain period
does not coincide with periods of unemployment but rather
with other forms of employment, even outside of the sector

more or less submerged.

The market presents, however, .a number df labour=market
bottle - necks . Notewithstanding the high number of workers,
for the most part uanskilled, on the waiting list, there is a
dearth'of a number of skilled workers (brick=-layers, carpenters,
crane-drivers, etc.). And it does not seem that this imbalance
will be set right because the building sector does not attract

a sufficient number. of young school-leavers .

The area of Pomezia in southern Latium is included
in those weak areas of the country where the so-called "Mez2z0

giorno" legislation is applied.

Lgtium, after Loambardy, Sicily and Campania is the
Italian region with the highest number of workers employed in
building: 162,000 in 1985, equal to 8.7% of the region's to=-
tal employed population. Self enployment is lower here than in
the rest of the country, 17.3% against 24.8%. But the picture
that emerges from official figures is largely held.to be un=-
realiable: according to the CRESME enquizy (1986) "the labour
market in the building trade in the Ro.e area seems to present
two distinct faces: an official and a submerged one, roughly of the

same consistency."

Over the past three years the enterprises regisvered with
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the Cassa Edile diminished by S%. At the same time the nuamber
of registered wérkers dropped also by over 8,000, However this
decrease might well corrispond with an equivalent increase in

submerged activity and employment,

In this context of lcw entrance barricrs, of high
status given to specialized work and to traditional skills of a
crafts type, of a broad potential labour market in a weak area
where there is a high offer of unskilled labour but a lack of
specialized skill, there emerges a particular kind of vocational
training system where most of the interventions, especially those
aimed at entry into employment are run jointly by ‘employers' and
emplcyees' organizations,

The reasons that have led, historically, to the develow
pment of this type of training system regard the need to regulate
entry into the building trade by defining the criteria of
selection-competition and so avoid that the‘pressure of compe-
tition react negatively upon wage levels leading to the risk of s
reduction of standards and of employment prestige in the highly

skilled crafts.

Governed by the national collect jve labour contract
stipulated in December 1952, the Bujlding=Trade Sshool Institu-
tes run professional training courses for the young (generslly
for those holding a junior secoadary-school certificate) and
for adults already working in the sector. The advantages re-
cognized to the training givean by these buiiding schools are
above all:

- a close tie between the training given and the real work

situation;
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- easier access to employment for trainers with a hasic
education, favoured by a more specific intermediation

between supply and demand of labour;

- the greater motivation of the pupil who "sees" the concrete

possibility of one or more outlets;
- the essential and coherent nature of the training cycles;
-the generally elevated quality of the training centres;

- the benefits those trained in the scnools have a right to.

These 3School Institutes are present in almost all

the Italian provinces: in 1984 4,500 students attended the courses.

It is generally held that the most valid schools for .
training in the building skills ape: EFMEC, Milan, CIPEY, Turin

and CEFME in Pomezia.

This type of jointly managed scheql which finas an
important analogy iA the schools for printing skills, has been the
object of attecation during the debate concerning the refornm
of the training system. On the one hand the possibility of
extending the formula to other sectors, that is to the regioc-
nal vocationa; school iy ccme forward; on the other, problems and
some new difficultiea aat reduce the efficacy of this type of
institutional solution, were brought forward. In particular
the "horizontal" and peramsive character of the new technolo-
gies seems to reduce the epportunity of defining professions and
Job mobility sectorialiy. Oa the other haad the level of submerged
activity, vith all its implications of implicit training, skilling
and deregulation seems to' grow in proportion to the improvement

of wages and working conditions.
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3.1.2 The 3Building Schrol at Pomezia (Southern Latium)

The CEFME (Centro per la formazione delle Maestranze =dili)®

of Rome and the province of Rome was set up in 1953, It is
run jointly by the ACiIR (Associazione Costrut:ori =dili di
Rome e proviacia)** and by the three central tradeunica orga-
nizations for the sector: FILLEA FILCA,FENEAL. The training
school and the building-yard are situated at Pomezia, in the

province of Rome and have operating since 1980.

CEFME gives ample room to initial training and, within
its structure, to training contents which pri¥ilege multifunctio=
nality (polivalence). However, besides training young people
who have finished compulsory school, the building school organizes

annual courses aimed at teaching specific skills.

The 1986/87 courses held by CEFME regarded four funda-
mental fields: y
1) - builders - layers - plasterers (biennal course)
.2) = carpenters - fitters - scaffoiders (biennal course)
3) - drivers of earth-removal machinery (one-year course)
4) - building-yard operators of cranes and electrical-mechanical
craftsmen (one-year course).

The two=year courses are open to young people who have
finished their compulsory education and are between the ages
of 14 and 25.

The two=year -course is articulated as follows:

- basic course lasting five moaths as orientation for choice

of the specific skill. The object is to recover basic scholastic
notions (arithmetic, mathematics,gecmetry) and to begin acquiring
basic information and training necessary to the builder's and
carpenter's skills. At the end of the basic course, during which

there are also lessons of civics and concerning labour legislation,
* Centre for Building Skills s* Buyilders' Association
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there is an aptitude test to souad trainees' suitability for the
buildiag trade ia general and help them &1oose one of the

qualification cpurses,

-_Qualification course :this lasts ten @months. The teaching

during this theoretical-practical phase concerns: practical
exercise ( tweaty hours per week), technology and drawing ( tw»
hours), seieantific culture ( two hours),civics and labour legis-

lation (two hours).

=Final Stage : this lasts eight months and gives practical train-
ing in. the centre's 'simulation'yard ( work on the exteasion

¢f the ceatre itself) or in external yards. In this latter case
thg CEFME makes use of conventions with the Administrations of
the surrounding municipalities to carry out works of publie
utility. This practical work iavolves the trainees for thirty=-two

hours a week, while four hours per week, are devoted to theory,

¢

The final examinations ' are held before a mixed Commissibn
of members of the employers' territorial organizations and of the
trade union, of the Ministry for Labour, of tke Ministry for

Education, of the Latium Regional Autbority, as well as a member .

the school itself. The trainees who receive their certificate are

guaranteed emglozment,

The one-year courses are reserved for over-seventeen~year-
olds who have a sufficient basie technical-s¢cientific education,
The training course foresees a sole phase including theoretical

instruction,machinery handling,laboratory and work-shop training.

The biennial and one-year courses had, in 1986/87, an

attendance of 200 trainees,
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On 1987 the school set up a further five courses,under the

following headings:

-Salvage of bduildings : this course regards skilled workers already
engaged in the dSuilding trade, and over the age of 25, The course ,
which lasted five months (450 hours c¢." theoretical-practical
training), was attended by twenty-five persons. The exit level

is that of skilled labourer and the trainee qualifying from this
course may find employmeant in the recouperation of historical

towns and existing building patrimonies;

-Skilled multi-function scaffolders : this course is open to skilled
workers (scaffolding carpseaters) already employed and over the age
of 25, It involves 25 persons for six months ( 600 hours of theoret-

ical= practical training). The exit level is that of skilled labourer;

= Decorator-plasterer : ordinary employed 9nskilled workers may attend
this course if they are over 25. It las:s five months (450 hours).
The exit level 'of the tweaty-five trainees is that or'multi-function
skilled worker, that is of ordinary plasterer of walls and ceilings,

painter and scaffolder;

- Pile-driver and driller : this course is open to unskilled workers

who have been unemployed for at least twelve months and caters for
up to 25 enrollments for six months (600 hours). The exit level is
that of specialized worker skilled in the use of mechanical pile-
drivers and drills, with a knowledge of terrains, basic¢c mechanics

and sauldering;

- Archaeclogical Mestoration : this is a "positive actioan" course,

It is open to unemployed females of any age.It offers 30 places

and lasts five months ( 450 hours of theoretical-practical training).
The exit level is that of skilled building craftswoman specialized in
the maintainence and recovery of archaeological and monumental

property.
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These courses f£or adults ape held in the evening. As we
can see, the traditional crafts prevail, although renewed
in keeping With the logie¢ of the valorization of the artistic-
cultural natrimoay of.the country. The CEFMZ intends holding
courses too for intermediate figures (building-yard assistants)
and technical workers (desisners). The average age of those
attending the basic course is Just above 16, while that of
those attending the specialization courses is around 22 with
a4 greater age dispersion among those attending, The majority
of those attending qualification courses has & Junior secondary
school certificate,
. About one third of those attending the specialization
OUrses has a senior secoadary-school diploma,
The previous school curricula of the young people
attending the qualification and specialization courses are
marked by a sisniricant percentage of schooi failure which

is the principal or partial cause of their dropping out,

3.1¢3 Orientation, selection and access to wOTrK.

The CEFM3I devotes much attention to the publication of its
training aétivities. It has frequent encounters with the district
school authorities aand the junior secondary schools, There is
8lso close collaboration with the Provveditorsto agli Studi
for the Planning and creatisn of "guides" to orientate pupils

leaving the junior secondary
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schools, as well as with theiegbourjgﬁchange Jffices, The Buildiag
School also takes part frequently at exhibitions (The Fair of Roae,
Tevezﬁxpo otGe)e

The young people who apply to attend the CZFME's courses
are more numerous that the places available: an average of 400 ap
plications for 200 places,

The selection takes the form of an interview=test in which
the candidate’s suitability for the building trade is assessed,

An important characteristic of the Pomezia School is that
an agreement between the social partners guarantees employment for
those completing the courses. In actual fact about 70% of the
trainers finds work opportunities before even finishing the

trainingacourle.
According to the CEFME authorities the pupils taken on by

the companies avoid the usual period of unskilled work typical of
apprenticeship (the most direct way to work)‘on account of their
good training level which - according to CEFME - is half way
between qualification and specialization,

When taking on new staff, companies are always inclined
to avail of the CFL system which allows, besides hiring by
employer selection, a noteworthy saving of labour costs during
the first two years (6 to 8 million liras per annum per young
person hired). The usual procedure is the fo'lowing: the young
person qualifies as a builder or carpenter (two years), is
employed by the firm on the basis of CFL formula (the CEFME itself
undertakes to handle the training programme) for a two-year period

and at the end - if all goes well - he is employed en a permanent

'basis.
And yet it must be pointed out that the school gives, at
the end of the course, only a certificate of qualificatjon, while
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the attribution of the qualification itself and relative registra-
tion in the worker's work permit is left to the employer who then
Proceeds with employment formalitjes (within thirty days).
The qualification, by the agreement of the partners, may be
granted by the school only in the case of those c¢nurses forreseeing

rot-iion between training and work in external yards,

3¢l.4 The organizations model of the CETFME

The CZFME is run by the Administrative Council composed of
8ix building constructors and 8ix tradeunion executives belonging
to the sector. The Chairman is, Yy Statute, an ACER member,
the Vice-Chairmanship g-7en to the trade unions. The General
Director is nominated by the trade union,

iThe running of the training activity of the building School
is handled by three management Offices: technical-administrative,

didactic and residential, ,
The staff of the Pomezia school is composed of S5 persons,

all on a permanent employment contract. The teachers, including

those teaching theoretical subjects (engineers and architects)

and those teaching practical skills (usually specialized

workers, and some cases draftsmen) are twenty-six in all

(out of 55).
The trainers! working obligation is 22 hours per week

teachiang as well as 12 hours of Planuirg activity and extermal
confereaces. Zvery year the teachers are sent on an 8/12 - week
refresher course,

The complexe which houses the school at Pomezia covers a
surface area of 50,000 square metres of which 12,000 coverd,

The school has 18 class-rooms, three labor-tories, a 500 - place
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Conference Hall, a liorary, a screening room, a gymasium, sports
facilities, lodging covering 3,800 square metres (38 rooms),
a8 3500 - place cantern, a kitchen able to cook 2,000 meals at

a time and other essential services.

3.145 Training = activity planning

A thorough knowledge of the labour market, the evolution
of professional profiles aund company organization models are
considered by the school the basis of training activity and trainine

Another important element is the joint planning with the
building companies or with their associations of the types of
courses, of the didactic syllabi, of experimentation, of the
improvement of the sssessmest' and intervention methodologies. It is
this way of proc:eding that in a big way guarantees reaching
the fundamental #im of training: that is the employment of the

pupils at the end of the courses. It should be mentioned that the

. hypothesis of a platform for the building workers at present being

discussed requires fhe setting up of an Qbgervatory for the
sector with a view to guiding the action of the schools and

of the Formédils(Joint national organisms being at present set
up at national and regional level for the promotion of the
financing of intervention). In 1984, through FORMZDIL's natio-
nal branch 18 projects for 2,000 pupils were presented to the

European Social Fund.

5¢1¢6 The Building School's Fj ' 1

The Building School's financing is provied for essentially

by returns from a part of the contridutions paid by the enterpri-
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ses into the Building Fund and calculsted at l» of the
workers' salaries. This type of financing represents oane of
the .trong points of the schools as it guarantees sufficiency
of means and autonoamy. Other sources of financing are the EEC
contributions to projects passed Dy the Zuropean 3ocial Fund and,
with regard only to tho:-. ~etraining courses h:ld at regional
level, coatributions of the Latiunm Regisnal Authori:y towards
projects passed and funded by the national "Foado di Rotazione"

(Minissry of Labour's Training zund).

5¢le7 Services granted to the students in training

The students may lodge oa the School's premises if they
choose to board. Besides the canteen, personal equipment
(professional clothing and tools), access to the didactic=-
technical structures duriag free time, the students also have
the right to an attendance grant (of about 80,000 Italian Lirsas

per month) as well és a refund of travel expenses.

341e8"CO = management' in practice: some conclusions

The co = oparative model put into practice by the CEFME
seems to have given results as far as relations between the two part=
ners and the efficacy of the intervention are concerned, Relations
between ACER and the trade unions, and these between the Council
of Administration and the Dirctor General of the School seem
to be marked by maximum collaboration. This is demonltrated.by
the fact that all the decisions passed by the Council of
Administration are always approved unanimaus and not by a

majority although the Statute allows for this latter possidility.
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Problems can and do arise between tradeunion onganizations with

regard to the assignment /rotation of posts within the CEFME's

staff (The General Direction and the three Technical-Administra‘ive,

Didactic and Residential Directions).

Relations between the CEFME and the other institutional bodies

(The Provveditorato, the schools and the Employment Exchanges)
are frequent. An agreemen* for the restoration of the Castle
of Perna has been stipulated with the Roman Municipal Authorit¢y,
Here, in the locality of Decima (in Rome's municipal area), the
School has been able to open up a yard for the training of pupils
and has permitted the Municipal Authority of Rome to save up to
60%.01 the restoration costs (paying only the costs of the ma-
terials used).

‘There are, however, difficulties and problems. The
Pomezia School is today being used well below its potential
with regard to the courses set up, the typg of trainees attracted
towards it, its exploitation on a 24 - hour bdasis.

There is, besides, still much to be done with regard

to the functionning of the structure, the quality and variety
of the training courses. To this end, the proposéd platform for
renewal of the national contract, that will be proposed to the
building workers, points out the need:
- to extend vocational training to the white collar staff, with
funding by the companies;
- to have agpprenticeship herdled by the Building Schools, raising
the number of basic and theoretical training;

- to favour the utilization of CFL on the basis of suitable

re - regulation, leaving epprenticeship for .the 15/13-year-cld group;
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- to utilize periods of CIG and Special Unemployment Subsidies and

organize retraining courses for workers;

- to promote specialization courses for technicians and middle

managezent (cadres);

- to promote study/work initiatives for new graduates from the
senior secondary schools and from the university faculties
With some bearing on the building trade and who intend

working in the constructioas field.

To favour the developmeat of vacational training, the
social partners have urged, within the framework of a supple=
mentaryx provincial agreemeat, the setting up of a Joint
Regional Committee for vocational training (Formedij Lazio),

This organization has the task of carring out at regional
level, the statutary aims of the national FORMEDIL, already
set up according to the Cntrad of 183, to co-ordinate the
initiatives being carried out at provinecial level (European Social
Fund projects and Voacational and~“training plans) and for the .
presentation of a ¢oordinated programme of intervention for the
Latium Region. The supplems:ntary proviancial agreement makes
specific mantion of the CEFME as the suitable centre, on
account of its structures and its didactic experience, the
seat of Latium's Formedil.

Finally, the Region aims at placing the activities of the
CEFME within the framework of its regional vocational training
plan. Given the need to requalify and potentiate Regional
vocational training,it has been suggested that the jointly ma-
nagac training institution model be transferred to the training

activities run and controlled by a number of regions (for example
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the South). According to some experts this projec® would be more
feasable in the case of "new" than in that of the transformation
of "old" ones. This on acc.unt of the problems connected with
‘recycling structures and human resourses (trainers) often inadequate
for new training tasks.

On the other hand, it is precisely with regard to new
initiatives that this model, as illustrated through the Pomezia Schodl
shows the gres,tscdifﬁculﬁeéof adptationsa) sectorial delimitation
of the proreséional profiles (which end up becoming traditional
medium-to-low= craft skills, even if up to date) with respect
to the new technologies which are of an iatersectorial character;

b) competition with the parallel market (both black and grey) of
irregular work; ¢)the availability of young people with an

insufficient educational background and pocr schol astic careers.
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3,2 Experiences in the banking sector in a region of

the so=called "Third Italy" with particular reference

to female workerse.




«103-

de2.1, Trainigg in banks

A case= study on participation in vocational training
in the tanking sector is of at least two-fold iaterest, which
emerges more sharply when comtrasted with the one on the building
trade just examined, In fact this is a gector in the gervices field
whi'h has undergzone a strong increase in employement over the
rast few years: employment. 1in banking conocerns has rises betwen
11970 and 1985 from 142,000 to 304,000, that is by 114% , against

8 43% increment for the services sector on the whole over the sane

period, and a mere 7.1 % increase in employment, in general ,

Basides, it is a sector ia which the female Coumponent has
increased significantly and where the sex ratio has changed considerably .

( ses Tabie),
The considerable increase in hiring that has beea thus determined

as well aa <the sizable reconversisn , mobility end reorganization
Processes imposed by the new technologies havé led to a growing

demand for training . The expansion of traininmg within banks is
a Telatively recent phenomenon ig rapid expantion : from a recest

sanple survey (see:Pormazicne, ABI,n,1) it emerges thet before 1971
only. 12% of the banks examined had begun training activities, but
that this figure had risen to 30% vy 1975, while as many as 55% of
the banks begar training experiences betwees 1976 and 1480 .

Attention towards the problems created by the growipg female

presence and the increased demand for training is shown by a sumber

of studies aud conferences carried out by the soci .1 partners,

The _PIDAL/CGIL , im particular the women's group of the Vicenza

area, carried out an enquiry into the Condition of women in the
bank, elaborating data gathered through distribution of special

qQuestionaires to women workera.
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From this inquest it emerges , among other things,
that the papnking women are relatively young: the maximum
level of hiring in benks was reached during the 197‘7/79
period in coincidence with the wholesale introduction of
informatics, As a result, the majority of women are employed
at initial clerical career level, The FIDAC/CGIL, on the
begis of the findings of this inquiry, noted that dissatisfactice
with work for the most part was comnected with problems
related to professional kmowshow, to career and workinkwhours
rather than with discrimination as such,

FABI, too, held a Coavention im 1983 on "The Female
Fresence in Itelian Banks"j

Prom the "research on female employemnt in the
banking comcerms® ~Zarried out by the Centr: Bicerca Organizzazi-
one Azendiale of the Bocconmi University of Milan (1984) it
emerges that, whereas in banking the managerial emd executive
cereer is strictly coonected with age and semiority, the
manegerial and executive posts occupiable by womem are
necessarily limited due to the low pumber. of women with
the appropriate age and semiority requirements, since
until the seventies very fow women entered benking at all,
There also emerges & negative discriminatiom (though slight)

as far as the professional career is coucermed, in that, in 1984
the proportion betweem males and females promoted and the to=
ta:l male staff was 13,0%, while among the female staff

the proportion wos_ll, 4%,

From the data concerning itraining, it emerges that in
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1384 the amount of managerial and professional training carrieqd
out by the bank was og s level, more or less, with other sectors

of industry and of the services ia Italy,
In terms of training days per person there is g difference

©f approach to male and female workers with the same typy of
course: for the males ome finds more specialist/manageriaj
Sraining, for the females greater initial/professional
training and more langusse courses,

The Aesociazione Bancaria Italiana (ABL), 4n collaboratiog
with the Bank of Italy and the Banking Bmployers'Association
has promoted a Survey oo the "state and prospect of training
12 the banking sector", from which emerges the fact that the
introcuction of tralning activities within the benking institute-
lons, \ith the creation of special training offices, goe® pack
%o the seventies, This means it is of relatively recent origin
when the banks wers going through & period of great expansion
and *onsequent lacrease in hiring. Tais origin explains
Some of the features of in=bank trainings
1) 1t looks 1like a kind of "home-made® training, aimed at fitting
the needs of the intermal labour market, at “socializing"”
enployess within the firm,at legitimizing the career structure
and having very few contacts with the extermal market and

giving little attention to the dynamics of productivity and
the organization of work, The closed nature of the training

model explaias , in part, the almost exclusive reference

to professional trainers for the planning and runsing of the
training ectivities (Consultant Agencies) and the exclusion

of a say by the social partners in matters of planning amd
control, Only the lesser banka, due to the evident difficulty
of keeping the process closed within their own institute, have
availed of training centres and of the larger banks y Yoo, to
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train staffy
2) training was aimed at coaching and the promotion of an enterw
prising mentality and has catered above all for the needs of
the newly-hired and the white=collar staf?f especially at lower
levels, The episodic and non=target nature of these training
activities and the lack of connection with productioo and
manpower planning and with the aeed to meet the requiremeants
of development and organizatidn explain the lack of systematic
practices of evaluation/verification of the training process,
which the Study reports,

During the preseat period, iamportant changes of outlook
can be noted, The employuent boom has eaded and the banks have
bécome more aware of the need for rationalizatica and efficiency

in organization, Besides, the market has imposed considerable

changes in products and processes which have changed the "quality

of tzaining d"anands. Bnphasis has been placed, therefore,upon
specialized trainicg in the new proeusu.or the new functions
(for example the commercisl ones) tailored for high level staff,

The participation of ¢the social partmers fdlxs a parallel

pattern which is ot necessarily conv.erging on and in harmony wit:

these changes. The inquiry documents: an increase in the demand
for training by the trade unioms, by the employers’associations,
by the enterprises and by the staff managers; ® the atmosphere
regarding training ( with regard to involvement) appears from the
response to be decidedly positive (op eit, p.12)".

The principal rormative vehicles through which the social

partners formalize their request for mors irainling are the

national collective contracts and the supplementary company

contracts,
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Such normative mechanisms foresse specific guaranteas

for carryinmg cut the contracts themeelves, Io particular, at the
request of the trade unions, six-momthly emcounters with the
Cirecticn may be held where the problems conceraing work relations
can be discussed and suitable provisions made,

The national collective soatract for the banking sector,
stipulated in 1983, contains provisioas regardiang professional
training, Ia the chapter entitled " professional training,
8ki_ling and up-dating®, suitable traindng for e+ -=hired
white-collar sataff, to be held during anormal work.sg hours
is toreueea. It has also been stipulated that at the request
of the tradeunion organizaticas, meeting to illustrate matters
of tradeucion and labour interests, may be held, Purthermore
the companies , in order to favour an increase ia professional
capaity, shall promote amnual non-aelectivo professioanal.
tralning and/or refresher courses, opea to the voluntary
participation of the whigeecollar staff ou permanent contract, to
be held during normal working hours,

These clauses foresee, besides, that thg time and the
modalitios of the courseo must be mede knowr in advance to
the staff and the sompany's trade unioz rapresentatives and that
the g#neral direction must examine any recommendations with
regard to the cuurses made by the co=0rdinating body of the
company's tradeunios representatives,

Not always does this iacreased interest in and request for
t=aluing become real and efficacious participation, breaking
dow. the traditiomal - olation barriers in the banis' training
offices, These officee, which tock care of the realization o:
the training projecte used, in fact, to limit themselves to
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rendering operative the initiatives set up , thus reeponding
with éoasiderahle autonomy, to the demands of the social
PFartners. They rarely carried out consultant functiona; thus
they found themselves in a position of "line" rather than ia
one of "astaff", The very ianvolvement of those who aveiled of
the training programmes, that is the workers themselves, is
seen to have been rather formal and unresponsive,because "they
rarely knew the aims and the mocdalities of the workimg iter
awaiting them" azd they found themselves obliged to undergo
training without an analysis of the motivetion and oaly for
tiie sake of job content, Therefore, the workers' attitude appear-
ed "ambivaelsont, divided between a benevolent acceptance and a

substantial indifferance...":

Another fact coomected with imsufficient participatioa
that emerges from the survey is that .of discoatinuity and
assessment: *Qne gets the impreséioa that once the annual
packet of training projects has been defined, the activities are
not supported in a sufficiently coniimuous way by ulterior
information for the participsass but that they follow their omm
course(p. 11)7 The assessment, besides, is limited to an
analysis of the impact of training on dimmediate job performance,
oa standardization of conduct and knowledge and the normalizatiozn
of the atmosphere within the company, without penetrating
into more significant queetions comcern’ng behaviour/attitude

and industrial ‘culture’,

Avwareness of these lacks, as well as external pressure

from the "market™ is bringing about deep change in the quality
02 training activitios in banks, with a shift of targetting
to higher levels, with a more direct and "motivated™ interest
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on the part of the company managements and/ or oa the part of
the woerkers,and with emphasis on enterprisiag 'culture’

(see schame],

Having established the fats “hat the explicit requesst
for participation by the social partmers in the training

process in this sector has growa, it remains to bs seen
whether these requests have any real effect upon ¢he
changes taking place or are simply & quatitative extension
of the formal aspect of the problem, To this question
(and to others comnected with 1t) we have tried to give an
answer by means of ad hoeo verification of a particular

and specific situatiom,
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3,2,2 The Case of the Tuscan Banké.

Tuacany is a region of ceatral Italy where the development
process, due to emall and mediwm compan.es and spread of
entorprising and of technological innovationm, has been particularily

vivacious,

With Emilia and the “Adriatic Line" regions, Tuscany
has had a type of development ( the so~called "third Italy}
in that #-is Aaistinct from both the backward Italy of the South
and the "industrial triangle" of the North) that has turned out
to be perticularily capable of handling,with flexidility , the
shocks ef the seventies, and has therefore found theoreticians
and supporters in Italy and abroad (see 3Brusco, Becattini,Piore
and Sabel), One of the basic characteristics of this model is the
elevated level of involvement in the production process of the

social pardners { ampioyers' aud tradeunion organizations,
public bodies ete), We wished to verify, in this region and
within the ambit of this model, if participation ia the
training process has Tetained and followed the changes in training
in the banking sector.
It is necessary to point out that the value of the case

is more emblamatic than representative, in fact, we find our-
gselves in what the experts call the beat conditions for efficacious

Participation in training activities, Besides, the principal banke
ing institutes operating io the Region are public law bodies
(Monte dei Paschi di Siena, Banca Togeana) or Savings DBanks
(Cassa di Risparmio di Pirenze, Cassa di Risparmio e Depositi

d4 Prato) or Popular Banks (Banca Popolare dell'Etruria) s The
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date of these baaks coafirm the fact that the increise of female

employement is considerable(+ 96% im the Banca Toscana , + 36%

in the Monte dei Paschi,+ 110% ia the Banca Popolare dell'E¢rura,

+ 45% in the Casea di Risparmic di Pirenze and as much as +45% in

the Prato savings bank), Besides,it is significant that the
increase in first and second level clerical women sfaf? corrisponds with
a3 equivaleat decrease in male occupation, Ia the upper ramkas of employ=
meat the growth of female euployment is mors relevant than that of
males,

From a aumber of company contracte an increased demand for contrace
tual regulation of training eamerges quite clmarly,

The supplementary coatract of one of Tuscany's leading banks,
tollowing.agrecments between the social partners y raises the minimum
training pariod for newly hired first level eanploy ees , which the
1983 National Collective contract has established, doubling it to
eight weeka, 0f these , four are for theoreticale-pratical training
in the Training Centres , two set aside for on~the-job training
and the rest to be used elastcally at the Training Centres anda/or
at one .of the compauy's branches or at the Offices of the General
Direction,

As far as the second level staff is concermed ,( which
with the preceding level represents an important female
employment sector ), the supplementary contract multiplies the
ninimum - iraining period forseen by the National Comtract for the

newly hired, by two and half, taking it up to five weeks ,
Of these, three woeks ares dedicated to theoretical- rratical
training at one of the Centres and two for Job adaptation,

In the case that ; due to certain operative ' needs y it is

necessary to use the training time of first and second 1level employees
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differeatly from the norms set down in the contracts, it is
requirsd that the bank comunicate thias to the company Unions.
Recenlly, on the basis of initiatives carried out by the
Company's <trades unicans , another banking ianstitute operating
in Tuscany stipulated a surplementary contract with the company
for the training of white collar, caretakers and auxiliar staff,

This coantract forsees that newl, hired white-collar staff avail
of a training period of at isat twelve weeks ,to_five ol th2se are dw

eligible employees promoted to the first level from the lower level
or from any other carmer level, To this course, devoted to banking
Practicg at the Iraiokng Centre, 8ll are elizidle,

This poriocd is ZTollowed by the placing of the newly employed within
the staff at the Head Branches or Autonomus Branches for pratical
trainiig for four wegks under the guidance of experienced staf?

of the branches themselves, The remaining three weeks are dedicated
to training in the Branch were the employee will work on a
rermanent basis, ‘ ’

A further specific clause agreed upon by the partaerd <forsees
the undertaking to promote, during working hours, at least four
" training/information type courses " and " specialization courses"

open to voluntary participation .
The first type lasts thérteen days of wich three are dedicated

to " information ™ and the other tea to " coachiog " .
The first level employees, the clerks aud ushers are eligible for

the ™ information " phase . The possibility of choosing ,
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within thec" training " ambit, among four different subjects

is givea ., The four subjects ars: basic course, a course om bank
credit issues . y & Course om questions of orgenmization and finally
One o8 ttemes requuwstes by the participents,
The "specializatioan courses" may regard the following topics:
Executive functioms, Risk Management , PoreigZn Banking , the Stcok
Exchange, Develomment/Marketing, and may be atteaded by upper
level employees and those first level clerical employees at the top
of the seniority 1lists, '
A% the end of each course the rariicipants undergo a qualifying
exam at whihh four bank emplorees nominated by the Secretariats
of the Trade Unions take part,
Those employees who pass the exam have the right on the bhasis
of their placing 4in e meryts 1lis¢, to choose & branch office of the

ones indicated by the banks:at the moment of so%tiag up the courses
Where the speeific qualifications learnt at the courses are put to use;

Prom the date of aomination om the basis of the aforementioned choice,
the employees are promoted to the level immediately above the previous

one, they were employed in up to that moment.
Until recently, the negotiations carried out at national lewd
between Assicredito # and the “anking tradeunion organizations have

permitted the drawing up of an agreement for a collective nationdl
contract for the "cadres™, the white collar staff, clerks and ushers

of the credit sector,

,'...:.g ;S'lil"7i'0";e'v‘°'.'l:~‘1‘1"~.‘""

# Banking Boployers' Association,
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The new contract conditions, which will remain effective
until 31st, December 1988, face themes counnected with the
organization aad technical functioning of the banks, euch as
flexible workiang hours,

Ag far as the role of the trade unioms is consected a
greater number than before of informmative oommuniqués regarding
aspects that most directly concern work relations, are forseseen,

In particular it is foreseen that the company grant to the
trade unicas, at their request, information coaceraing topics
such as employnent trends and the destinatiom of the aewly
eaployed to the various branch offices, indicating separately
daéa concerning malea and females,

Besides, the national collective contiract requires the
separate communication of separate data on female and male.

etaff as far as training and turnover are concerned,

Pinally, the new norms foresee that the criteria concerning
distance control of employee performance and CFL be set down,
and define and regulate the new class of the “cadres" ( estab=
lished by the cadre recognition law of 1985), This category
i8s gharacterized by functione that involve particular hierarchicale
executive responsabilities, that is, elevated professional skill

and decisional powers,
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2,3 c‘ﬂﬂd‘f“.

Definition by contract of contents and durationm of
Ceurses , the extensiom of the minimal training periods,
obligations concerning information and coasultatione, participation
ia the Examination Boards, forecasting and plaaning of job
opportunities and placing withis career structures: these
ar¢ the new (initial but qualitatively important) eigaals of
& more decisive contribution by plante=level bargeining towards
the definition of the role of the social partners ia training

processaes,

These signals qualify but do not change the opiniom that
the‘level of real involvement and control is insufficient,
"Participation in training processes is aon=-existant®, one director
of an important bank training cemtre told us, Participation
( evea in ’ -the most advanced situationms such
as Tuscany) hardly ever goes beyond setting down in contracts
Socme aspects concerning participation, The agreements (with
some significant exceptions contained in the last contract

platfonm)_'lack specific indicatioms conceraing femrle staff ,
The increase of female employment in the sector, with all it¢s

trainiog implications, seems to have taken place largely

outside the active intervantion of the trade unioss, Besides,

in general, the unions seem to' have encruntered great difficulty
in following and cnntrolling processes of restrusturing and ia
overcoming their traditional weakness within the sector,

Once again an efficacy constraint in participation in trein «
ing seems to be closely connected with constraint in the evolution
of the industriale=relations system, The paradox lies in the
fact that it is within the very sector of banking that the

\
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participatica in training 4s.most wanting and weakest. and.
adaptation to the mechanisms of industrial relations is the

slowest and the most laboured, Ia fact iz banking ¢he intermal
labour market is ia great expansiom, the upgrading of qualifications
and the growth of employment is noteworthy,there is still some

form of public regulating defeanse against competition and the

demand for iraining is oa the increase and "qualitatively®
improving,

fhus in the very humus of favourable conditions (markets.
regulation,labour force structures), where setting up dialogue
shoild be essier, one emcounters greater délays and resistance,
Therefore the case=study, im conclusion, points towards the
importance of conditions of a subjective nature concerning
the role of the social partners, the stiategies of the collective

subjects and their capacity for representation,
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TABLE
Bank employees in percentages according to sex and sikill levels
= Yed - Yomen
1976 ? T9.3% 20, 7%
1980 TT.4% 22, 6%
1984 : 76,6% 23, 4%
ear
Executive Yihi.te collar © Subsidiary
M, | P, [% of total M, | P, % of total M, P % of
i : —total
- n
i | !
19763 99,4% 0,6% | 12,1% 7538 24,78 79.T% i97o7‘ﬁ: 2.3%: 4.6%
19803 98,8% (1,24 | 11.1% 74,08 26,04 79,06 97,24 2,84 5,3%
1984: 9‘7._4% 2.6% | 13,2% 71.9,%] 28.1% 79.4% LG.S%\}.%' 4,2%
. b . | 4 LI A LY -l .
\ : Auxiliaries (cleaners and other manual staf?)
Year T . &
1976 68, 5% 31,.5% 2, 4%
1984 | 704 5% 29 5% 2.0%

CRORA research - carried out by the Bocconi University of
Milan on a sample of 175 firms,
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- Summary of participation in

who is
engaged in
training?

Refersnce

models

Aims
Trainees
Methodolo-
gies,

Role of .
the social
Partaers

Reference: F,Pascucci, and

2hasg l:vdegiani

2158 and contsoll
dation 1971
1980

- 630 of the
firms intervie=-
wd

- the large ban
ks of the Horth
and Ceatre

- Since 1975
all banks oper-
ating at natio-
nal level,

- hainly exter=-

nal specialized

training-centr=-

es

- Jjobespecific
coaching,

v Newly-hired
wnite collar
and executive
staff

through
discussion

" n
= Isolation
of the trai-

ning process-
es from the
production oz
es

-"Selfcentred"
socialization
training

= Traiaiag is
considered by
the staff
distant and
inefficient.

training

(specia-
lized services
- Teaching
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phase 2: the actual
state of thiagzs
1931 - today

- l2v og rema..g bangs

- spread to a nuzdber

of banks at local
level,

Internal/external
University teachers
consultants
specialized training
veginning of closer
links with

internal labour
market and career
partaers.

Training geared to

changes

= Organization develo-
paoent

) = Productivity effi=-.

ciency

- Management traininog
for executives

- Specialist training
for all. white-collar
staff

- Basic trainiag for
newly-hired

- Diversified teaching

- training gradually

integrates itself into

company planning

- The request for tra=-
ining by the social
partaers grows and
spreads

- EZffective participa-

tion of the collective

sub,2¢cts in traiaing
still wanting

- 3eginning of the re-

gulation of duration
contents etc, through
contracts,.

1n She DAnK3-{T23 an ezpionical Survey

Phase J5: prospects
rfor the niaeties.

~ almost all firas
will effect tra-
iaing.

«-Internal/zExternal

- Changes of nethods
and contents

- Integration of
training with career
struetures and with
internal labour
parketvs.

-Productivity/efficiency
-Jeeds of a changing
market:Organizational
changes/automation.
- Greater managerial t.
for executives
- Specialized training
for white-collars

- Further regulation
of training in
contracts

= Linking of training
with careers and
CFL and with the
restructuring of
firms and eamploy-
ment cuts.,

- Demand for parti-
cipation must go
beyond mere sti-
pulation of agree-
nents etc. and
towards planning,
assessment etc. of
training interve-
ntion.

M, Spatafora: "Indaegine"” 1986
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303 Some experiemces in the metal and mechanieal
sector in the Lombardy Region,
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3.3.1 The role of the social partmers ia the Vocational-rraining
Systcn in the Lombardy Hegion.

The regional laws and norms of Lonbardy foresee and guarantee
the participation of the social partners ia the planning, implemens
tation and assessmeny of training activities with a mumber of

different modalities which can be summed up as follows:

- planniog of the training activities, Represeantatives of the
Employers' and Tradeunioa Organizativas are members of the bodies
charged with planning: the Provincial Commissions £or Vocatiozmal
Training ses up within each province, and the Regional Vocatiomal
Training Couneil, A protocol betwee: the Regional Govermment and
the trade unions is foreseea by legislation, This protocol allows
for express and preliminary coasultation of the tradeunion organe
1zaticns with regard to moat of the important decisions to be taken
by the Regional Administratiom, smong which the longterm plan for
Vocational Trainings

~ oetting up of a special committee (Comitato di Comtrolle Sociale )

in every Vocational Training Centre, composed of representatives
of the Bmployers' and the Trade Union organizations. It is compuls

ory to obtain the opinion of the Committee on the most imporiant
decisicas oi the centre: proposals for aetivities,critgrin for

the provision of services to trainees, disciplimary regulatioas,
didactic experimentation, etec,

= the social partners shall be represeantsd on the Examination Boards
having the faculty to grant certificates of qualification and
specializations

- & special consulting committee is foreseem for those training
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activities held outride the Vocational Training Centre system

(for example, projects financed by §he EEC and/or the State and the
Begion, and therefore 8ll traisisg projecte aimed at requali-

fying workers). This Commitme aids the evaluation of projects

with theparticipation of representatives both of the Employsrs'
Aseociations and the Trades Uaioas. FPor such initiatives, 19

forseen, a final teat aimed at assessing whether the objectives

have been reached or no% , kore often than mot , in fact there

is 0o Certificate of qualification or apecializatiom at the

end of the courses, The assesmment i8 to be carried out by
repsesentatives of the regiozel autbhorities, of the: regional
Labour office and tha gocial partners .

It does not appear easy tc sum up the experience of participation
by the saciel partaers owing to the complexity and, variety

of levels and mechanisms iavolved in the implemeatatios and

the assesement.. of traising intervention. Certainlg the
coatribution of th; social partaners would seem to be preeoét

in a more contimios and efficient way at the moment of

planning rather than at the moment of implementation,

This may be due to the fact that the preseat organization of the

Vocational Training Centres is of the "school" type, which
explains the difficulties met by the social partners when irying to
play their specific role, Even &t the moment of assessment of traine
ing initiatives the varticipation of the social partners seems rae
ther formal within the ambit of the Examination Boards, while the
participation of the Trade Unions seems to be more attentive and
active when assessing those training activities carried out by the
firms or by the cenires in collaboration with the firms,

141



123

Employment tremds in the metal and mechanical industry in Lo.baggi

1984/ 1983 1985/1984 1986/1985
Acceesions 67,505 78, °79 90,007
A «4,925 A =2,047 A + 10,388
Separations 72,430 80, 326 79,619
AIG -yearly
moving averw _ .
ages 45,203,000 42,438,000 34, ,000

The‘mechanical sector has been the sceme over the past few years
of important restructuring due to the introductiom of the aew
electronic technologies that changed radically the organization of
work,of traditional profiles, The introduction of the pew technolow
gies has particﬁlarily affected the composition and quality of
employment, In this coatext tréiaing aes been and goes on being ome
of the moet important mechanisms that accompanies the changes
created by techmology,

As an example of this we give the data emerging from a survey
carried cut on behalf of the Lombardy Regiom by theIRER (Institute
for Bconomie and Social Besearch) of Nilan in 1986 on a semple of
98 companies. The data show the relative importance of

these chunges with regard to the differeat occupations

( see Table 1 p, 124)
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Effects on employment of technological imnovation. Percentage

variation per typs of professionael profiles

RD and techaiecal off;eed

Menegers
Projeot.designers
Software experts
Technical designers

Blue collars

Sales and purchases
Sales and purchases experts
(buyers, agents, salesmen etc,)

Technical Sales asasistants
»

Productien

Machine operator
‘Numerical coatrol machines
Toolmakers

Mgchanical maintainence
Electrical maintainence
Blectroaical maintainence
Internal transpore

Cappenters, boiler operators,welders, plumbers

Unskilled assembly staf?

Quality coatrol and electrical sudsystems
Quality and sampling of :;nal product

In the L;ﬁbardy Region the mechanical sector has made greatest use

of "training" resourses and in particular of training projects
funded by the Public Administration; table 2 gives the datas
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Table 2

Retraising interventions carried out with the contribution of
the Buropean Social Pund and the National "Pondo di Rotazione"
over the past three years, The «terprises examined beloag to

various firmm eigesi

YEAR aumber of Projects Number of trainees
1984 25 488
1985 30 624
1986. 20. 1220
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3e3s2 Presentation of a number of company case-studies

0f the numerous training interventions aimed at retraining
employees in the mechanical sector carrisd out on public funds

We kave chosen three with different characteristics:

= the first case (the Italtel company) represeats a formalized model
based upon spscially created structires, with the participation of the
social partners, in the context of a large company involved in an
important and gemeralized restructuring of various plants and the
introduction of pew product and processing technologies. It must te
pointod.out that = as & matter of a certain importance « . ia thia
case the participation of the aocial partmers is not limited to
the training packet alone but concerns also the phases prior to
training( restructuring targets,organization, of labour,etc,)

P -

= the second case ( that of the Alfa Romeo Company) presents a site

uation of participation by the social partmers in the planning, in- the
implementation and assessment phases of training in .a. context of

grave crisis, In particular participation follows an agreement regarding
the placing 'of a large number of workers, both white and blue collars,
under CIG regime, and therefore takes place in a strongly conflictual
atmosphere, One muat also take into account that the basic purpose,
though not explicitly declared, was that of ereating external mobile

ity ( alias "redundancy™) for a number of workers,

- the third case (that of the Ercole Marelli company) represents a
"process" of participation by the social partners in a project for
the mobility eutside of the firm of workers declared redundant. In
this case training is obviously only one aspect ( and one mechanism)
of an event in which the Public Administration played a decidedly

active role,
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36363 The Italtel case

The Italtel case illustrates a strategy of
Iradeunion involvement in a process of massive re-
structuring of a company due to the passage from
electro-mechanical to elsctromic production.

Said involvement concerns not oaly trainming
interveation but also the organization of work
and technological innmovatiom, that is .conditions that
determine the character of training requirements,

The participation of the Trade Unions takes
the form of a syste9 of information procedures and
of a company=level technical commission for the
periodical discussion of amnnual training projects

and plansa,

4

Plant=level industrial relations vis-é-vis yocatioual training

The strategy that has characterised plant=level induastrial
relations since 1681 has been based upon an intensive utilization
©of the information procedures system, also through the stipulation
of spacial tradeunion agreements with the company, such as that
of the 15th, April 1981 and trat of the 13th.March 1982,

Ia particular these latter agreements have identified and
institutionalised moments of encounter and consultation to discuse

the updating of the five-year industrial plem and to verify period-
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ically the develomment and managsmeat of programced initiatives,

Therefors, the compeny and the trade unions, whils
maintainiag their separate. veles of responsability, have chosen
the consultations solution in their search for a negotiated
way %o verify jointly types of imitiatives to take and to bargain
over the specific means of adapting and utilizing human resourses

(vocational training, orgunization of work etc,)

Among the strategies used to reach the targets
identified by the longterm plans, the company has
given eonsiderable attention to problems connected with
the organizatiom of work and in a more general way to
the nged of reaching overall higher production levels
end an adequate increment of efficiency at all operative
levels, as well as to training,

In particui;r, with regard to %his latter topic[
the company and the trade unions- were obliged to face
in a systematic manner the increasing need for the

professional qualification of workers,

1% was evident that the framework set down by the
industrial strategy plan called for the definition of
edequate training programmes for a considerable mumber of
workers over a relatively short period, In fact the

pPlen foresaw an increasingly rapid iatroduction of
new production processes, a modification of traditiomal
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managerial roles and a continuous updating of

professional know-how;

Thess condiderations ( as well as the training needs
deriving from the unbalance caused bty internal and
external motility of staff) have led to iaformal
undertakings and specific agreements calling for the

elaboration of mid-to=long-term training plans,
A special "technical bipartite commission®, come

posed of company experts and trade union representatives,

has been set up,

The Technical Commiseion and Planning

4

During 1981 a series of encounters between
the company and the trade unions set down the basis
of a strategic plan for L the
Italtel company: the 1981-~1985 plan, and more
detailed yearly training programmes, S a .

Besides, it is foreseen that the "Technical

Commission™ shall establish encounters at plang level
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t9» define procedures by which the partners (firm and
trade unions) caa Tegulate relations in coanection
wifh the operative modalities of the trainiag
ProgTemmes (eligibility criteria, coatents, teaching
Bethodology ete,),

The agreement foresces "written informatiog"
8imed at informing staff about,and improving their
&wareness of the "processes of change taking place
within productions and thae contribution expected fropm
the various components of the company®, Thus the
idea of generalized intervention emerged, which was
discussed by the Technical Commission meeting, for
the first time 4n October 1981,

A% the meesting a modular tree~scheme for come.
Prehensive training was designed, The scheme forsaw
training modules characterized by multipurpose
basic training aimed at the acquisition of specific
know-how and skills, Within the scheme there exists the
possibility of cfeating a number of different
training iters,accordizg to the desired requirements
of a technological and organizational nature,and depending

upod the starting and final skill levels,
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The analpeis of the themes proposed and the
settiag down of the first broad trsining scheme took
a few months, the definitive plan was part of the March
1982 agreement and accepted as the »:sic document for

the 19811985 period,

Since thean, the Technical Committee for Training has
met periodically $o discuse annual traiging plans and
lines of priority interventiosa,

This way, extremely widespread training intervention

has been possible iavolving large sections of the company's

personnel over the past few years,as followst

1985 909,634 hours for 8,999 persons

1986 622,516 hours for 7,329 persons,

......
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3e3¢e4 The Alfa Romeo Case = Enployees under CIG Régime,

The Lombardy Regiosm intervened stipulating an agreement betwaen
the social partners which foresaw the lastitution of a

mixed commission of the Lombardy Region itsel:, the

Trade Unicns and the Company along with the Boidy running

the courses (ANDIPAP), This iatervention followed an

agreement between the social partumers, at national level,

which foresaw training interveantion for workers under

CIG of two mein types: the first aimed at retraining

with a view to filling new jobs withis the firm itsel?

and therefore with the " guarantee " of re-employment;
the other was aimed more generally at increasing the technical
and professional skills of the workers and was based upon
professional figurdk 20t related direc¥ly to the company's
restructuring plans and thereforo.did not offer any "guarantee"

with regard to re-employment,

The Committee's task was ¢o verify the application of
the afresaid agreement relative to workers in the Lombardy
area. The rsgional agreement also gave the Commission the
task 0f examining and expressing its opinion regarding
all the training interventions planned by the company "
and foreseeing public funding, so as to verify interw

relations between training and the company's plans for

r

restructuring,
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The 1982 agreement’

The gap between commercial needs and production
capacity induced the Alfs Rumeo Group to ask for recogaition
of its state of crisis, oo the basis of the law governing
C1G, The provision was passed by the Ministry for Labour

in May 1982,

In this coantext, the Company etdpulated with the.
Trade Unions the agreement of March 1982 which aimed
at",..rhcovery of productivity by re-gstablishing relatioans
pbetween direct and iadirect labour and recovery of running

efficiency”

b

}

In particular, said agreement established recﬁurso
to CIG as and from 18th, Mareh 1982 for 5,708 employees,
e part of which was to be invelved in “"suitable training
aimed at updating and at¥ skill recovery®.

s

It established , besides, that the aforesaid
training shall be a‘med at!

A, the requalification of personnel with a view %0 reutilization

in new activities,

B. the growth of technical and professioval know-how,

Op the basis of the elements quoted, tba schemes for a

training plan for white and blue collers was draws ups
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The following general objecgives were singled out by the

agreement:

- %0 give basic training in know=how and skilis éuch as to allow

for the performance of mew tasks (requalification)

- %o give skills, supplemen’ary tp those proper to the trade
( increase of technical and professionsl gkill)

Ia other terms the §raiaing interventions must contemplate:

= for a part of the trainees technical/practical
training so that they are emabled to carry out taaks

different from, oa in any case at a higher level, than

Previous ones; s

= for the rest of the trainees the training
foresees contents relative to the themes contained in the
agreement itself (inddwstrial accounting, quality control anm
guarantee of,product, industria lization of the product,
informatics, plant and machinery maintainence, integration of

production processes),
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30345 The Ercole Maredli Compeny : Mobility outside the firm

The crisis that hit the Ercole Marellii fimm
(under extraordinary administration) led to comsiderable

redundancy of both white and blue collar stat?f,

At regional level an agreement , aimed at re-employment
of workers declared redundant, was drawn up, This agreement
foresaw the setting up of a mixed Region-Trade Union-Company
Commission,The "Lombardia Lavoro"(a company in which. the Region
is the major shareholder and wich aims at favouring the matching
of labour supply and demand) kas been called upon to participate on the
CommEsion ,
The Commission,with the spwrt of Lombardia lLavoro, tried to fnd
eut empdoyment proepects and im relatsion éo them planned ad hoe
training intervention, The Commission has reeexamined its mandate

at the end of each re.employment operation.
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TABLE 1
Chronologz of the courses for Marellj staff on C,I,G,

1lth June 1986 Gemeral asnembly at the E.Marelli works for the preseatation
of the project. In the morning the factory-workers
Wer'e present and in the aftwrmoon the white-collar workers,
Total present about 150/160 person, '
Those interested in following a course wers asked to
answer a questionnaire g€iviag personal data and to choose

& course , offering also an alternative choice,

The choice was among the Zollowing courses:

1) Electric-inechanical technicians and winding
fitters .

2) Traditional tool-machimes and computerized
aumerical control machines ,
. 3) Polivalent maintainapce personnel,
4) Welders and.carponters.'
5) Catering,
6) Import/Export administation,
7) Soretaddl -0ffice automation,
8) Electmmc computer programmess,
9). Public trassport drivers.
The persons involved in the variaus phases of
training were 125 in aumber,
114 answered the questionnaire,
30th June and { The applicants took a psycological and aptitude test,
the lat 2nd, Present :109 persons.
July 1986
4th,5th;6th, Personal interviews were then held at whch 122 took part.
74k, 8¢h, 9¢k,10tn\ the ¢hoice of the courses was made by 108 persoas.
1ll¢h, T 0f thase four choaglthe "Catering" course which. was aot
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and September
1936

174¢h,18th asdd
19th december

1986

136 ' .

held, Those who dropped out during the various phases
(beginning, during the courses and before the end);25.

¢ Beginning of the courses,Those who began aumbered 92,

Those who completed them 73,

: Assessment at tue end of the courses and conferring of

certificate of attendance,



-

Full Tt Provided by ERIC.

ERIC

13%

TABLE 2
Iaplementation relative %o the training projects under the agreements
between the Broole Marelli fimm, the P.L.M, = Pederazione Lavoratory
Metalmeccanici ( The Metal end Mechanical Workers' Iredunion “ederation

ead the Lombardy Rogiom, of the 20th. July 198s,

Within the 15th, Sep tember » the enterprises interested 4n setting

Up vocational training initiatives, aimed at the ro=hiring of

workers froa the Bttore Marelly firm, under extraordinary administratio;
shall present their application to the Lombardy Region's Bduc.tional

and Vecational Training Offices, a0 as to obtain access to the funds
foreseem bv the Ruropean Social Pumd,

The training Projects, which shall take place as and from the beginne i
ing of %the 1986 fimancial year, must dbe in keeping with the mew

Tequirements approved by the EEC commission for the Buropean Socia)

¥und,

The courses may be helds

»

a) care of the Voocational Training Centres backed by the Region
(those of the Regicn itself,’ of the local muthorities, of
consortia etc.,)with inclusion of workers in gourses already
planned or about to be deeigned especinlly for this case ( the
intervention shall take place with the support of the firms
interested on buses to be defined hercafter);

») care of non~Regional structures (suitadle for the training targets
%o be reached) or care of the fims themselvesy

©) im mixed form, that is alt¥ernating between the Regional r

centres presumably for the theoretical part and the firms for the
practical part,
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PICTURE OF THE INITIAL SITUATION AND OF THE
ORIENTATION

electro-~mechanical tech=-
nicisns and winder-fitte

ers 393 HOURS B

operators of traditional tool
. welders
machinexry and computerized
machinery 393 goURs 75 HOURS
. . e
welders and welder-carpen_ R
ters )
. 514 HOURS welder-carpenters
— 75 HOURS
) administration and
- R accounting
informatics,white~collar 291 HOURS
area (two classes)
‘ I secretarial and
521 HOURS , office autosation
—————n 291, HOURS
— language programming
drivers of public transe (basie)
port 286 HOURS 291 HOURS
self-employment 6 HOURS {
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Chapter four

Survey of the attitudes of the social partaers towards

participation in vocational wraining.
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The survey was carried out over the Dxember 1986 - January
1987 period, by means of interviews with persons enjoying a
privileged view of the question, using a questionnaire (see
Appendix).

The persons to be interviewed were singled out on the basis
of their representativeness and their experience in the sectors
and on the basis of the representatives of their organizations.

Vo obtained nineteen answers, shown hereunder in the Synoptic
Table. Of the unineteen three were institutional subjects, seven
belonged to the larger industries' employers' organizations, two
to co-operative organizatioas, four to the tradeunion organizations,
two to training bodies, and one to an artisans organization.

The subject of the survey was the state of-and trends in-the
role of the social partners in training as seen by the social
partners themselves. The objective was to gather from a self-
presentation of the state of the system, eléments regarding
perception of the reasons behind-and the s;gnificance of-the
crisis of participation in the training system. It was intended
that in this way the principal direction and trends of proposed
changes, already taking place or foreseen fo tie future should energe.
These objectives were chosen due to the fact that the survey was
carried out among the subjects of the training system itself,
rather than among its oeneficiaries,that is the individual

workers and firms,

In general, the willingness shown by the persons interviewed
to express amply critical (and self-critical) opinions confirms
the fact of the existence of a mature awareness of a peed for

considerable reform of participation mechanism
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The judgement on the state of the training system expressed oy
the social partners is often openly critical: "dynamical, unguided,
wasteful, of a generally low level, and in general not all appro-
priate to the needs of the labour market and the econoay; rigid,
bureaucratic, prone to be patronizing and very unbalanced from
area to area", Drier and more lapidary the judgement exprosgsed
Oy another representative organization: " the system is falling
to pieces",

The prevalent fact that emerges froa the interviews, is
that within this context of widespread dissatisfaction,there ig
8 great differentiation in the level and in the quality of
participation and therefore n its perceived efficacy.

The framework presents an ample spectrum of situations:

Someé regions and provinces have at their disposal instruments for
collecting information on t.2 training systems capable of suppor-
ting procedures of perlodlcal andlysis and control. Other regions
are unable to give exact information concerning the effective state
of vocational training financed and run either directly or oan the
basis of coaventions. Only a minority of Regional Administrations
draw up Anaual Reports on vocational training to present to the
Minister for Labour as per the Law of 1978,

This widespread awareness of insufficiency does not take
necessarily the form, of converging indications as to how to change
the system Sone, complain about the sterility of a "general dissa
tisfaction, wiaich is expressed on all occasins whea planning is

carried out... but which offers no concrete solution nor vieléds

practical effect", Actually, from the survey itself there emerges

that the social partners have no c¢lear perception of the changes

taking place,
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There are besides very few indicatisns of coacrete cases.

The principal flaw that the survey identifics is the
ga> between the institutional space allowed for Jarticipation
to the social partners in planning intervention, which the
majority considers sufficient,angd the evalugtion of the efficacy
of involvemen%{ by the social partaers in observation, malysis
and planning etc., which the majority considers negatively.

An even greater gap emerges between the former and effective

influence upon concrete aspects of training, such as the

definition of programme contents, of management criteria and
control. what is wanting is & mechanism for observation and
evaluation of efficacy by the social partners, especially in
conaection with training within the firms. Not surprisingly
this lack is also responsible for the much lamented absense of
effective control, eventhough there are a nanver of company
cases of tradeunioq participation in_retréining processes
connected with resfructuriqg.

Even more ineffective and indequate are judged the

ingtitutional mechanisms for joint assessment of the efficacy

of training, especially at central level., It is only in con-
nection with. CFL that institutional join% organizations for the
evaluation of training activities operate.,

In any case, the assessment intervention by the
partners is seen as distant and somehow ahbstract because it
1s comstrained by the nature of conflictual relations.
"Therc are theoretical programmes but there are far fewer
practical projects inspired by concreteness such as there would

be if the convergence of interests were not only achieved at

political level but also and above all at technical and econo=-

mi¢ level”,
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The reasons put forward to explain the lack of
commitment and efficacy in assessment can be attributed to
two basic factors; the lack of "professicnality" to be found in
participation and the (excessive and/or distorted) "politicization"
of intervention, due to an insufficient management culture within
trade unions.

The theme of professionality emerges as a relevant
cause of inefficiency, also in connectien with the role of
the training of "trainers". In geaeral the attention to-and
participation in-the Question of the training of trainers

by the social partners is coansidered insufficient, even

if this point is indicated as a priority and as a problem to
be sclyed urgently. In this regard two important indications
emerge:
1) first of all, it has been seen that recently an advanced
services activity, as g support to training, that makes "the
figure of the train;r less important than before", is develo-
ping. Purthermore the new pbofessional profiles of "the
training activity project designer", and the profile of the
83Sessment and controls expert, are neither codified nor
aemplated by the training system nor by the participation
mechanisms;
2) secondly, the technical re - adjustment of the quality of
training given by the sSystem is not always seen as deriving fronm
processess of "internal formation" of trainers nor from requa-
lification of the structures. Many propose "opening up" the

system to external contrioutions, to the market and above all
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to ad hoc specialist consultants. "It ig necessary to reduce
the role of the professional trainers (that is those giving
a basic and broad training) to make room for specialists and
experts in specific questions providing ad hoc temporary
collaboration". Thas the specialised contents tend to be privile
ged over pedagogical issues.
Some point towards "the creatioa of a vaster market for pro=-
fessional training, thus destroying the monopoly-type égimes"
in existence today".
3) The implication is that the requalification of the systenm
requires the mobility of teachers which, in the jargon of
the social partaers means favouring & cutting down on-and a turnover
or—the.system's permanent teaching staff. This evidently creates
grave problems for the social partners directly involved in the
manasgement of “raining organizations, or more in general, finds
an obstacle in those social organizations (-above all local
authorities and trade unions) which have the task of repre-
senting the training-centres' staft. In this capacity the social
partners have sometimes played a " conservative" role by trying
to maintain the existing system and by acting as s oheck on the
changes deemed necessary.

Another theme that is commomly indicated amcug the causes

of inefficiency is thas of the "politicization" of participation.

The will to partecipate is in the htentions of the partners
considerable, but because scarsely productive, due to the excess
confusion of local political imterests with ‘those of production
and the 'market". Elsewhere we read that the institutional room
allowed by legislation and contracts to participation in
training activities "would be sufficient, but the problem is

of a political nature, in that frequeantly *“he contrasts (both
ideological and those more strictly connected with represented

interests) that emerge on some occasions, spill over and complie
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_the rigidity of guidelines and procedures. It is essentially

145
cate the contrasts tkat smerge in other dargainiag contests,”
At times politicization takes the fora of party-political
interference,like when "the task of elaborating programmes is
assigned to.... consultants often a0minated by the political

parties”,
But besides the "conflictuality" and the "politicization"

questions, there are other characteristics of the industriale
relations system that have an effect upon the state of participa
tion in the training process. There are above all the problems of

frequency and duration, which some regard as being too episodic

and discontinuous, while other think them to be regular and
continuous., However, this regularity is of a purely "contractuagl"

kind, as some point out, in that training is nne of thse themes

connected with information procedures within the firms vargained

for in the collective sectorial contracts, and is generslly a

part of the tradeunion claias platform. Participation, therefore, f
seems to follow the:same cyclical and éeasonal pattern as
corntracts and contract deadlines.,

A second characteristic is the "conflict-dependent" natura
of training, above all that at plant level. The involvement of
the social partners, as far as the "newly-hired are ¢o.cerned,
is limited to managing the financial and others provisions of
legislation™ (such as CFL). "In the other cases (internal -
mokilicy, restructuring etc.) participation is expressed e:sen-
tially within the wumbit of more general company level controversy -
and subsequent asgessment phases",

‘hirdly, to the characteristic of the excessive formalizs-

tion of participatior must be added the complementary one of

™~

the training institutes that compiain about the limitations

created by the quantitative and formal assessment criteria imposed
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by the concession conditions of Regions and the inistries
and by the difficulty of acceeding to the facilitations Pro=-
vided by institutions such as the Fondo di Rotazione and
the European Social Fund. The EEC too in this regard seems to
create obstacles and proves to be rigid. Changes in the management
criteria of the Social Fund have led to an increase in bureaucratic
inflexibility on the part of the Regions. According to some,
the entire system seems to be overly "hampered by the EEC
directives™ which the social partners would like to be able %o
influence and orientate more. It 1s paradoxical that this
rigidness penalizes above all excharge and concerted action
at inter-regional and international level: the opportunities
offered to training at inter-regional aad international level
are co&sidered lacking. The possibility of experiment is
limited besides; in this regard the negative effect of "abuge"
and the subsequent repressive intervention of the Magistrature
has been remarked. This has led to the risk of potential
"criminalization" of the operators, wherefore, those "résp:nsible
for the institutions tend to interpret the nornms ri1gidly and to

restrict the possibility of experimenting new training routes'.

Lastly,participation is seen to Be "procedurcl” and
formal, often "bureucratic" and left"in the hands of local
politics",so much so that it sometimes Lezomes a mere "obstacle
to the administrative and organizaticn efficiency of the training
process™; in the eyes of the social partners participation of
this x ind reprcduces the "faults" of the industrial-relstions

sSystem,
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Against the backdrop of thisg strongly critical self-
Pr-scntation the perception of the changes taking place in the
Systew of participaticipation in training emerges, even if this
perception does not seem to us sufféiently widespread, iaforned,
and up to the enormous size of these changes, which often emerge
on the margins and the out-skirts of the system,

In general all point out the "growing importance of the

conseasus of the social partners both at legislative level where

it becomes the requisite for procedural agility (ror eXample CFL
as per law n, 863) or the priority condition (for example CFL as
Eer law 113) for the approval of work-training projects and - at
bargaining level (Intersind-Tradeunion agreement of J._auary 1987)
SO0 as Yo favour the spread of the CFL,

3ut the principal change "is sbove all ideological angd
means ceasing to coansider training as a social buffer against
the employment crisis” (as in the 1977 industrial reconversi.on
law)., Also in connection with the scarce functionality of a number
of other interveations in support of restructuring, training tends
to act today as a preductive investmeat and a factor of company

development, .
According to some, we are going through a phase "of

restructuring of stafl and structures" which should lead to a o
shift of participation in training from supvort "to the logic of
assistance that of economic development! from.a. "social-welfare type
recovery of school drop-outs" to the creation of new classes of
technicians, managers and enterpreneurs,

The traasition is naturally complex and barely at the
initial stages: participation in the training system is still

seen (or feared) as an instrument for strengthening the
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productions system.

In this regara it is interesting to quote some of the
answers to the question whether participation changes the
balance of power between the social partners. We sesm to note
the prevalence of "neutrality", seen however as "inefficacy"
with regard to implicitly presumed objectives of utilizing training
848 a strengthening mechanisue "In fact, the lack of asses.ment
methodologies does not allow for making the most of the action
of the partners suspending or modifying the most inadequate

types of activities®,
This Judgement of inefficacy is strongly held even where

the "experiment of Protocols of Agreement between Public enter-
prises ,and the Trade Unions has modified behaviour of the
sudbjects involved|whereas it pointed out that "the discrepancy
between bargaining power which the partners wield at national
level and consolila?ad equilidbrium at ;ocal’level" tends to
increase, Two indicétions of conditioned strengthening of the
Social partners bargaining power prove interesting.

1) on the one hand "compared with the political nature of the

Trades Unions' bargaining power that of the individual small
firms seems to have weakened more and more..."

2) on the other hand, the strengthening of the Trade Unions is
prevented when it limits itself to defending the privileges of
the "teaching" categories, thus risking to play the role of

"conserver”" of the status quo in the long run".
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These answers show how, on the one hand, par ‘icipation in

training is seen as an instrumental way of strengthening (besidegs

the groduction/ system) the bargaining sower of the partners and

the industrial-relations sSystem; on the other, how the inerficiency

of the partieipation, in its various aspects, is seen as an impedi-

ment to the institutional innovation of industrial interaction and

mechanisms
The positive conclusion drawn by one commentator is that

participation "strengthens thae bargaining power of the partaers

when real and effective training processes are involved",

Of great intarest are, therefore, the changes revealed by
the exceptions to the general rule of inefficacy of participation,
For exa?ple, the experiences of a number of bi-lateral Bodies
such as that of the national printing sector, are to be seen as
positive. The Body, under COo-management régime, has provided
(in agreement with the Ministries and other public authorities
interested) for the’derinition-or a number of standardized
professional profiles within the sector and, on the basis of
these profiles for corrisponding training programmes. Those
"Qualifying" from the courses (on the basis of the 1962 national
contract) obtain recognition and relative career prospects corrispoan-
ding with the&e professional profiles, This is an obvious exception
compared to other sectors where the problem of standardizing
profiles and training contents exists; some have complained,
in this regard, about the failure to pass decrees giving staw
tutary definitions of "profession.lity" as foresasen by the 1978

"legge quadron,
The question of those bilaterally Bodies ¢co-managed was put

into the Questionnaire, among ~thers, to verify the possibilities
of extending or generalizing the model in other sectors, An intew
rest in the formula emerged clearly from the answers, as well as

perplexity concerning the difficultiesr that mechanical transposi-
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tion wight create. On the cne hand, at least in thaory, the intro-
duction of bilateral Bodies should lead to a grester and more efw
ficasious participation "improving the role and the reliabilivy
ol training and its strategic integration, beyond its correct
collocation .. the bargaining context, guiding its development and
everyday apolication within the production process. Besides cow
msnagement is expected to iaprove the competences of the partners
in the field of traizcing and increase the number of people capible of
tackling training problems. The.inqu ry reveals that it is deemed
necessary to test through an initial experimental phase (which

these formulae favou* and eacourage,) the practical functisnal

difficulties and problems emerging from erperience or foreseen

fer the.future. The answers point out the following difficulties:
a) it is necessary to guarantee <to the Bodies an efficient minimum
dimension and at the same time a guftficient coverage of differsat
sectors and regions)and'au appropriate targetting to the demands

of the enterprises; b) it is necessary to bridge the gap in
industrisl culfture and behaviour which still makes our industrial
system excessively conflictual and antagonistic; c¢) it is necessary
to réderine the participation system, giving to the joint Bodies

a direst-participation role on the Comnttees foreseen by the

"legge quadro" anc by the various Regional laws, which implies
reform of the legge quadro itself; d) "it is necessary to avoid,

irn & concrete way, the worst features emerging in a num er of
public bodies set up recently", controlling the competence of those
running them, avoiding excess legal and contractual.impediments,
favouring flexibility and efficiency; e) to this precise end,

some suggest not giving these bodies any direct managerial

responsacilities over the running of training.
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The risk to be avoided is that of setting up what one commentator
called "inappropriate" joint bodies, like a number already existing,
"which guarantee no Possibilisy of encounter to the social partners",
"Co - management often proves to become simple co-financing, with
"no POSsibility of control",
Other important changes for the better, which the Survey identifiegs
are, on the one haad, the tei.dency towards g greater personal
involvement of the workers taking part in training activities; on
the other hand, the spread of practices of “informal"interaction

among the soc¢ial pertners.Above all it hag been noted that alongside
traditional formalized arreements, informal types of consultation/
negotiations concerning questions of professional training parti-
cularily at company level where participation is most wanting, and
Prevalently limited to "pathological" bhypotheses of restructuring
and absorptiea of excess labour aceur « ™ais is tT = in particular of the
small firms and is extended to . stiong concerning the initial
training of the newly hired ind to "sonpe key-figures more directly
involved in process of technological and managerial innovation,

and (generally, working figures of medium and medium-high levels)",
The “Onsistency of these informal agreements is calculated by

One commentator to be round 30% of the total,

As far as the new trends and new institutionsal forms

(re-evaluation of app renticestip and in-firm training K CFL and continuing
training) are concerned, attitudes are not very varied even ir
perception of the processes taking plac: is very much heteroge-
neous. On the question of apprentiship, however, the . ‘agreement
remains between those who see it as an outdated mechanism and those
who see the Scarce consideration given te it as a sign of cultural
backwardness. The attention o® the partners towards, and their role

in,the choice and the quality of training increases both with regard to
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apprenticeship and CFL.

Cases of framework agreements and particular agreements with
the single firms concerning CFL with a view to facilitating recourse
to the institutions (and to facilitate the employment of the young)
are reported; however there are also cases of participation in
decisional and enforcement procedures aimed st negotiating opera
tive modalities of training.

Vith regard to in firm training, we have already said that it
regards training of adults in cases of reconversion, but forms of
participation in initial training processes within the smsller
and medium firms and in co-operatives also emerge. With regard
to continuing training we must mention the expected reform of the
CeloGo (the bill of Jsn. 1987) and the setting up of the labour
agencies (law on the reform of the labour exchanges): the most
interesting innovation trends in this direction regard the job=
creation initiatives, enterprise creation or’ the setting up of
co-operatives supported by the larger firms, the local authorities
or the specialized agencies,

The prescriptive indications forwarded by the survey are
numerous and various. The revision of the "legge quadro", on which

point all are in agreement, regards two types of problems. the

relationship with the school system and the redefinition of the

areas of competence of the cent®al, decentralized and local-auto
nomous authorities,. With regard to the first problem, the
answers point towards the need for greater interchange between .
schools, universities, research centres and p.-ofessional-training
centres, and the promotion of sraining "sta_ ." a.d practical coa
ching during schooling. With regard to the second point the indi
cations are conflicting. The Trade Unions ask for greater de-cen

tralization, while the firms ask for greater flexibility, specia
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lization, less buresucratical and procedural differentiation and
& more ample directive and cd-ordinating role for the Labour
Ministry. The priority of iaterveation and the recommendations
concern: greater exchange of information and greater confronta-
tion with other countries, the experimeatation of Pllotecentres,
above all offering services to the firms and at the same time .
providing trainiag; the opening up of the system to the market,
the diversification and pluralism of the training supply} the
reduction of the role and the increase of the mobility of the
public trainers; the extention of participation to Training in
management and enterprise, the intensification of control, the
assessment of results and of the ability to plan of the soeial parte
‘NeIr'S, the control of the efficacy of (enormous) spending connected
vith trainipg,

A firal question concerns access to financing; a certain
number of answers hqld that it would bq oppdrtune to make
financial benefits évailable to the single firms, thus avoiding
bureaucracy and the inefficacious mediation of the institutions.
Not all agree on this point, however, and many would prefer to
allow forms of direct and indirect financing of sraining to
co=-exist. In this latter cage greater control and powers of sanction
are requested. Some propose, instead, automatic mechanisms of
(partial) "fiscalization" of training costs (that is procuring

funds froam the tax budget).
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SURVEY OF ATIITUDES OF [HE 30CIAL PARINIRS CONCIRNING

PARTICIPATION IN TRAINING ACTIVIDIZ3 (1336 - 1337)

SYNOPLIC TABLE
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S 1/2/3
The extent
of partici-
oation in
planning

8. 4/5

The effica-
cy of parti-
cipatisn =
analysis

and planaing
of the
traiaiang
system

Qe 6
Specific
aspects of
participat-
ion:
progrannes
and contents

Qe 7
Specific
aspects

of part-
icipation:
running of
trainiag

Q. 8

Specific
aspects:
contral

Qe 9
Joint
evaluation
of train-
ing pro-
cesses by
the social
partaers
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Sufficient,
extensive,

Sufficient but
With respect to

projactiag widespread

and contents

the trade unioss

have little

weizht ana the

firmg zreat

powers of

discreation

Scarge, 3care e

harmful to

administrative

efficiency

Does not It exists

appear at general

: level and
' during for-

mal evalua-
tion of pras
grammes and
contents,

Joes not It is to ve

apyear seen in an
indirect
way and hag
little in-

fluence up-

o2 real needs

It exists, but
its efficacy
is pratically

Not
apparent.

nllo
It does not Not conside-
exist red suffi-

cient, it
takes place
locally and
Sporadically
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wOot suff-
icient

Scarce
absence
of assesge
ment of
results
obtained

Yot to bve
foynd in a
generalized
manner, but
only on the
basis of
agreements
drawn up

by the
partaers,

Rare cases
of joiat
managment,
difficult to
gear to
needs.

Highly
insufficient

Does not
exist

Al

Ca
14

not suff-
icient

scar€e/
inexistent

scarce

It occurs in
Organization:
and ia
Coasortia.

Joes aot
exist.

Does not
exist ge-
nerally,
only in
rare cases.,



see p. 153
8. 4/5
see ». 155
de B
see p. 135
Q. 7

see p. 1535

Q. 8

see p, 135

Q. 9
see p. 155
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To e found in particular in cases of

the setting up of co-operatives and
in case of wobility. The institutio~

nal spaces are held to be sufficient,

while some regional norms are aarrow
and participation depends upon the
degree to which the regional-local
administration works. It is to be
found above all in connection with
the definition of professional pro-
files, qua.itative standards, inter-
vention modalities,

Participation of co-operatives is
important and useful, but withiz
the CRI it is minimal and there-
fore has little influence upon the
promotion of changes of a greater
weight It appears quite different

from case to case.

ol

sufficient

Good

Participation is considerable in that.the

institute's programmes are based -upon
the needs expressed at territorial
level. Efficacy depends upon the
ability to carry out training aimed
at specific targets, and is penalized
by the rigidity of the guidelines

12d the procedures, especially those
2f the European Social Fund.

To be found in the case of some

firms and during practical training.
Direct management by the social
partners favours experimentation and
didactic renewal; the rigidity of the
assessment criteria, imposed by the
procedures, is penalizing.

Only in particular cases.

Generally yes.
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only formally
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1l but it mae
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only in the
fora of pre-
liminary op=-
inion

iden

It does not
exist .t
central and
national
level

02

Not
Sufficient

Scarce

Not
apparent

It exists
but is
scarcely
productive

Irrelevant

Exists in
positive
form only
for CFL



157

- Q3 S4 D5
<8« L/2/3
The extent . not sufficient N0t suffi- Scarce, only infop.
of parplglpatlon cient mative; confron.
A planaing tation only fop
one specific
project (traiaing
of aanagers)
8. 4/5 in concrete not
The efficacy of relevant, althougn scarce =
participation - the conditions
analysis and for applying it
planning of the exist.,
training
Q. 6 .
Specific aspects To be found in
of participation: the CRI, but
prograames agd there are probdleas not to be i}
contents particularly when found
managed by third
parties
.Q. 7 ' - .
Specific aspects Occgrs during ' 10t to be -
of participation: choice and asse- seen

running of traie ssment of projects.,

ning The running is
handled by others
often chosen by
the partners,

3. 8 to be found in
Specific aspects 4 L does not
control the way pointed : a
out at 3. ? exist
<. 9 . . .
Joint evaluation €x1sts in a pc=- the;e 1s does not exist for
of training pro- Sltive way withim' no jngti- training, in the
cesses by the the regional coge tutional strict sense; it
social partners plSsion for vo- place for exists in law
cational trai- it 113/86 (CFL)
n.ag

177
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O 6 51 3 2
Is 1/2/3 Reservations of a prevalently
see political type re-emerge on the o
above occasions institutionally fore- 40t sufficient not
seen. 3road involvement of the sufficient
social partners in the planning
of regional projects shruld be
verified during application and
implementation of the regional
aorms.
. 4/5 As per joint 2 and 3, one hopes Scarce. Tlhere 3carce in
see in a more comprehensive plgnni;g are concrete the train-
above by means of greater co-ordination examples with ing system
with the regional market Obse- satisfactory re- as a whole
rvatories, the research centres sults, thcngh
and the school system and the CRI only in very
lizited and par-
ticular cases.
Je © the concrete application of to be found to be found
see the mechanism should be verified only ia parti- in a cone
above by the ceatral and regional cular cases crete way
: level . (as point 4) only in
relation
to plant=-
, level ovar-
Qe 7 zaining
see idem . not generally to Yot zenerail:
above : be -found; when to be found
it is the resul- but when it
t8s are positive. does the re-
sults for
those cases
are positive.
. 8
see idem It exists in a it is not
above limited manner developed;
as already said it is felrw
at points as a nece=-
4 and 6 ssity.
Q. 9
see it is held that it is to be found when it does It does not
above at institutional ilevel*(ISFOL) or occur the result occur, ax-
within the Technical Coansulting is considered cept in a
Committees foreseen by law 113/86. posituive. aumber of
* (for example at ISFOL Minist Ty for limited
Labour Research Institute) and parti-

cular cases:




8. 1/2/3

Lee

above

Lse 4/5

see
above

3. 6

see
above

Qo?

see
above

Q. 8

see
above

Qe 9

sSee
above

S 3

Not
sufficient

very
limited

not found
at all

to be found
in traiaing
run directly
by the trade-
un.on bodies

does nct
exist

normally it
does not ha-
ppf1, an at-
tewpt is being
made to asse-
sses C.F,L,.
within CR1.

Suflficient, but it
is hoped that in-
volvemeut in the
institutional area
will grow.

good, dut it could
improve within a
framework of greater
institutional invol-
vement

it occurs successe
fully within the
bilateral institu-
tions

-
2 2

Tes, a% .aational level

withii the Labour Market

and Prc¢ "essions Observatory;
al regional level wuring tne
"Consultative Rodieg" that
approve participation at

local level the extert of Dartici
vatdn ust be verified case

dy case.

The positive trends at regio=-
nal level towards greater
efficiency in the partici-
pation of the social pa:z=
tners are not strong enough
and may not be regarded as
sufficient when compared

to the dimensions and the
complev “y of training

needs,

ouring preparation of the
Buropean Social Fund
projects, and in (.F.IL.

it occurs as pointed Partially positive due

out at question 6

.t exists and it is
positive

it occurs within
bilateral organi-
zations.

179

to co-financing by the
employers' organizations
of initiatives promnted
by the regions.

Prevelently no, in fact

the CRI's coatrol

mechanisms are weak,

Within the firms the role

of the trade unions does

not concern for the most
part real training processes

Prevalently no, in fact
the Observatory works
only in a number of
regions (Piedzont, Lo~
mbardy, Tuscsny) and
prevalently to evaluate
the iapact on employment.

g0
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Qs, 1/2/3

Qse 4/5

Qe 6

Qe ?

Qe 8

Q. 9

L%

159 bis

sS4

The iastitutional space

is sufficient as far as

the choice of territore

ial and sectorial priore
ities are coacerned,

3carce and of little
efficacy,

The efficacy is low and
is relieved only by
ritual participation
during formal
phases,

Only in the case of
examination bcards

and/or in the case of
particular experimentatione.

As the foregoing point,

Cnly in some forms of
experimentation;

180

Al

Jufficient as far as
general action as qualify-
ing standards are concern-
ed,One hopes for greater
agility aand c¢oarresponden-
ce with the needs of

the territory,

There have been no
concrete cases,

Deecs not appear,

As answer n, 6

Only in 3pecific cases
-nd following specific
vargaining.

Only during processes
regarding mobility
backed by public
funding.

.
¥
"
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e 11

Changss ia
apprentice=

ship

Qe 12

Changes in
C.F.L.
(for younz
peonle and
the newly
hired)

Re 13

Changes in

adults
training

Qe 14

Changes
in-firm
training

Qe 15

Continuous
or episodic

varticipa
tion?

Qe 16

Formal or
informal

participa =

tion?

-
-

18d

—
1Y

Il

Increase of the aumber [here
of appreiatices trained,
but ways of controlling
the training activity

are wanting

Greater institutional
possioility and nlarti-
cipation of the social
partners withia the
CRI and at territorial
level

iden

No changes seen
Attention towards the
new proposals for
renewal of C.I.G.

AS per point 13, the par
ticipation is
and more influent ia ca-
ses of reconversion and
restructuring

greater
idem

It occurs for exceptio=-
nal and contingent eveats =

P~ ticipation occurs
through informal consule
tations and applicative
practices. During restr-
ucturing and/or recoanvee
rsion if also occurs on
the basis of formalized
agreements,

181

are no
signifi-
cant cha
ngas to

oS¢ aoted

iden

they shyld be achiaved
Coacretaly oy the Silae
teral bdodies which do
not yet f£uition,
Appreaticeship has seen
only a ‘ew significang
evperiences, also in %he
service sector.

Ia geaerul it is aot
J0ssible fo pass jude
zemnent oa cthe C.7,L. as
they are a recent insti-
tutioa. In zeaeral tnere

is a fault ia them ia

that they are carried out
prevalently oy means

of side-by=-side on-the=job
coacaing. In the case of
the medium/larze firms there
have been instances of agr-
eements between the social
partners and the region for
the running of the traiaing
process.

the most significant agre=
ement concerning C.I.G. is
that of the GEPI on account
of its size, but it has not
found any real job openings.
There are some examples of
the creation of new enter-
prises, in particular of the
co=operative tyve.

It i3 not extended to the
whole voecational training
system. It occurs substa-
ntially due to mebdility and
training of redurdant staff
(Protocols drawn up with
the public firms),

the contingeat aspect pre=
vails. It regards interven-
tion due to aubility and
fira restructuring/recon-
versioa. There is no per=-
manent traiaing for adults,
except in a few cases on the
basis of bargained agreemen-
ts

The trend is towards
agresments.



180 bis

Qe 14 17
How it effects It strengthens the The power of the
the bargaining Jower of the trades §o0:ial partaers doeg
power of the unions allowing 20t appear weakened ;
social partners thea to eater ianto P0Sitive the results
questions concerning odbtained in %she
the organization of Protocols ovetwesn the
work, where as for Public Companies and
the firms in general the T.U. Coafedera-
and with few except- tions,
iong, the opposite
is true,
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Je 11
see above

Q. 12
see above

. Je 13
. see above

Qe 14
see above

Q. 18
see above

Q. 16
see sbove

_ . 1Y
¥ see above

H

1

151
C 1l

There are instity-
tional c¢hangzes cone
cerning the applie
cation of Law
363/84 and Decrae
113/85 (C7L)

Positive changes
in employers!
attitudes as ser
poiat 11

Not felt except ia
a few cases of job
creation

It occurs in the
medium/large fi-
rms due to recone
version and restr-
ucturing processes.

- 1]
h

It is of a coati-
audus nature in
particular with
regard to accesy
to national/EERC
funds.

It is to be found
following asplicae .
tive practices.,

It neither
influences aor
modifies

-
v 2

RE significant thanges
are to ve noticed

Jome important CFL projects

in trade and Service sectors.

Initiati'ws for the conversion
of entarprises ig a state of
crisis into Co=0peratives,
especially in the following
sectors: manufacturing, agroe
£o0d=~stusfs and services to
firas on the increasa.

This is more frequen“ for the
newly=-employed, for erganiza-
tional restructuriag and/or
for new and strategic functions

s

Inter~firm aad inter-regional

agreemenvs are the most recurring

There are no formalized
agresuents concerning the
intervention 0f the institutes

It has been seen that the real
participation of the sogiral
partners in the training
process improves '“--<ational
Training.

have seea carried ovt especially




P . 162

91 N2 :
Je 11
see Changes are felt in cthav tha Significent changes can not
angve C.P.L. represents the nistorical as yet ve felt, One hopes
displacing of apprenticeship. in thy zreater ztteation »f
Aayhow one hopes in a relaune thie socral partners to the
chiag of the institution. provlem of the juaiity of
vocational traiaing,
s 12 Positive changes in the »ole of Une notes changes in the
see the social partaers can be felt attitudes of the social
;60,5 especially in the direct agreew partners towards matters conw
) ments and in the positive cong~ ceraing choices and tre
on outlook regarding decision\\ quality of wvocational
and implemeatation practice. craiaing.
Y. 13 Thore is 10 significant
w see changa in : titude ex«
e above - cept in the cwse of requests
. for funds for the training
oy of thoge laid off,
i . :
l. \Q * IQ' ' ‘:
' see It cccurs in medium/laige Lirwms, The.small/medium firas are &
above in paXticular in cas?e ol vee a0t usually ahle to meet -
atructuring and reconvermion. the direct costs of training y
within the f.rm. y
Qe 15
gee When it occurs it decousss Que notic:s a tendency
abova continuous. towards = congtant use G
of consultations follow o
wing c¢tisnges in the la~ !
boir market and due to
technolugical anovatiog
R+ 16
gne The teadency is toward In goceral it is to ve found
above fornalized agreapments wish regard to fue applicaw
tion of practices
Ve L7

I¢ »s held that today the
consracting rower af tae
firmg is weaker than the
palliticsl weight of the
tade univns.
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Q > 04 Q5
" Q. 11
A see {n oraatice the2re are no there has been
- above significant changes fe- a strong inter-

' lt, in that tiae aoras of - nal institutio-
law 85/55, are still nal change which
applica%;ei there is co=- has opened up
nsideravle ecoaomic cow recruitiag to
uveaience, the vocational

» schools.
Qe 12
see Thare are significant NV sigaificant The public body
above changes with rogard to changes can be availsg of the
_ quality aaC the targe- felt, the CFL are sp¢Ccial norms.
) tting of vocational stipulated with At the present a
- training, with topeclascs the institutional special rLoject
results., organizations, . for the employ-
" ment of the young
(law 113/86) is in
force.
; Qe 13 There are positive It las come about The problem con-
N see changes in carrying out ' in soue cases of cerns the retra-
" above training programmes She the reconversion lning of uneski-
!E» anks to the positive +f redundant lled and, in
" roles played by the workers but no perspective, mo~
e trade unions. . gighificantichaw bility processes.
. ¢ nges have been
o felt'o
15 Q1% ’
- see Jositive chrages can be They have been It does not
Ty ahove seen along the sntire seva ir some occur in an
9 line. casc” of 4he la- institutional
. daur u.oility aanner bhut in
. of redundant work perspective
T exs. The Proto~- should concern
o c2ls undertake to the entire area
- sSupply ample ir-
o formation and to
L talte suxzesticns
2 inave csonsideration.
P .
o see Tt vecuws ia a Por internal As question
&heva continuonus amaaat iy training it can 14
nor te found
g1 e 16
0 sae above It takes place after Formalized agre-
A applicative practica . ements are drawn ]
”E Up as per law T

1 " 1.3/86




Q. 17

see
above

e,

1635 bis

I% certainly strenthens
the role of the social
partners; the ambiguity
of the role of the trade
unions remains.,

186

If it existed it
would streangthen
the role of the
social partners.




see
above

Qe 12

see
above

e 13

see
above

We l4

see
above

% 15
see
above

sSee
above

see
above

124
o 6

There are no significant
changes .o ve noticed ia
apprenticeship.

The legislative and negotions
changes, within the amoit of
CFL which favoured the spread
of this type ot employment,
are considerable.

There is a change in the ideo

logical attitude tending to
considering training as a
productive inver :ment for
firm developmenc,

This does not exist for the
newly-employed, in cases of
mobility it is expressed
principally in company
controversy

}

Generally speakiag it is co-
ntinuous as information and
is pPreseat in tradeunion
claias,

Generally formalized in the
medium/large girms, see IRI
and EFIM Protocols.

It strengthens whea it
regards real training
processes.

31

Changes can a0t »e fale,
also due to a certain
cultural backwardaess ia
the trade unions,

In general there is no great
chbange in substance. In a
aumber of medium/larze realij-
ties with a svrong tradeunion
trad.tion the operative nodali-
ties of training are included
in bargaining.

At presert the situation has ot
changed. The trade union holds
that the guidance role must

be played within the

"Labour Agencies".

Is not to be found in the large
firms (FIAT-ALFA) in general on
account of processes of internal
@obility. There are cases in the
public area (GZPI) but almost
acching for the newly-employed.

It occurs in a number of pare
ticular cases but aot ia a co-
ntinuous way. The trade unions
claim continuity in training

especially for the newly-eaployad.

crengthens the 10le of
+ trade uaione.
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Je 11
sée above

Qe 12
see above

Qe 13
see above

. 14
see above

Q. 15
see above

Q. 16
see above

Qe 17
sea above

185

(51
n

In 1985 an agreement for the artisan sec*tor
was drawn up in which the socjial partaers
undertook to set up funds and iastitutions

for the control of the training of apprentices.

Changes are noted particularly in the action
of the social parsners in defining the ge-
neral, national and regional agreements:

- the Confindustria/Trade Union (National)

- the Confapi/Trade Union (Jational)

- the Intersiod/lfrade Unions (Hational)
Confcommer~in/Trade Union (Regional)

Participation is not a usual practice, it
occury in cases of mobility supported by
CIG, there is no lack of exemplary cases
of participation.

iden

idem

idem

It is necessary, in order to give an
answer, to carry out a detailed survey
in the Vocational Training centres.
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=1
d. 11
see ~o changes are felt, There are positive tendencies
above there sre negotia- due to the stipulatisn of na-
tions going on. tional and territorial agre- s
ements; lack of regional
iatervention in natters of
inforamation,
Qe 12
see in general nc great One hopes for a greater parti-
above changes are seen, cipation by means of formali-
which would be zed agreements and an exten-
obtained by the tion of institutional space
institutionalization far the definition in parti=- =
of the role of the cular of amodalities and
social partaners. employment outlets.
Qe 13
see
above «No great changes Still wanting. Requires a -
are felt reform of C.I.G.
Q. 14 It oscurs within To be found only in a few Genera.'y
see the large groups, cases of ngwly—h;red and in y2s with
above in CFL and ia cases application of‘a number of rerard to
of internul dobi- Protocols with public concer- printers
lity. S.
Qe 15 i? agpears 1nrgar- The contingent aspect It is
see uiguo?rtgz 3 Tes- prevails., continuous
above 4 intro- different '
duction of the new according
tgchnoypgles. to the sp-
ecific cu-
seSe
e 16 When it exists it Both are *o be found in 3y mueans of
see is due to formalized different ways according targaetted
above agreements. to the various situations, agreements
and appli-
cative
practices.
I 17
e It strengtrens the Strengtihening the power The coixtrangs
a-ive role of t..e trade of the social partners. ing never
union of the .1,
partnevs
remai.. *
unchanred -
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Q.11

Qe 13

Qe 14

Qe 16

Q. 17

166 bis,

S4

No significant changes
can be seen,

One notes greater atten-
tion to trade-union
matters, but not to
qQuality,.

Past experiences are con=
sidered unsuccessful} there
is no longer the will to
participate in initiatives
having no clear outlet,

To be seen in some cases of
training of redundant
Staf:o

I% is generally connected
with sporadi¢ episodes
and is in no way coatinuous,

In informal consultations
and in implementation
practices as an exception
to what already said at
point 12,

It does not,strictly speak-
ing, modify bargaining power
but allows for the analysis
of new problems,

Al

No siznificant changes can
be seen,

There have been no CFL
in this sector.

No significant changes c¢an
be seen,

Only in exceptional cases
of bargaining concerning -
redundant staff under CIG
and invalida,

-0nly as a result of '
exceptional ‘contingent
events, ‘

when it does occur it is as
& result of formal bargain=
ing and part of implementat-
ion practices in the case
of public funding,.

It has no influence,

1906
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AR
A

Qe 18

Assessment of
trainiag in Italy
today

Qe 19

The reform of the
"leggze quadro" on
vocational training
(lines for refornm,
short/mid-tern pri-
orities and reco=-
amendations for the
improvement of the
iastitutions.

Q. 20

The most urgeant
problems (scale of
priority)

Q. 21

Recomnendations for
improving the
institutions

167
i L2

Inadequate as it is
a closed system.,
Ireater experimenta-
tion and models or
a2lternation bet.een
“ork and traiaiag,

Inadequate compared with
present aseds. One hopes for

4 greater extention to gradu-
ates (high-school and univer-
sity), developing professional
training towards a control of

ianovation

Upgrading of the quality level Relation between

of staff and structures, organi professional traj-
zational methods, relations ning and compulsory
With the firms and the g2¢ial school. Reformulatson
partners. Regional plaaning of the andits of
nusSt become the centre of interveation.
velations between schools.

universities, and small . aad

large firms,

= reorganization of the planning - rationalization of
and control offices for an relations between
effective es: mate of the’ professional trae
activities, ' ining and the
- increase in the level of school
financial resources. - P/T during schoolin;
- redefinition of the philosophy reduction of pub-
and practice of activities. lic trainers and
= inclusion with a market logice. increase in roon
given to external
skills.
- monitoriang funct-
ion of labour aa-
Tket trends
- de-ourzaucratiza-
tion of the pro-
cedures,

observe the trends in innova-
tion

compare the adequacy of reso=
urces (human, techaical finane
cial) with the real aims

know how to change continuously
even if gradually

block the expan-
sion of the
full-time trainers,

- dedicate 80% of the time to the

activities, 20% to updating and
innovation,




. 18

see
above

R« 19

swue
aopove

Re 20
see
above

see
above

13

one notes a phase of
changes favouring
active labour narket
nolicies and new ten-
dencies in support of
the on-joing innova-
tion in technologies

It would be sufficient
to intergret the law
on the basis of pre=-
sent needs. However
due to the chanzes
taking place, revision
with a view to what
already said at Q.

18, would be useful,

- training of trainers

- training executives
who are experts in P/T

- revision of the places

of training

greater glanning of

the interveations

- the need of passiag
from an essen*‘.illy
bureaucratic role to
one of project-design
and result assessment

- distinction oetween

professional trainiag
and on the job coz=
ching, so as to ia-
creaent alternation.

3

in certain cases, not
cad. Insufficient in

L
P

lezional unbalance
lack of a sonsi-

relation to the requi- stent asrmative

rexents of the aew

professions.

Greater invol'rement
in planning and co-
ntents

- emanation of decresas
concerning the defi-
nition occupational
and sxill profiles.

- pOossibility of pra=-
ctical coaching in
firms after the
vocational courses
held by the region.

- greater ianvolvement
in the firms through
Sta{’;es e

- entervrenurial
ining for creation
new firmg and up-
dating of manage-

. ment with a view
to innovatiopns

- professional up-
dating for personal
involved in techng
logical innovation
processes.

Constant updating
of stuff coacerning
methodolozies and
contents.

192

frazework.

‘raster flexi-
Ooility and co=
ordinatisn

- analytical

investigation

into needs

definition of

clear criveria

- greater co-ore-
diration between
the centre and
the outlying
areas through a
permanent tech-
nical organiza-
tion

- restructuring
of the ISFOL

- promotion of
Suropean 3ocial
Fund inceatives

- more coatrol by
the social
partaers.

~ a ger.erally more
¢ritical redefia
nition of the sy-
stem

- greater level of
information to
the workers

- inclusion of au-
torized instead
of bureaucratical
prantices

- compase experience
with other count=-
ries’



Qo 18
see above

Qe 19
see above

Qe 20

see above.

Qe 21
se¢ above

189
ce

dynanic, uncontrolled, vasteful,
of medium/low level, not up to
the requirements of the labour
market. rigid, bureaucratic,
prone vo favoritism, unbalansed,
over-influenced by 35C iirecti-
ves, excessively zeared towards
wage=earners and the lower

skills, The alternation oetween
scho

work, between education
and production is scarce. There
is greater interest in the Pro=-
blem of traianiag.

= Strengtuen of the guidance
role of the Miaistry for la=
bour

- revise the aims of professio-
nal training

- reform apprenticeship-refornu-
late completely the modaliti-
es of the system-set up dir-
ect incentive mechanisms for
firms and bodies promoting
training activities

= greater flexibility in
cedures

~ specializatior of the structu-
res, and new modalities of a .
more flexible and short-duration
klndo ’

- planning trends should be more
autonomous with regard to those
of the EEC and the should be
greater power of proposal within
the Zuropean Community.

- greater control of merit at
formal and informal level

@ pro

- less rigidness in contracts
and in agreements with Reg--
ions, introductioa of new
figures, updating of firms,
utilizatior of exbternal com-
petences, certainty and ra-
pidity of funds, greater
admiaistrative control

193

PN

Jdiversified and
not homogeneous,

Debureaucratize and uni-
form criteria and procedu-~
res.

The territorial dispersion
creates problems for the
sector's programmes

P idem

- constant updating of
those involved

- career ineentives

~ professionality and -
meritocracy.



e 13

see
above

W 19

see
above

e 20

see
abave

see
asove

17

[\W)

o)

Very confused, inadequate
compared to real needs

need for updating ia c¢oane-
ction with processes of te-
chaological innovation

-direct relations between
regional authorities and
firm representatives

« =permanent c¢ommission for the

planaing of courses having the

effective pver of allocation
resources
-maintainance ‘of constant
relations with the firms
-involvement of =he 3 hools
-convergence of various
institutional sectors in the
regionsl plaaning committee

It caan be achieved better oy

oodies and Iastitutions or oy

anyone., e« 20 are taken iato
consideration.

194

J 3

'he coaplexity >f “he si=
tuation has 2scaped %he
control of the 2Xxperts
Scarcity ¢f rfinancial re-
S.Jdrces to inceantive trainiag
~vithia the rirus.

oreate greater markets for

Srofes.ional training put-

ting an end %o the present

nonovely. The Tirams lack a

significant role ia ruarniag
the system

- greater efficacgy and
coatrol of public spen-
ding

- strong diversification of
training offered

- new incentives for the
firms investing ia trainiag
(vax relief)

)

Incentivate the zobility of

teachers

- requalification of the
training structures

- iaclusion of elemeats of
enterprising "culture"




Q. 18

Q .19

" Q. 20

Qe 21

l

o4
Only partislly posite
ive.Two negative
aspects:the cost of
dridging the gaps ia
the publiec training
System are laid upen
the shoulders of the
firms;
the times between
Supply and demand of
training have becomge
longer,
No response is given
to the need for
flexibility and teche
nological innovation,

Revision of the exclu
sive competence of

the Regions in pPlanni
and runaing training,

Thé need for greater
coordination and the
participation of the
social partners in
order to discover
Jointly effective
needs, !

-Revision of the
"Legge Quadro"

- Reconversion of
structures and
the role ‘of teachers,

-Greater coherence ef
trainiag to the needs
of production,

71

05
Dirferent. depend-
ing upon whather
trainiag is in the
firm or ia the
Public institutions,

The intervention of
the firms appears
aore efficgious,

The pu- ie System
besides oceing lacking
is also scarcely
productive,

ng

A general plan for

trainiag is required

from which emerge:
= the programmstic
lines,

=Systematic collabor-

ation with research
centres,

-adBerence to the
preseathnd mid-term
requests of the
marketo

195

g

06
It is prevaleatly
orieatated towards
consolidated sectorg,

t is fragmentary and
wanting as far sas
changes caused by
ianovation are concarnsa.

Needed: 1) Greater co-
ordination between
training processes and
schools, 2) a c¢clear
distiaction between
trainisg for youths and
for adults, and also be-
tween central and <2gion
al competeaces, 3) a
clear indication of
where orientation and
co=ordination are to be
carried out, .

Vocational orientation

Reform of the Labsupr
Zxchanges,

The Reg.sas must
become the centres of
planning,

Pluralism of training
initiatives must be
favoured,
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3 1 3 2 R
e 18 Extremely defective, 3Ixtremely dafective, sJitrenely coalis=d
see almost nothiang works; the trainiag aze gxX-tempore and nocw
above ia the north, in 20t addressed in . tariested a¥r laosur
general courses for correct terus. Policies., Liztia
2bsolete and old attantion to the
professioas are problem of new
held, in the south orofessional  roe
the situation is files, except in
gven worse a lew cases
¢ 13 c.oser link w~ith reater decentrali- Greater r:l2 2f <ne
see the local econonic zation and flexibi- regions ia »lanaing
avove and social stru- lity. Greater role for a zreater coordinav-
ctures, and with the Regions. ion detween %h
the schools, uni=- central and the lo-
versities aad cal authorities,
research ceatres Jreater flexibility
and a greater role
for the Socizal
Jartners in proje-
c¢ting, planniag;
tne need for
. control of resulits.
s 0 - requalification of = Observatary of the - the creation of
see public trainers labour market vocational zuidance
above - lnvestmeat in - a complete over- Commlptes
structures and hauling of the tra-= = training of the
iastruments ining process with trainers
- specialization aand great corrispondence. = elimination of
skilling for young to real needs automatic mecha-
people with a ge- - transformation of aisa for paynrat
aeral schooliag the regional trai- of consslidated
- iatroduction of ning ceatres into Jdeots;funds of
courses for the service ceatres training structu-
refresher traianing res.
of the employed - rationalization
of the relation-
ship with the
schools
- setting up of
pilot centres in
collaboration with
the schools
- zreater role of
the rirns
Qe 21
see abdove - the institutioas - improvement of the - the realization
must carry out a bureaucratic orga- of real control
role of liaison nization and com=- by the regions
and integration peteace of the sub- . greater flexibdi=
SO as to utilize Jects lity
to the most pro- - creation of experts . verification
fessional capabi- competent in Profe=- of the results
lities existing ssional training obtained by tra=-
on the marxet systems ining interventioas
- reduction of the - debureaucraticiza=-
imoort "rce of the tion and qualifica-
puvlic trainers tion of the structu-

res.
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<« 18

see
above

2. 19
see
abcve

Je 20

see
&bove

Qe 21

s@e
apove

il

Not satisfactory as
all, at least ror the
oriating sector

It is necessary to
respond to specific
needs some industrial

ECtor with regard to
tyoes of courses and
duration of treiniag
activities.,

17

-

5
ze

D?e traianing syst~a is at a “O4 220

o

= undalance osetween amoitious legi-
slation and the scarce quality of
the structures

= qualitative level or intervention
is low

- lack of co-~ordinatisa ~lth the
productive system

- lack of traialag for adults

= Freview of the delegation system
and revaluation of the role of
the firms

- Strengtheny of training Hr adults

= retraining of the siaf? institutio-
nally iavolved

-lislson with the sehool particula-
.Tly in coanection with orienta-
tion of the young and of adults

vithin the liges set down ¥ the
Ministry for Labour there is
urgcat need for a deep-rooted
refora of the modalities forp
running the professional truining
centres

= training of regional persoanel
at all levels involved in ola-
aning and carrying out profe-
ssional training

- training of the staff with che task
of controlling training activities

~ development of an Observatoring
system

- opening up to the utilization of
competences comiag from the market.
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19

20
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173 bis,
s4

The present state of things
is not uniform, Training in the
institutions is not connected
with the working world while
within the firms ip is assuming
greater and greater igportance,

It is necessary, but not with a
view to greater centralization,
Rigidness must be illiminatad
and non-institutiuaal skills
recognised,

= Study of the labour market
and its mechanicms

- Greater integration between
vocational training and
enterprise orequired .

= Training of the trainers

Greater attention to the
services area and concreie
assessment of the results,

Al

It is not in Keeping
with the needs of
the labour market,

It is required in order
to create greater
collaboration between
the State and the Regio:
reater flexibdility,
more experimensation an
greater collaboration
between the institution:
and enterprise achieved .

- Multipurpose prgramme:
and contents

- Training of tha
trainers with contin-
uing refresher
courses,

It is necessary to
intervene with regard t¢
the quality of the
organization of

the vocational training
syatem, Forms of
codlaboration between
the parties directly
involved must be set up
with recourse to researct
and experimentation,
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Qo 22

Modality for
access to natioe
a3l and ZZC
fuads

Qe 23

174
Il

Indirect access
out only for
large-scale, For
the firms prode
ably direct
access, with
public control
and adequate
dowers »>f
sanction

Ie2

The aeed for
institutional
mediation i:
connection with
access to funds

Participation by
the Social parte
ners in the tra-
ining of trainers.

Very limited limited to general
vlanning of iater-

vention.

The training of
trainers takes

place following
bargaining with

Qe 24

Impact of the
Jjoint and/ox
dilateral organ-
izations upon
improvement of
the professional
training system

Certainly, yes,
as the permanent
place for con-
frontation and
choice of the
interventions.
The best method
igs that of the
co-managed forms
using common
funds obtained
even by wmeans of
pay increases.

Difficult to
estimate at the

present, need for

verification of

results in time.

195

the represeanta-
tive organizations,
The role of the
firms non -
existent,

The public and
bilateral bo-
dies seem
useful for the
raising of the
qualitative and
the "tailored"
aspects of
training.
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‘H1 1 v 2
Qe 22
- see above Preferibly direct ’refeoribly direet Maintaia both
s access access with grea- forrms;, diffea
' ' ter control of the rentiating then
implementation of in the different
the activities cases
_ Qe 2°
see above Very limited Foreseeing new
} professional
figures ab.e to Jon
desiza evaluate and existent
control projects.
¢ 24 :
see above Positive, as long Redefinition Fositive, on
as training concer- of the national conditioa that
ning specifically . character and of they are not
finalized projects the aspects of the involved in

e carried out Joint bodiesg actual running.
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Qe 22
see adove

Q. 23

see above

Qe 24
see abdove

Vv 1l

There are probleas
of quality to be
considered case by
case, Iastitutional
mediation is overly
oureaucratic.

Difficult to judge:
it is a problenm
presently featuring
in the bargaining
agenda,

It migat be achieved
more eas./ly by bodies
and institutiosas or
Dy anyone as set down
at aaswer 20

Does not exist

No, the only

guarantee is repre-
sented by the actual
working of the Conam-
ission as per 4. 20,

01

o5 4
5 e

N

.

Sreferably through
direct caannels
dut within the
small/medium fisms
it is better to
favour cooneratie
ves and associa=
tions between
firms,

It does not
exist at the
moment, but the
need for it is
felt

Only ia sone
cases, because
the idea of
co-management
is a distant
cultural
reality.

Set up concrete
common éexperi-
mentation on
specific pro=-
blems concer-“ng
the involveme: ,
of the social
partners .
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Qe 22
see above Preferably direct
access
Qo 25
see above It does not exist
in the preseat state
_of affairs
Q. 24
se@ above See answer to

question n. 19

177
05

Jdirect access is more
Jracticable except

in the cases of forms
of employment of the
young according to
the special laws

As Juestion 22

In general it is
held that these
bodies have a posi-
tive effect.

It is a hypothesis
difficult to actuate
under present
irdustrial-relations
conditions

202

(@)
(01}

faintain doth
forms as con-
Plementary the
dne %o the
other

Yes

Yes, there is a
concrete case
being experimented
in coanection with
school orienta-
tion. The acti-

ve participation
of the social
partners is the
ailsver to a pre-
cise demand for
integration ia

the training
sSystem, coming
from the young
themselves.,
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S1 S 2 3

A ST)

Qe 22 The educational aad 3oth systens can
. see above C°raining level and skill coexist but grea- -
5 qualificatioa must be ter collaboration
established by the i~ between firm. is
stitutions. Therefore to be hoped for,.
direct access must be
accompaaied by precise
zuarantees over the
single firms oy the pu=-
blic authorities.
see above Does not exist in the Probably yes Jnly con*ractual
present set -« up in the direct interventions
relationship) betwe- on skills exis%.
en the trade union  All the rest
organizations and aissing and this
the rz2gions. is a central
provlem in pro=-
. fessional
training.
Qe 24 Theoretically it should Useful for greater Yes in that it
see above be useful as it regards iavolvement, of the acts as a buffer

social. partners in case of con=-

and for the s2tting flict.

up of a new phasea It can also be-

hased on joint - tter the link

management models  between trainiag
suppiy and
demand.

those directly involved.
The present experience

is limited and f{ragmen-
tary and does not allow
one to understand the
reasons for its bad and
insufficieat functioning.

&2
L)
Co
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Q. 22
See above

Qe 23
see above

Qe 24
see above

L7

Jdirect access is preferg-
ble, also seen our own
positive experience in tnh
sector.

3

e

Yes, directly through the

intervention of the pro-

vincial bodies and ‘committ -
ees for professional edu-

cation of printers

Yes, very positive on the

basis of experience being ¢

carried out since 1950

b

204

w
"W

The answer is
prevalently aegative

There are very few concrete

aseés in Italy that should
e verified. In general:
on a theoretical plain
answer is yes

the concrete rel-tione
ship between training
and production would
impreve

the institutioual con=
petence of the social
partners ccncerning the
traianing problem would
improve

the bodies shouwld he

Tun on strictly manage-
rial lines avoidiag stasis
and rigidity and resi=-
stences that characterize
in the worst sense some
of the public partici-
pations bodies of recsent
iastitution,.



Qe 22

Qe 23

Re 24

179 bis

S¢ Al
It is preferable to maintain Direct access is advisable,
both direct and indirect

access,

It is limited to planning of It is limited to the final

intervention and is almost asseéssment phase and only
non-existent as far asg running to cases involving publie
and coantrol are concerned, funding,

The effect should be POsitive They would be useful as

and should improve quality if mechanisms of control ang
they are tailored as services to orinetation of activities.
the firms and to meet the

needs uf the workiag world,

=
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5.1 Adareness of the crisis as a premise to chaange.,

Points of Crisis and new trends ina participation in the
training system: these are the focuses of the present re:z.rt.
The analysis and the at+empt at explaining the deficiences pro=-
ceed hand in hand with the identification and the assessment of
the innovatioas taking place in the role of social partners.

Both the empirical survey concerning the attitudes of the
social partaers and the case-studies offer important material in

support the initial thesis of this study: that is, that the crisis

of vocational training is closely connected with that in industrial
relations, and that, therefore, an improvement in the quality of
p#fticipations in the training process is required both for the
efficacy of training and for the functioning of the dialogue be=-
tween the social partners.
Awareness of the state of crisis in which vocational tr=inirg and

participation {i training stand apeas from the gurvey, to be
Qidespread and critical. Two are the discrinminating features of
this state of crisis: on the one hand, the insufficiency and inad:qua-
ey of existing participation; on the other, the abssuse
of the role and of the participation of the socid: partners in
many fields crucial to the training experiences, particulary
those offering more prospects for the future,

Existing participation is judged as being limited,
generally inefficacious or even harmful at Yimes, insofar as
it takes the form of bureaucratic topheaviness, of impediment
against-and rigidness in-raconversion of labour processes,

inadequate in handling the new demand and in stimulating and
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requalifying the supply. Of equal gravity are the rroblems posed by
the participation that is non-existent, because the social partoers
are abseat (in those sectors devoid of the Trade Unions), because
participation is "submerged", in that the workers and employers are
nov represented by collective organizations belonging to the industriale
relations system, or, finally, because participation is "hiddea", in
that the workers and the firams act "informally" within their orga-
nizations and are unable to iafluence policy and/or make their
experiences known,

Both the reasons for inefficacy and those for ubsense are linked
with the "quality" of the industrial-relations system and with the
"defects" caumd by its failure to comse up to date and meet the
changes gaking place in the industrial-econoaic conditions of the
eighties. The most importsnt factors which emerged from the survey
are the following:

1) First of all, the "conflict-dependent" nature of participation,
connected with contraét deadlines or wltﬁ the settlement of industrial
disputes. Thus training gypears more ﬁmctional to the ;'pathology"
than to the normal, consensual management of social relations. The
conf lct-golving or conflict-preventlve function of training prevails
over the physiq}ogical and regulating one and adapts itself with
difficulty to a process such as training which takes place in a
continuum followkg slow, gradual . timing add pace, that is the
timing and pace of learring. The clash between t:a continuous
process involved in training and the episodic character of the
attention of the partners leads to a low incidence of influence

and above all, creates the impression that agreements, the con-
tracts, the legisliative achievemmt even the structures and
institutions of participation have little eft.ct upon the real

process which goes along its own way .
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2) The "poliiicization" of the role played by the partners.
This characteristic, which reflects an aspect of Italian industrial-
relatigs system, is perceived, freque:dy as a limitatior of
efficacy. Of course, "politicalness" and political coaflict in
industrial relations are not in themselves syamptoms of nal-
functioning. They are seen as such, however, when they "exploit"
the themes of training to fight more ge.ieral battles of a political
nature, when they do not take into account the specific aspects
of the training question, and become the tools of ideological
rigidness, of precoaception, prejudice, of abstraction and super
ficiality, In recent years a return to and a trend towards tiae
development of a less political and conflictual system of industrial
relations, with greater attention towards real probleas, including
training, have been noticed. The importance in this context of
the role of the Trade Unions' Research Institutions aas bezn
pointed out. ’
3) The "distance" bet;een the subjects represented and institu-
tionalized representation in the industrial-relations system.
The single workers and single employers who avail of the training
processes often remain mere objects ®ather than the subjects of
participation in training processes, and remain outside and without
influence. The growing complexity and diversification of the
industrial production structures, the demand for and iastruments
of flexibility pos vith growdng mMsistence end increasing fr quency
the question of the sdequey of the representation system, when
they do not question the very legitimacy <€ representation itself.
The lack of clarity as to whom the sdcial partners represent,
s %o their mandate, as to its extent, as to what constraints of
control and accountability they are subject to, and even more
so as to whom they do _not represent, does not facilitate the
solution of the conflict of interests involved in training and

leads to the belief that there is a broad rift between institu-
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tional mediatioa and the grounds of encounter by the partners,
that are oftea hidden or "submerged" by informal practice.
4) The inefficient "professionality" and lack of specific conmpet-
ence of the Social partners involwmert. Also cue to the prevalence of
the aims of political control, not always do the partners appear
able to me.ter and therefore condition the technicalities involved
in the training process, pedagogical matters, organization and
institutional questions, and aspects connected with the economic
and technological workings of the labour market, Besides, the
demand by the production s$ystem for specific training of a
technological~technical, non-standard, tailor-made nature,closely
targetted for professional profiles and job prospects, is on the
increase.. The growing gap in competence has often been transformed
into an excessive and uncontrolled delegating, with resard to
the concrete aspects of training, to the experts, to the "professional
trainers", to the executives responsible f»r fraining, thus privileginz
measures "half way" betwean "basic-education" or "the promoticn of
industrial culture" and strictly professional training, and thus irc¢d-

equate at both of these levels.

5) And finally, the difficulties met by participation in understanding,

following and favouring innovation and the experimentations emerging

in the training process. This point deserves to be illustrated
through some (though not oxhaustive) examples which this study has
pin-pointed,

5=1) It has bien pointed out (see the ISFOL-CESOS research toc) how

the role of the socig ] partners is particularily lacking with

regard to in-firm training. Nonetheless, it assumes weight and
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importance in bargaining within the larger enterprises or groups,
above all in relation to the more serious production and de-
industrialization crises, in comnection with (and/cr in alternative
to) recourse to CIG and for workers having medium to low skills.
It is widely accepted, however, that new training trends are
taking the symmetrically opposite direction towards re-evaluation
of in - firm training even within the smaller to medium size firms,
in n1ew and up-and-coming sectors and for workers with medium to high
level skills. This contrast illustrates the "comparative disadvantage"
which displaces and penalizes the traditional and consolidated role

of the social partners.

S5-2) The relationship between training processes and the internal

labour market, that is the organization of work, qualification

systems, pay scales, career structures end internal mobility etce.

is becoming more important. On the one hand, the need to recognise and’
re-evaluate the role of the social partners is thus reinforced.

In fact training involves the more proper and traditional terrcins of
industrial negotiations. On the other, this role meets greater
difficulties on account of the quality of participation as

illustrated above. In order that participation in training may condition
the internal labour markets it must be less coantroversial and more
p-ocedural and continuous, be aimed more at skill specificic¢y and

be less vague, géneral and basic. esides, the dialogue between the
partners at firm level is the most critical area as far as the insuff-

iciency of the industrial - relaticns system is concerned.

In many firms, above all in the small and medium-sized sectors,
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there are no industrial relations at firm level and therefore
participation, if it exists at all, follows informal and sometimes
extra-tradeu. ion practices. This explains the apparent con.radictions
that the case-study in the Sanking sector evidenced: that in those
very internal markets where there is greater development, where
training takes on an explicit 4dustrial-relations significance,
due to reasons of objective incidence, the role of the social
partners often teads to be slight and marginal. There is, from this
point of view, almost a trading off between the quantity and the
quality of participation, between the Quantity of negotiated or
consensual regulation required to make the internal market work
and the conditioning presenee of the social partnmers formally

changed with negotiation power.

5=3) The double significance of professional training: on the

one hand, as investment in human capital and in the social and
political advancement'of werkers, and en‘the dther hand as ;n
instrument ef the firms' organization of production, is reflected in
the'counterpoising, used traditionally in trade-union argumentations,
between "true training”" and "mere coaching or updating". A more
‘technical and less emotional way of expressing this difference

refers to the different "marketability" on the external (MEL)

and the internal labour (MI") markets. The existing participation
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mechanism, for the reasons already mentiosned, allow for greater
interaction in matters of training for the external market;
that is training with a very high social-emancipation and civil content
which the workers avail of as individual (Uti 3inguli)i.e . independently
from their specific skills. "Coaching" instead is considered
largely beyond the scope of institutionalized industrial - relations
mechanisms. This leads |, however, to at least,two further contradictions:
on the one hand, the traditicnal "refusal" of training that does not
g0 beyond a mere production investment is arecesary corollaryto the
limited involvement of the trade unions within the firms and in
firm-specific questions, which has cheracterized the Italian industrial-
relations mechanisam (see Pizzorno) developed during the post-war period.
This has.,implied a limited amount of rules governing in-firm
activities, with the institq;ionalized.gresence of the social partners
limited to the larger firms snd connected with general and not firme
specific questions and wzth social protectzon'obaectlves. On the
other hand, the urge towards strengthening industrial relations has
led to loadlqg MEL training w;th structuring contents (proper to
MIL) by conceiving MEL almost "as if it were" MIL on the basis of
systematic and "organistic" visionsg borrowed from the prevailing
ideologies (i.,e, Catholicisa and socialism). The outcome has bsen
contextual excess of participation, given the fact that the

consensual management procedures tend to manifest themselves

q)
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83 rigidness and as an impediment to MEL,and at the same time as
8 lack of participation because the partners remain on the
margins as far as the processes of restructuring of MIL are
concerned. The contradiction lies in the fact that the partners end
uUp playing a greater role in "deregulating" training processes
(to meet the flexibilization requrements of the market) than the
role chey play in "re - regulating'", that is, in establishing

new rules to govera the internsl labour market,
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5«2 Innovations and trends

Parallelly to the growth of awareness of the crisis and of
the difficulties, indications of positive outlets and of innovating
and experimental experiences are on the increase. In generai a
nuzber of tendencies emerge, to a certain extent common to those
emerging in other European countries, towards whieh research and
the demand for greater efficacy of participation in the training

system, are orientatede

1) First of all there is a tendency to overcome the "formal'" level

of participation, which limits itself to defining the normative
framework of national and regional legislation or of collective
bargaining and to arrive at company-level agreements. This trend
moves, rohghly speaking, in two main directions: on the one hand,

participation tends to follow the practices of implementation of

the norms and the agreementse These practices)concern the phase of
reglization and contrel of training, the "effective carrying out of
projects, the operative targetting of training to meet the needs
of restructuring in production, of access selectim , of mobility

etc.. On the other hand, participation becomes more continuous,

less counécted with contreversy and conflict, and also more
concerned with évaluation and control. Conspicunus examples of
these trends are on che one hand the acceptance, within some recent
'agreements concerning CFL, of the "silence.consent'principle, as a
condition for the automatic approval of training projects; and

on the other, some firm-specific agreements (such as ITALTEL)

which foresee a role for the social partners during she entire
course of conception. plann;ng implementation and evaluation of

the training process.
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2) A second qualifying innovation is the tendency to extend moments
of participation to the effaective running of tne processes, This
way the role of the social partners has to face hand.ing the
specific aspects of the training process; fronm outlining the
contents to foreseeing outlets; from methods of financing, to the
Srganization of courses;from the definition and control of curricula
to the choice/assessment of teaching staff; from participation on the
examination boards to establishingtranins'standards. If the
prevailing experience seeg the role of the partners as ' miced to
planning and direction on the one hand and on the other %a vontrolling
and assessiag, there are also a number of experiences carried out
within traditional jointly managed training bodies such as the
printing and building sectors. There are being looked at with
growing interest in the lope of expending to other sectors or areas,
the modalities of dirnact management by the social partners, In
récent ren:wal of contracts, a number of form$ of joint Committee
or of Bilateral Bodies having observation and councee lling powers
also with regard to matters of training, have been adopted, These

cases have been examinad in chapter two.

3) A third tendency is that towards enrichment, towards sec.crial,

local and territorial diversification of participation in the -

training system. In this way the supply of labour tends to
adjust tc the demand which is radically changed oy the modalities, _
the intensity and t e pace of technological change.'The training

supply teads to Place itself closer and closer to the source of "
innovation... each time that the change in working conditions requires
new types of know~how and new multi-discipline structure (Vita)",

With the need of targetting trainiag processes, the possibility

of standardizing diminishes, reference-models lose their value.

~—_

In this new context freedonm of planning, the role of the single
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worker and firm, participation at local level, public/private and
institution/market interaction, are all exalted. One of the leis
mot;fs running through proposals of reform of the "legzge quadro"
(framework law) is this: that of re=defiiing relations between the
central and the local authorities in matters of training, and of
providing for forms of direct suppcrt of " trainiag promoted by firm
initiatives" ("formazione di iniziativa aziendale"). The corrispondencs
between the structure J. training supply and the demand should be
guaranteed by the labour market's decentralized institutioas
(Observatories, Agencies, Labour Exchanges) in which representatives
of the social partners participate. However, this exigeacy is not de -
void of countertendencies, of resistsnce, of contradictory thrusts,
in the name of a quest for co-ordination and planning from above
and in the face of risks of duplication, overlapping,dispersion of
resources which multiplication and diversification of initiatives

.

can lead to. ’

4) A Darallel tread is that towards the extension and multiolication

of the confrontation/negotiations/conflict terrain within the

training system. This extension concerns new collective sujects

(let us recall the cadres' organizations) new professional profiles

(managerial and enterprise training) new institutional instruments

(Data Banks, Observatoriess for the =alysis. and control of qualifi-
cations and technologies, Centres offering services to firms).

In this latter case training is highly specialized and targetted,
in that it becomes a part of a services packet aimed at specific
objectives: youth employment, aid to small firms, technological

suprort etc..
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5) There is renewed emphasis upog * - in-fira training and

upon participation in training within the firm. The reasons are of

both a technolozical/organization and of an industrial-relations nature,

On the one hand, there ig greater demand for higher white collar
and managerial (often firme-specific) Qualifications. Other reasons
are restructuring of the internal labour markets and of tne careers
system, the need fapr flexibility ia organization, for multipuspose
Qualifications and for systems of informatics. Therefore on-the=job
coaching is no longer sufficient but instituzionalized training
(also of a theoretical nature) at firm ievel is required. On the
other hand, there is a demand for greater control by the firms

over -the training processes, in order to guarantee greater targetting
and adaptubility. There is alsc the need for the trade unions wt

to be excluded from the control of microexnomic processes and the
need to streagthen and render more concrete its presence within the.

rl

firms, ,

The form that this re-evaluation takes are fundamentally three:-

(a) First of all the experience of the CFL. The agreements on

these havg played an important part in simplifyinz and de-regulating
the procedures, in disciplining the specific aspects of training

(hours dedicated to theoretical and technical-practical training,
trainers, certification, employment, outlets,the place, the
institutions‘subsequent Placement etc.)in creating bilateral technical
commissions etc.. There are also examples of CFL at local level

'such as those of the Unione Industriale of Turin and *he Federliguria

(Turin's and Liguria's Employers Associations) concerning small to
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medium @ized firms, wnich have seepn considerable tradeunion

involvement.

(b) Secondly, tradeunion participation and invelvemsnt in in-firm
training processes has been noticeable in the case of restructuring
and Shakingout of surplus staff. This role has bgen formalized of
couwpany-level agreements such as those of the FIAT, ITALTZL or

Alfa Romeo.

(c) Finally, some large enterprises mve re-evaluated their own
training centres (as is the case of Elea-Olivett#, Isvor-Fiat,

Reiss Romoli etc.). In some cases there hwve been requests for
information and pariicipation in the activity of these institutions

especially by the cadres' asscciations.

6) Vocational training has become one of the privileged grounds

for innovation and experimentation in industrial democracy.

The Protocols stipulated be¢tween the trade unions Confederations

and the publit-sector companies (IRI, ZFIM, GEPI)all contain

more or less ample provisions. In some cases joint committees for

training have been set up (see GEPI). In other cases "training and
'information seminars... promoted jointly" are foreseen. Finally

in other,6 agreements on the matter vocational orientation and

school-to-work transition have been drawn up (see Intersind-Trade

Unions).

7) Lastly, training has become a ceatral element ia job creation

and enterprise creation policies, within strategies of intervention

in local systems (local employment initiativesk In these cases
training is connected with partners offering packets of services

to the firms (especially to new and innovative ones), and creating

a network of intzrverntion, involving training, research and education.

In all these initiatives at a still largely experimenta)l phase,

1Y




133

the involveusent of the social parkmers .is scen as a necessary omporent o
what has been called an "endegenous development model". (Fua').

Trends and innovations in a phzse of transition and change
inevitably create contradictions, overlapping, sometimes confusgion,
often error and dissatisfaction, Zqually inevitable in this-
state of affairs is the emergencc ~f a demand for rationalization,
co=-ordination and revision of the legal framework. The social
partners unc have supported this demand that has recently taken
the form of proposals for reform of the laws governing vocational
training, in particular the "framework" law of 1977.

It is probably too soon %o assess the outlets and outcomes

of this experimental phase, and to codify them ia terms of a
"definitive" re.definition of the legal framework. The recent
proposals of the Labour Ministry have, nonetheless, clearly identi=-
fied 8 number of decisive themes for confrontation, involving
the social partners.too, into. which to_chanhelresearch and

further experimentation. First of all the link between the

training system and education policies: to what extent basic vo-

cational education. can or must be made available by the school-
university cystem and te what extent it requires the ad hoc para-
scholastic structures of the public or semi-public training
organizations? We seem to note a converging trend towards

the "de-scholarization" of training and towards the
"professionalization" of schooling particularly at higher levels,

The second theaze of refnrm is that of the _centralized-decentralized

institutional organization of training and therefore of
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. participation in that system: further de-centralization and/or

recentralization,co-ordination among the various levels of

institutionals autonomy and/or the competitive multiplication

of structures and initiatives? This report points out some

trends ia innovation and experimentation carried out that have

an important bearing oR this question: that is the tendency towards
‘bargained deregulation" simed at creating aew areas for bdargainiag,

that is the substitution of legislative and contractual oblizations

0oy specific bargaining procedure geared towards decentralization

and plaat-level agreements. The agreements concerning CFL which

accept the "silence is consent" principle move along these lines

and attribute to participation ia jointlye managed local technical-

consulting organizations an essentially arbitration function

(besides the planning function) rather thaa a management-admini-

strative one. This tendency seems to us to represent the intersection

between parallel processes of the evolution of the training

system and industrial relatiors: the relaunching of bargaining,

the "legification" and simplification of administrative constraints,

decentralization and attention to local systems, the bilateral

dimension (in agrecments and in institutions) and direct relatioas

between the S.P. without public intermediation, the emergense

of new subjects such as the cadres' organizations, youth movements

etc.. Certainly these tendencies come up against the abcve mentione .

diffi~ulty of making the social dialogue work within the training pro-

cess at firm level, particularily inside small firms, and against

similar difficulties met by the new firms, the growing importance
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of which withia the industrial structure, is widely recognised,
There are significant experiences of agreement and participation
initiatives at local level aimed 4t supjyorting the creations of
new firms. There are also interesting cases of training in managerial
and entrepreneur skills within the ambit of policies of enterprise-
creation. It has still to be seen how and to what extent this

will involve single entrepreneurs , new and potential entrepreneurs,

and individual workers, young people in search of a first Jjob;

and the unemployed. It remains to be seen what happens where the
industrial-relations mechanisms are wanting,or th:.2 is no training
activity,and if it is possible to devise incentives powerful enough (rot
Necassgrily coersive and binding legislation) to institutionalize
and render effective participation in the training system.

It is well known that the training system in Italy is

characterized by a fundamental dualism: that between "explicit"

and "institutional" training and implicit orp !submerged"trainine

which is based upon décentralization'or production, precarious
exploymeat in small subcontracting firms, the learning implicit

in the creation (or rather the creative destruc.ion) of firms.

Even industrial relatioas have their own "implicit" or submerged
dimension which often proceeds hand in hand with submerged training

processes,
The great challenge of the nineties is to make these

222
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hidden orocesses emerge and be re-institutionalized in. order to
give a more decisive and representative role to the social
partners and greater efficacy to training.

Due .o the fact, as mentioned in the historical
analysis, that the strategies of the social partners nave played
& considerable role ia "submerging" a part of the training
processes and of the industrial-relations system, this task

becomes uot only necessary but also possible.

+ + +
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