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Foreword

This study is one of a series of 12 monographs on the
situation in the EC Member States. Through an analysis ofexisting and historical structures governing cooperation and
coordination between the social partners and the public
bodies responsible for vocational education and training
(excluding general secondary education ana 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 ofan improved social dialogue at the various levels.

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

Although the general analysis was, as far as possible, to bereinforced by the sectoral analysis, the two were to be
complementary, whereas the conclusions ws..2 to be directed
more towards objective (b).

The general analysis of the historical development, institu-tional involvement and problem areas was also to include a
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description of the current situation v:ith regard to the links
between the world of work (employees, employers, 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 regulations 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-
larly 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 interven-
tion aimed at promoting the social dialogue on the 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 enterprses 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



Tne sectoral analysis was intended to illustrate the more
general analyses and assessments, and to substantiate and
supplement 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 continuing vocational training.

The research work was usually accompanied at national level
by individual ad hoc meetings between the institute(s) under
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 investigation covered a period of seven months, In the
second half of 1986, the studies were carried out in 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 promote
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 1-.o the prevailing
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conditions and existing institutional framework in theirrespective countries.

On behalf of the authors, too, I should like to extend mysincere thanks to the members of the CEDEFOP Management Boardfrom the respective Member States and to the numerous expertsand individuals from the enterprises, training and otherbodies, and to employers' and trade union organizations fortheir support in this work. We hope that this investigationwill help to promote better and constructive understanding,despite the existence of very different interests, and thuslead to satisfactory solutions to the prevailing problemsfacing the development of initial and continuing vocationaltraining. Thanks are also extended to the team of authorsfor thefruitful and successful cooperation on what wascertainly not an easy subject for investigation.

B. Sellin

Project Coordinator
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INTRODUCTION

The system by wnich the social partners p.rticipate in
vocational training h Italy is underoing a ?rocess of deep
transformation. The transfor:uation involv,A emerges at the

intersection between the chanses taking place in the training
system and those occurring in the industrial-relations system:
on the one nand, the field of vocational training has become
crucial terrain for confrontation and debate, while on the other,
the roles of the partners condition tne training mechanisms. The
present phase is,therefore, characterised by a widespread awareness
of tne state of crisis and tne emergence, on a trial-and-error

basisoof new tendencies and experimentations, aimed at overcoming
the drawbacks of inefficacy in participation in the training process,
with a view to restoring to the industrial-relations system both
credibility and functionality, while rendering training more adequate
to the needs of enterprise and tne workers.

The purpose of the present report is to identify and discuss
in prescriptive terms the critical aspects of the mechanisms behind
the participation of tae social partners and new and innovating
tendencies, so as to offer a basis upon which to put forward
operative proposals for reform intervention. Therefore, the
presentation is goal-orientated and anAlytically selective, without
claiming to be w:haustive. In the Aixoendixes we nave given an
outline of the descriptive background and the statistical data
elaborated during the research.

In tne report we proceed, froJI a metnodological point of
view,by a series of successive approximations from interpretative
to concrete mechanisms: the opposite was impossible due to the
lack of sources sufficient to develop tae soundings empirically
at a quantatively siznificant and statistically interpreta ble level.

13
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In chanter 1 we present, in scnematic form, an analytical

reference picture which ill*.zstrates tae basic hypothesis of the

work, tit is tae correspondence between trailin3 systems .2. ad

industrial relations. Tae hypothesis is suppo:ted botti by a

com,c.rative scaeme of the tnxonomical models referred to a number

of different national systems, aad by an identification of th-2,

historic:%1 ohases in the Ita1.ian system. Tae two schemes ( diachronic

and synchronic) help to caaracterize the present situation

rega:d to the decline of the "trilateral acree.2ent" model within

tae traiain: system, and to the tendency towards selective ".m,00rtat-

ion" or original "imitation" of various foreign experiences.

In chaoter 2 we describe synthetically those which we

consider to be the qualif7in tendencies of the evolution taking

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

in legislation, in collective contracts and in firm-level a:7ree-

ments stipulated by a number of enterprises ro zive an idea of the

structure of tae initiatives, of the range of the questions invol-

ved and of the main differences and similarities.

Reference to a lu:riber of particular sectorial and

regional experiences,which permitted us to enter more closely into

he merits and details of the problem , is the basis of chanter

2.. The analytical matrix, common to the otner 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.north (Lombardy), of the centre (Tuscany)

and the south (southern Latium). These three ,areas examined

corrispond with the three models of development and underdevelopment

14



that nave been pointed out by recent literature
(Bat3nasco,3ecav:ini,

Srusco, FLA, ?aci) and waich have been defined az the "tare': Italies4.

We carried ouP a survey (chaoter 4) by means of selective
interviews with representative observers concerning the attitude
of the social artners with remard to oarticioation in trainia
trying to grasp those elements of a critical and prescriptive nature
that the analysis of the parners themselves emphasised, availing of
the benefits offered by the fact that the survey was technical and
.onofficial. The outcome is an amply criticallsometimes ruthless
picture of the role of the social partners and a useful indication
of the inberventiol priorities and of trends in research and
experimentation in this field. Both the diagnosis and the quest for
solutions prospected proved to be in line with our hypothesis; but
the survey permitted ...ab to avoid indulging simply in the discussion
of our own judgement and proposals ( thus avoiding tae risks of
personal and "external" judgement and the risk of excessive caution)
and allowed us to make use of the concepts andwwordsmof tae social
partners tnemselves to discuss the difficulties and the prospects.

Tne report closes (chaoter 5) with a s7nthesisof the principal
results and indications for further research: the conclusions reached,
in fact, must be considered as interlocutory and a first atep.towards
more detailed inquiries which, following a s..)ecific method, snould
identify the positions of individual workers and of single,
companies.

We are grateft.1 to all those who offered us their advicetinformation
and documentation, thus helping IA to carry out our research, in
particular the representatives of the Ministry for Labour and the

15
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social partners, the participants at the seminars of October

1986 and February 1987, during which we presented and discussed

the preliminary findings of the research; the Ministry for

Labour and the Presidency of the Council of Ministers for having

backed and a:ted as host to the seminars and the work

meetings; to Xay ^thy for skillfully translating the

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

out of Continental culture , and finally, Mrs. Pia Cardillo

without whose pat:Lent and expert secretarial work this report

might never have seen the light.

P.G.

for the work group.
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CHAITER 1

The analytical frame of reference

17



2

1.1 The premises and the luestions

Recently, in Italy and in the rest of Europe, one notices

a renewal of interest in the way training systems function, both

in terms of political and cultural discussion and of conflict

between the social partners regarding the questions of control,

running and financing of training processes.

'These aspects of consent and conflict, of dialogme and

confrontation among the social partners on the matter of vocational

training have not received sufficiently exhaustive treatment by

researchers and writers. What is wanting in particular is a

systematic approach to the study of the relationship between

the evolution of the training system and the transformation of the

industrial-relations system. In fact, there has been no complete

analysis of how the different forms of supply and the characteries-

tics of training programmes are related. there has been no study

either of how tney interact with tne demands of the social

and production system and the objectives and strategies of the

subjects of the system itsel; and how the structuring and the

organization of the training processes determine and are determined

by the structuring /segmentation of the labour market. That,nowever9

relations .)etween the social categories ald tae institutional

parties must enter into the structuring of tne vocat:)aal

system may appear'obvious if we consider two fundamental function;

of vocational taining:

1) on the one hand the 7:quisition,transmission and c'avelopment

of knowledge and labour slcills;

2) on the otaer the definition of the positipn of the various

partners within the employment set-uptwithil the labour market

and the social system.

18
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1,1e 12111'ilynothesis of the research wiehes to est.)bli:n a
specific and precise corrispendence between relations betweenthe social partners and trainiri processes. We hold that the
correspondence between the different phases in tai evolution
of the vocational training system and the history of industrial
relations is no mere by-product of a vague and general

homeostatic
interdependence between the social and productive systems, but thatit stems from a historically specific relstionship between the
crisis of industrial relations and the crisis of professional
training, and that, .tnerefore, it is of vital importance in order tore- establish conditions of functionality and consent withjm the
social and productive system.

Tne subject , therefore, of the research is the role playedby the social partners in vocational training, and the chances
that this role undergoes in relation to the transformation of the
system and of the real processes of training; but also the role
( in the

strategic-functional sense) played by vocational trainingwithin the framework of interaction conflict and collaboration)between tne social partners. Thereforelthe historical dimensionand the attempt to define plausibly the different phases in the
historical evolution of the role of the partners in vocational
traininglassume primary importance.

1.2 The reference models

Let us take as our point of departure, for tne sake of
comparison, an attempt at creating a taxonomy of possible and
credible models of training systems drawn up on the basis of therole played by the social partners ( see Garonna-Ryan):
1) the selective exclusion of the young or the waiting-line model,aimed at preventing competition with and substitution of employed

19
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4.

adults. 2hit model implies job security for tae employed and

prevllenoe of training outside the firms ("parkiag"). :rain . within

the firms, when not on-the -job, is limited to retraiaing of

adult workers to suit the runnings of tne internal market or aimed

at the absorption of redundant workers laid off on account of

restructuring. In this mode' tne direct involvement of the social

partners in the trainia.3 processes is generally low, out involvement,

mediated by the institutions may be high.

2) The model of regulated and "subordinate" inclusion both of

young and adult workers coming from the external market througa a

structured training system outside of enterprise a.id in close

connection wtth the educational system. This system is compatible

with a regulated but significant turnover on the external labour

market and with internal, but not rigidly closed markets.

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

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

the marGinalization of training, the costs of and the responsability

for which are placed upon the shoulders of the single workers.

By definition this model excludes any kind of involvement by the

social partners.

The first model, in order to function effectively requires ( at least

two important basic conditions:

1) first of all a continuous growth of employment in a context of

ample supply of labour.

This was the case, for example, of the Italian economy of the second

post-war period. Wnen this growth oeases,the voluntary turnover

tends to become rigid and the guarantee of job security becomes

20
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binding, taus creating conditionl, of riidity and the block of
the outflow towards tne external market, This makes all sectorial
shift of labour and any kind of industrial reconversio,1 difficult.-

2) The second condition is of a micro-economic nature and concerns
a stron3ly internalised organization of the labour markets with

a Tayloristic structuring of the production processes and fragmentatio:

of tasks,standardising aril deskilling of the job coateat. The need
to make production modules flexible and skills multifunctional

causes the need to open up the external market and/or retrain staff.

This creates a crisis withia seniority patterns,within automatic

career advancement mechanisms and job security systems : all

necessary to the working of the model.

The second model,on the other hand, allows for some

forms of employment and unemployment sharing. The consensual

and.co-managed use of in-firm training allows for a better

regulation of labour inflows and outf:_;ws and of mobility on

the external market. This model, therefore, has shown itself

better able to support the pressures caused by economic crisis
and by intensive technological change, even if it becomes difficult

to apply in the case of acute unemployment. It is particularily

suited to labour markets of the "occupational" type, that is

markets based upon systems of classification and organization

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

The third model is more abstract and ideological; even

where it has been pr)moted and preached by Governments in office
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it nls not been very aplied.

eaa tnree scae:Aeo of inter?retv:i)n hava no claim

to realisl, even if - oily by way of illustration- we

associate taF, f'.rst with tne 3rerion a.ld Italian e::perience,

the second with ,Iermanyi.Sweden aad Austria, the taird with

the Uaited States and Great Britain . The tendency that s3ems

to emerge, accordinG to us, in the chief iadustrialised countries

is the "-ailuti)n" tne "enrichment" of the basic model of

vocational training and tast one notes also some iateresting

hypotheses cf convergence. For example, in France and Italy,

where tae selective exclusion model prevails, tnere have been,

recently, interesting sins of a possible evolution towards

"inclusion" accompanied by a significant strengthening of the

negotiations role of t'ne partners. This is the case, for example,

of the reduction of apprentice salaries stipulated in a number of

collective contracts in the artisan sector. This aoints to

an interest (In tne part the trade unions in re-evaluating

and re-regulating apprenticeship, up to now considered as a

mechanism of mere employer exploitation. This is also the case

with tne hypotheses of regulation, by means of "silent consent"

on tne part of tne social partners, of traini-,g programmes in "con-

tratti di formazione-lavorou or C.F.L. ( that is traininz-

employment contracts).
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1.3 The diachronic dimension of the traini1-7. svztem in Italz

In tne system of coordinates that we are creating to the
cross-section classification,we add am attempt at analysising

the system's historical dimension in order to distin:uish different
phases is the interaction between the background, technolo;ical-
organization trends, industrial-relations events and the training
system.

In the scheme on page 12 we have indicated three historical
phases which correspond with different economic and technological
scenarios, applicable to many of tne industrialised countries.

The interaction, on the other hand, between matters of

industrial rela't'ions and the evolution of the trainin system

presents aspects of a very specific nature connected with the

historical orisins, the culture and tne institutions of vocational

training and of the social partners in Italy.

During the first phase,, which coincides roughly with the
fifties, a particular dual system of vocational training with different
types of involvement of tne social partners, emerges. On the one
hand ...ichools and Centres for vocational training arise as a
result of initiatives and contract agreements that involve at

local level large enterprises and industrial groups and professional

organizations. There was a tendency to externalise and structuralise
the training process without,however, delegating it to the public
sector, thus leaving to the social partners all the responsability
and 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 system, aimed at basic education or re- education,tailored
above all for the "parking" and selection of the unemployed and
at lessening social tension, emerged.

23



Over the years we witness an increase in importance

of the public system and a Growing interest on tnF part of the

social partners in taking active part in the training process

through mediation and control of the public structures.

The latest emblematic act in this slow and long process of

transition from a prevalently direct type of participation

to a prevalently indirect typelmediated by the institutions,

may be considered the closing by the CGIL (Trade Union Confederat-

ion) of its training institution; an example not foli,:,wid by the

other two main unions. At the same time specific tra:nng tends

to become internalised with the consequent loss of role by the

trade unionsIgiven the organization difficulties encountered at

firm level.

In the sixties the consolidation and extension of mass

production. and Tayloristic organization of labour, out-of-firm

( or in-firm theoretical)training loses its importance; apprPm-

ticeship is looked upon with suspicion by the unions due to

risks of substitution/competition endabgering adult workers'

jobs.

The involvement of the social partners becomes more

antagonistic in connectiol with both in-factory ( ao:)rentice-

ship ) and puolic-system training. The fundamental points

in the social partners' strategies are the following:

1) the unions seek ( and obtain) a bindin regulation ( by

legislation and collective contracts) concerning above all

apprenticeship and the protea ion of the rights of student-

workers (poicy of "ric7;idity");

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

benefit or a right for workers. Therefore it becomes grounds for

24
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bargaining antagonism as a protection device and a fria;ze benefit.
Not tnat the aspects of investment in human capital are :=:noredi
but these are considered as being a mere "externality", in that
they can not be appropriated by the single enterprises. These
tendltherefore,( in the logic of free riding) to mak.i the cost
fall upon the shoulders of the public system as far as trade union
pressure will allow. Phis change in outlook can be justified besides
by changes in technolozy and in the organization of production,
by the trade-union strategies which permit the emergence of the
implicit agreement or compromise pattern

4

during trose years. The
union thereby abandons control of the internal markets, of skills
and occupations within the :production processes in order to
concentrate upon a"political" reunification of the labour market
( through the so-called "operaio-massa" or unskilled labour) and
the recentralization of the industrial- relations system.

At the basis of theses strategies lie trade union unity
and a model of "political tradeunionism" ( see Garoana-2isa4A,1986)
which have come to the fore over the past few years. Training within
his framework changes ffom being a professionalising and socialising

mechanism to becoming en instrument for tne human and cultural
betterment and for improvement of the "political awareness" of
the workers ( see the so-called 150-hour experience).*

The abandoning of apprenticeship,seen as an aatdated*instrument
and as a means of exploiting workers, is emblematic of the union's
tendency to renounce control and collective management of skills.
The abandoning of control over available jobs and the application
* Following the right to study principle recognised by the "Worker's
Statute" of 1970,- collective contracts established a total yearly
amount of paid leave for study purposes Let at 150 hours.
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of the rat.-for-the-job criterion ( see "inquadramento unico"

and "ugualitarismo" *), were justified by the opportunities

of job enrichment and task-rotation that are potentially present

in this strategy, even if in practice deskilling )revailed.

However this strategy was widely used in negotiations to iacrease

pay at lower levels and flatten differentials by means of autom-

atic advancements that did not modify job content.

These changes did not occur without difficulty and contra-

dictions. It is worthwhile pointing out, by way of example, the

fact that the blocking of turnover caused the aging of .the;

labour force and a tendency for in-firm ( or continuing ) training,

just at the moment when the institutional system tended to shift

training processes outside of the firm and reduce enterprise train-

ing to mere on-the-job coaching.
vialMorlUmalon

Finally, the role of the social partners and of collective

bargaining in vocational training has been conditioned by the func-

tions performed by the training system in obtaining, maintaining

and managing consent. This was required in order to sustain the

complex agreement or social compromise which has been the basis

of the "flexibility" of the institutional mechanisms and of the

labour 4arket. With a view to this, the contribution of the social

partners has been determined in relation with the function of

"flexibility" of the labour marketieven if it is necessary to

underline the fact that the model of flexibility that hpc

developed in recent years is specific to the Italian socio-

institutional situation ( see Garonna-?is lni 1986). With regard

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

** The first term indicated the classification mechanism introduced

in the 1973 contracts whereby wage-earners and salaried employees

were all placed within tne same hierarchical scale of skill and pay
The second refers to the Union's strategy of reducing pay differ.

ential.
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effective transmission of knowledGe and skills and the

orsanization of social stratification, tne role of the social

partners has shown itself , in the lon4runs to be limited

is its impact.
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SCHEME

The phases of social, economic and techLologioal evolution

in relation to whanges in the role of the social partners in training

Phased

Phase one

The fifties

Phase two

The sixtile and

early sweeties

Phase three

the late save

ties anti.the

eighties

Econamtc scenario

reconstruction end

industrialisation,

economic miracle"

and the development

of mass production

opening up to intro.

European and worldwide

COMMOVIO

economic crisis and

stagnation, mternal

constraint and

fiscal crisis.

Technological chang4

- development of industrial

skills and of new jobs

massive territorial, inter.

seotorial and social

mobility,

P. 12

Industrial relations.'

Development and widespread of

pluralist and complex 'industrial

relations,

Tayloristic organization

of work, with deskilling - explosion of conflict and institutional

and task division innovation

( operaio maws)

- flexible specializations

and productive

decentralization

- new technologies,

restructuring and labour

shakeout.

- attamplts at recentralising and creating politicel
:unity within the industrial relations

system.

- loss of Amity within the trade unions and cris-

is of the "political tradeunion"

model

decentralized initiatives and agreements

and new industrial relations.
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1.4 Development ant !iffi.culties Df ';ri-)1rtite s.zoncert:itt.on

the traininfT system.

Durint3 tne seventies, v,rallelly to the process of recentralizatibn
of the industrial-relations system,a training system inspired by the

tri-partite concertation model developed. its basic chlracteristics

may be scftematically listed as follow::

1) treiliag by the firm loses importance and with it participation

by tne social ,,artners in training processes within the firm dimin-

ishes. :%t the same time interest and participation in institutional

training,especially in planning and centralised control of the

training network, increases symmetrically;

napprenticeship loses weight both quantatively and qualitatively as a

privileged cnannel of entry into tne productive system for the

young. this result is due abo2e all to the limitations laid down

by the law and collective bar7aining ( even if apprenticeship is

still Important in the submerged econol. and in illegal forms of

recruiting);

3) the eatry of the young into tne industrial system is governed

institutionally on monopoly principles by lis1-order hiring within

an obsolete framework of occupational classification and administrative

mechanisms, and often riot applied;

4) trAniaG processes fall for the most part under the control of and

become the responsability of the public sector, as taey are consider-

ed an institutional mechanism for the management and operation of the

external labour market. In tais co :itext the principles upon which

the definition of the role of the social partners in the training

sys is based, are fundamentally three:

30



1) "deregulation" of the processes of acquisition and transmission

of skills withil the ;)roductioa process. T:le explicit and

rules system that ;ovaras trailing withia tae :,roductive process, f:om

a?,)renticeship to oa-the-ob conchiag, to tae firm's school, either

disc) )ear or are weakeaed. This in ?art answers the heed for differ-

enti-tion of skills due to the intesration of the .1d.ustrial structure

and to decentralisation Bu: above all it reflects tae strate:ies

of tae social 2artners th..it lead to a "legislating re_Talltion"

of the production process, tzar is entrusti:g tai law with tae task

of defiaing and protecting tae workers' rights within the 7ro'uction

process ( the ';orker's Statute) in tae form of positive risats for

the single worker,thus displacing collective forms of regulation

and control. Rights are also reco:aised to the workers' orc.anizations

on the basis of a representation claim, but not to the or7anization

of the workers which is left very much to the definition of itself

and at the mercy of the power struggle within the political-tradeunion

area

To this impoverishment of the content of participation, detezmiaed

by delegation to the politico-juridical system correspondsoowever,

a new and important role of the politically more influential trade

union organizations. These organizations began acting as a lobbying force

over 2arliament to promote legislation and as a controlling pressure-

group considerable social weight ( although not always able to

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

of the actual training processes was achieved by politicizing and re-

centralizing collective bargaining by ueans of "levelling" policies which

flattened salary differentials (ugualitarismo ), by "inquadramento unico"
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scaemes, by frequent recourse to automatic devices sucn as the

"slidi:ig scale", list-order hiring etc..

2) Training represents an increasin7ly more importalt 3s;)ect

of public subsidies and social assistance to the unemployed. :n

fact, in the period immediately after the war the trui :iin system

began to be considered an intral part of unemployment rec;u13tion

rather that of employment regulation . It developed (in 1949) almost
within the same context as tae new regulation of the Cassa Iatetzrazione

Guadagni,(C.I.G.) that is the Wages Subtidy Fund, and the employment
exchange system. In this social protection system, where no unemployment
benefit existed nor was desired. ( as in other countries), where

the overAriding interest was that of guaranteeing the employment.of

the adult male head of the family, the social welfare system was

based upon a system of .age Subsidiet in defence of employment

security and the setting up and utilization of a network of training

centres ( public, private and semi-public) as centres of-alleviation

of social stress and of regulating the entry queues. Naturally, the soc-

ial and political forces ( from tae reli,ious institutions to the

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

i% the management of this institutional network,seen as .?laces

for "parking" and educating younz people vocationally. Investment

in human capital was considered tne almost exclusive prepogative
of the workers, a sort of fringe benefit, the cost of which was

charged in part to the firms. Training was Above all a matter of

"individual rights", an extention of basic education and a
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specialization in cultural °socialization" and in political
education ( one recalls a:;ain tae 150-hours exoerience).

Traini: was, therefore, rooted more in the ....irket than in

enterprise, in the provision of culture to the people than in
the objective reality of the processes. Even when the single
(large) fir-.3s developed their own training centres, the participation
of the persons involved did not concern so much the transmission
of technical skills required t make the production processes work
or change, but concerned more tne relationship with the external

market,socialization and learning the "culture" of the enterprise.

3) The :torsanistic" a»roach of the social partners . iluralism
is one of the fundamental characteristics of the Italian

industrial-relations system. This is not so much ( (Y, solely) because
different trade unions represent different .segments of the labour
force, but because different trade unions represent tne same
sector of occupation and skill.

Membership of a trade-union organization depends, in fact,

upon snaring a certain political outlook or ideal regarding the

transformation of society, and anyhow does not depend upon
shared professional interests. In tae seventies tae divisions

and conflicts -that represent the .pendent of pluralism were

considered as a sign of the weakening of the bargaining power
of the workers. The unification and strengthenin of tradeunionism
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in tne seventies was based upon a process of politicization

and receatralization of industrial relations, which made

use of the pailosophies both of Christian solidprity and

of Socialist classism. In this context, the selective nature
of specific vocational training, especially when carried out

within tne firm, was seen as a possible obstacle to effective in-
volvement of the social partners. In fact, it implied the risk

of "dividing" the workers on thebasis of jobs and skills.

Therefore, the participation was limited to pre-employment

and basic trainiig, to the planning and the control of the

training system outside the firm.

1.5 The contemporary crisis of the trainia7 system and of the,

industial-relatians system.

In tle seventies both systems entered a pnase ;:f deep

change characterised by timing and modalities such as to

suggest important poi its of interconnection. With the loss of

political unity by the trade uaions and the weakening r)f the

thrust towards tri-partite planning, tlie participation of tha

social partners tends to reach out towards new aspects if training

and towards a more direct say in the processes. These treads

emerged after the model of trainins design reacned the apex of

its a)plicatioa thus silowiag up fully its weakenesses and the

si:;ns of its decline. This took -lace in the second half of the

seventiesiputicularily during the period of the "national:Solidaiity"
Governments. The principal attempts at reform intervention in

connection with vocational training in this period may be reGarded as
emblematic of these weaknesses:

34



13

1) Attempts at reforming the public llooar a::cnaJge system move

ia direction 3f "tri-2artite m:,nagemeat" of tne 1-,bour market

flowsidivided into different pnases : information, activl intermediation.

legislative and bnrplainiag regulation of mobility an..i re-employment

of redundant workers. Evel if some of these mechanisms have

survived and have been institutionalized by law in the ei7aties

( see chapter below),the prevailing logic has subsequeatly

taken the opposite direction towards fle:d.bility and "de-

legification" to allow room for bargaining, especially at local

level, and in connection with specific problems (company reorP:anization

courses, a3)renticeship etc...)

2) Legislation over the 1977-78 period in favour of youth employ-

ment established a new form of entry into the labour market:

the "work trainin3 contrp.ct"' or C.F.L. . this instrument in its

original formulation corresponded with the tri-partite concertation

model and foresaw joint Regional Commissions for the planning,

orientation and control of training processes. The results have

been unanimously judged as disappointing with regard to the

level of usage and efficacy on the youth labour market ( see 3.

ilruno and aaronna 1936). The complicated and ambitious

admin strative machine foreseen by the law for ;he "thorough"

m(Anament of labour market currents, including training processes,
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involving the social parta,2rs, the local author: ties all the

central state bodiesInever oeca'ne effective, nor did they )roduce

no.',:eorthy results, although it survived in oar: after l'r?.

The political agreement o:1 inc,Jmes of 1933, tfte first (ana last)

macro-economic tri-partite centralised and complete agre,:ment,

contained vary few provisions regwdiaL trainiaT, These f.aw,ho.,:aver,

are indicative of the changes takia; pl9ce: in fact, the aoreement

marks, from a formal Point of view, the maximum point of central-

ization and political involvement ever reached by the tradeuaion

confedertions and the employers' organizations, and is from this

point of view the formal materialization of the tri-partite

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

intervention philosophy moved decidedly away from that model

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

the re-regulation for example of the labour training contracts

(C.F.L.) is inspired by a flexibilizatioa logic and opens up the

way for the legal provisions of 1983-1984 and the 1986 agreements

on training and labour, which will make the "contratti formazione

lavoro" one of the principal new gateways to employment.

Durinp; tne eighties, parallelly to the diff'icglties that

the mechanisms for the organization of consent encountered an,: the

deep changes withil the industrial-relations systemithere emerges a

tendency to recover the role of tne social partners in training

processes in the real sense, that is within the processes of

effective transmission of know-how and skillstalso in connection

with what is required by industrial restructuring and techholo7ica1

change. This is the sisnLficance of the transition phase that the
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role of tne social )urtaers is g)ing tArlugh in the eighties,

whereialonEside the (difficult) reform of tne up.blic" system,there

are suns (from below) of initiatives and innovatory aEreements

among tne social partners.

The present Report aims at uaderliniag the new trends in this

transitional phase.
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Chapter 2

New trends in artici ation n the trainin: rocess
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2.1 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 behaviour 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 pt the social partners have obtained

significant confirmation over the past yearlespecially during

bargaining at various levels ( national, regional, local and

firm) in the form of new mechanisms of information, consultation

and management which regard both employment policies in

general and vocational training and retraining in particular.

Considering the variety of the collective bargaining

levels and the different channels of participation open to

the social partners in Italy, lie have thought it opportune to

consider:

tradeunion agreements concerning C.F.L. and apprenticeship;

those parteof recent national collective contracts concerning

problems of vocational training;

Prototols concerning industrial relations in enterprises based

prevalently on state capital;
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- agreements of some important companies regarding restructuring
processes and subsequent training and retraining planse

- a number of projects and experiences of joint management of
the problems of employment and vocational training at local
level;

- the tradeunion
agreement with the public sector enterprise

organization (Intersind) concerning school and vocational
orientation and work/training integration, as well as
the experiences in this field conducted by local employers'
organizations in collaboration with university and professional
institutes;

the role of some important training institutes cr.ated
by a number of large companies.

\
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2.2 The agree -mite regarding C.F.L.

In recent years the intervention of the social partners

in the training processospecially with regard to low and

mid-to-low manual skills, has been concerned above 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 concerning at least a number of aspects

such as the approval of projects by the administrative organs,

recruiting practices (hiring by amployers' selectionleocial

contribution relief etc...

- 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 regard to the first point the predecessors of the

C.F.L. 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 o:

the 22nd. January 1983. The new regulation of C.F.L., made

effective by law in 1984, had been foreseen by the Protocol

of the 14th February 1984 between the Government, the trade

unions and the employers.
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The intervention of the social partners was achieved
not only through the general tri-lateral agreements mentioned
above and concerning incomes and employment policies, but also
by means of participation in the definition of the specific
legal norms.

As far as the second point is concerned ( that is the
point concerning tradeunion agreements subsequent to the
legal regulations) the intervention of the social partners has
played a fundamental role not only in the accelleration, and some-
times the de-regulation, 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 room for participation by the social,

partners (Table 1) in particular in defining the outline of
training and labour projects which are an integral part of the
agreements and in which must be indicated:

- the number of hours to be dedicated to active training which
milt not be less than a certain total;

- the training modalities; hours dedicated to technical/practical
and to theoretical training;

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

- the persons chosen to carry out the technical/practical training
and to supervise practical application, as well as to teach
any theory required;
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- the company centre or the vocational training centre where

the training programme or part of it is to be carried out, pointing

out whether the company, individually or in collaboration with

other enterprises, has stipulated an agreement 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 enterprises belonging

to the stipulatig organizational:8 condition enough to obtain

their approval" by the regional employment commissions, at

least as tar as the commission members belonging to the tradeunion

and employers' organizations are concerned.

In'those cases where O.P.D. relations are converted into a

regular working relationship, the worker must be utilised in act-

ivities corrisponding with his training, and the training period

converted into career seniority within the company. In the case

that the C.P.L. is not converted 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, so as to facilitate him in finding a job.

These national agreements incentiyated 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 strong increase tin 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 O.F.L.

in 1985 and in 1986 ( see Table n, 1). On tile basis of the data
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regarding the projects presented, the figures increased from
64,500 to almost 100,000, while the workers employed over the
twoyear 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 tke second semester
as compared with the first, following the stipulation of
the tradeunion agreements (Table 1).

As fax as the distribution of the workers over the

different sectors is eoncern'd, over 61% were absorbed by
industrial enterprise and the rest almost entirly by the

services, above all by smallscale companies ( 72% in concerns with
up t'o 49 employees, about 19% is firms with from 50 to 249,
and the remaining 9% in the medium to large companies).

As far'as the schooling of those employed is concerned,
it emerges that 63% of those employed had only compulsory

schocIing, over 35% finished high school, while only 2% had

a univeristy or thirdlevel degree. This is due to the type of
training offered, which is prevalently of the bluecollar
type ( 74.5%) while less than 35.5% is of the whitecollar
kind.

The introduction of the C.F.L. with wage and social contrib
ution reliefs similar to those of the apprentices, has caused
a contraction, even If limited,ot tbts latter type of contract.
(Table 2)

For both C.F.L. and apprenticeship, questions concerning
the improvement of skill levels both with regard to the persons
interested and the training processes, have been posed.
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The tendency towrds contraction within apprenticeship

has been more marked in non-artisan than in artisan companies.

This difference is due, most probably, to the substitution

within the first type of firm of apprentice contracts by

C.F.L. and to the relaunching of apprenticeship within the

artisan sector, achieved through the 1983 tradeunion agreement

and subsequent national contract. 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 Miistry for Labour were available

(Table 3). According to tradeunion sources, in 1986 the artisan

sector absorbed about 20,000 young apprentices.

A new general agreement between the Artisans' Confederations

and the OGILm4ISL-LE1a contains specific clauses concerning both

C.F.L. and apprenticship, where the first will be'. used. 'tor

people over twenty, while the second will regard lower skills.

To conclude, one notes in the first phase a prevalence

of the employment over the training objective in C.F.L..

This is shown also by the level of the skills aimed at

by many projects 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,

is QUADEMI DI RASSEGNA SIND(CALE n. 116,Sept. Oct. 1985.
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such as the law for the development and promition of

youth enterprise in the South, the law for the upkeep
and safeguard of cultural and artistic property and that

concerning extraordinary measures for training and

employing especially in those areas and those categories of

unemployment considered as being at greater disadvantage.

To these shortcomings in the training content can be

added difficulties created by the type of Pnterprise taking
advantage of the 0.1P.L.: that is, prevalently small-scale

firms.Another difficulty is created by the inability of

those regions involved to set up real training programmes (2).

We must, at the same time, underline the most inter

eating qualitative aspects of the projects that have been

presented over the last few years. They are connected both
with the level of skill required 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 C.F.L. of the Turin Industrial Employers' Association and
a series of projects elaborated above all by the Northern

regions (Lombardy, Liguria,Veneto and Emilia) involving not only

industrial enterprise but also modern-type tertiary concerns

(barking,insuraace,finance etc.).

(2)SeeISFOL Report 1986 pp. 160-161.
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The improvement of the C.F.L. experience with regard to

training objectives has come about not only due to initiatives

at negotiations level but also au to a more mature awareness

by the social partners of the role of training and of training

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

(3) See the Contindustrials seminars on vocational training and

education as well as the most recent documents published by

the tradeunion organizations, and the experiences of a. number

of public experiences.



TABLE 1
GIMIIIIINZIWOOMMOISO

AGREEMENTS

31

REGARDING CFL

Public-sector metal and
mechanical firms
(National Contract:
24th.Jan. 1987)

Promotion of greater use
of CFL in implementing:

-amplification of proced-
urea for approval of
projects:

- extention to CPL of coll-
ective contract norms;

- introduction of "salario
d'ingresso" and wage
discounts for the newly.
hired.

etablishment af a
minimum numoer oI hours
of theoretical- practical
training;

-obligation to take on
the youths trained, in
case of employment, in
activities corrisponding
tJ those trained for,

Tourism (hotels,
restaurants etc.)

17thaune 1986.

Confindustria agree-
ment of the 7th.Nov.
1985.

Undertaking to pro- Obligation for the
mote CFL: firms to present

projects following
- to guarantee acquis-a pre-established
ition of targetted scheme;
skills;

Acceleration of the
- to participate with procedures for the
the regions in examination and appro.
defining the guide- val of projects by
lines, programmes the Regional Employ..
and the training meat Commission;
structures;

Zxtention ,60% CFL
- simplify the proced- of the norms contained
urea for approval of in collective contr..training projects; Lets;

- to define pay and
normative contents.

Establishment of the
maximum duration
of the trial period;

"Entrance Salary";

The duration and the
modalities of the
training activities
muot corrispond with
the levels of skill
required, and the
training must not be
lees than those
established in the
abovementioned scheme;

People hired followini
CFL must be given
tasks corrisponding
with training.

nt 1 4

Note: CONFININDUSTRIA:
Association of Private
Industry Employers:
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cis
Confapi ( small and medium-eized

industrial firms) contract;
7th. Nov. 1985

The training project must
indicate the vocational tier
and the trainees position in
the employisint structure
before and after On;

The contract shall have a dur-
ation of no more than 24
months and shall corriepond
with effective training

requirements;

The firm shall guarantee
adequate theoretical and
practical training under
the guidance of specialised
staff;

The theoretical training may
be carried out by taking part
in' the courses held by the
regional contr.s in connection
with the programmes in which
the social partners shall
have a say;

At the conclusion of the
contract the firm shall issue
a certificate to be recognised
by the employment offices;

The norms of the gradeunion
agreements and contracts
shall be applied, except for
some pay conditions.

Artisans ( regional and local
agreements)

Definition of the criteria and
the modalities for the stipulation
of CEA:

- the projects will be examined
and endorsed by a Joint Technical
Commission;

- the minimum and maxiumum duration
of the contracts has been set
down on the basis of the skill
levels required fOr the tasks
to be performed;

- the training activity must not occ
py less than 20% of the total
training time;

-A copy of the project must be
given to the trainee himself.



Table 1 : Young people hired on O.F.L.

Periods

I

Overall
. 15 -

total
?

11pha 1/2/1983 I 4

I 162.442 130.3581CD 31/1/'84

(art.8 L.79/83)

n total

1/1/'65

I.. 31/12/'85 1 106.434 14.174

llotu total 13.07

1

13) 1*..m 1/1/'861

r%, 31/12/436' 236.930 32.079

10.69

en. total

Notess

13,54

Workers employed

Age groups

18 I 19- 24 I 25 29

N r I

1

31.955131.0751 22.357

1

1

19.68119.13 13.76

19.563110.975

1

12,04
1

6,75
1

1

8494

7.461 5.61

1

1

1

1

1

6.083

100.829148.814

62,06 42,40

74.2871 44.014

641.51

159.349

67,26

40,59

N F

education

Oompul
sort'
schoo

30.273

27.92

19.973 12.971

16,42 11,96

45.502

19,20

8.718

5,37

7.002

6,46

128.554
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I Sectors of the economy Firm sizes

Agri- Industry Serviced Fromaroml
culture

1 50 I 2501
I I

I

l Up to 2:c4 :;9!
14-3 49 . :.

aiv

I

1

79.14 20.361
1

0.50

1 I

67.7051 36.9611 1.768

I

b-e 4-c.b-c
8181 4.3021 2751101.445114.322 29.0321 13.0661 117.549

1

62,44
1

35,93 11,63 0,31

2.65

328

1

I

148.987163.484
1

1

4.459

162,86 135.23

1) "Pemporary contracts with training aims". These contracts did notrequire projects to be approved ofby the Regional EmploymentCommissions nor offered "entrance salaries" nor fiscal relief.

2) Training contracts according to art. 3 of Law 863/84. These contractsrequired approval of projects, no entrance salary, but providedfor fiscal relief.

3) OFL according to art. 3 of the above law and to a number oftradeunion
agreements. This type offered accellerated procedures for
projects approved by the T.U.,an entrance salary and fiscal relief.

Source: Adapted from data provided by the Ministry for Labour.
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1

0,17

130

0.12

62.45

52.018

47,98

0.02

13.726

12,66

17.87

18.200

16.79

8,04

23.962

22.14

821 1268 111.4431 33.9071 41.228149.263

0,34 0.11 47.04 14,31 i 17,40 120 80

b-c means blue collar

72.36

w-c means white collar

76.102

70,18

170.528

71,97

33.1991 6.0511 5.64.1'

1

20,44 1 3,72 3,48

1

1

21.490 5.249 5.506'

19,83 4.04 5.08 '

44.089 12.253 10.060 1
1

18A60 548'4.25
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Tab. 2 APPRENTICES EMPLOYED ON 31st. August

over the last years

years Number of apprentices

54

Differsuces compared with the previous years

employed
in numbers in percentages

1981 711.680 - 26.505 - 3,59

1982 687.251 - 24.437 - 3,43

1983 599.163 - 88.058 - 12,01

1984 554.451 - 44.732 7,47

1985 545.052 - 9.399 1:1

Territorial distribution of apprentices on the
31st. August 1985

Apprentices
employed in
the artisan
sector

MEN WOMEN

Northern Italy

Central Italy

Southern Italy

Insular Italy

TOTAL

1

TOTAL

Apprentices in the
non-artisan
industries

MEN, WOMEN

135.916 1 73.303 1 209.219

49.305 1 25.275 1 74.500

44.800 1 20.661 1 65.469

11.872 1 3.117 1 14.909

241.901
1

56.873
1

45.328

20.526 I 14.440

20.835 1 14.729

5.000 1 3.004

122.356 1 364.257 103.334 1 77.461

Source: General report on the economic situation of
Italy 1985

TOTAL I

1 102.201
1

1
35.026 I

I 35.664
1

I 8.004
I

1 100.795 1

Apprentices
employed in
all firms % on industria:

TOTAL employees.MEN WOMEN

192.709 1 110.631

69.931 1 39.675

65.543 1 35.390

1516.11/2.
1 6.121

345.235
1 199.017

1 311.420

1 109.606

1 101.033

1 22.993

1 545.052

9,00

10,82

0,70

53
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APPRENTICES EMPLOYED BY ARTISAN FIRMS

BRANCHES OF THE
ECONOMY

an41041M1M1140111,

Wining.....
Manufacturing...

Foodstuffs...
Tobacco
Skin and leat
Textiles
ClothinWas
iffnishinfs

a

C

e

0041000 1000
F Wood.........
g Paper etc....

h ii;nlif...
i) Phototphono,

cinema...
j) metal work...
m) mechanical...
n) transforuati

non-metallic
(not qoalipetrO
o) Chemicals et
p) elastic rubb
q) various manta

tured goods

- Installations.

- Ele .7icititg
vat :product

and. stributi
-Transport etc.
(communication

-CommereefTouri

gankingffinance
various service

Overall total..

figures on the
31st Aug 84

A

140

(5.459
6.815

31
her .3.799

.1 2.374
0'

I. 0

0 II

0 0

. 114

1.125

1.366

1.368
5.4246.6

51.791

of
inerals

8

270

266.066

11.417
71

10.449
6.008

71.494
25.175
2 466

7.684

2.211
9.236

101.235

)I.. .2.893
040 1.845

706

Ca."1449

37.659

13,

e. 1,341

5.904
5.110

.(7:86t

57.748

2.026.

117 158

m..4.403 8.127

241 381
4, :0.043 31.036

190.403 366.683

Figures on the
31st. Aug. 65

A 8

1,93

2,13

1.58
1.73
2.75
2,13

0,07

72,79

3.11
0.02
2.35
1.604

194

126.434

7.126
14

3.305
2.380

239

266.06k:

11.323
3

10.091
6.943

3,32 19.50 25.327 74 56
1.71 6.37 14.714 '4.394
2.19 0,67 1,0:9

2.15 2.10 3,674 7.313

1.41 0.60 699 1.2661.70 2.52 5.272 9.175
1.95 27.61 51,365 98.100

2.04 1.61 2,936 5.5392.77 1.29 1.853 5.1432.02
2.03

0,39
1.91 3.862891 71.654338

1.53 13.75 36.382 54.710

1.51 0,53 1.000 1.566
1.35 0,04 130 170

1.50 2.22 5.132 8.587

1.58 0.10 141 373
1.35 8.18 20.232 33.055
1.93 100.00 189.345 364 321

1,49 0.08

2.10 72.93
1.66 3.21
2.110 0.01

2.59 1.90

2.32 20..35
1.69 6.32
2.21 0.63

2,00 Z.01

1.31 0.35
1,74 2..11
1.39 26.39

(.39 1.52
2.73

i:i8
1.41

2.10

1.50 15,00

1,37 0,43

1.31 0.05

1.61 2.35

2.58 0.10
1.63 9.06

1.92 (00.00

Source:Ministry for Lbaour data.

A: number of firms registered
B: number of apprentices
C: average n. of apprentices per firm
D: distribution of apprentices in percentages.
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2.3 Patterns nationa

labour contracts

The national labour contracts, which are the framework

of the bargaining system, have included in their renewal

negotiations significant novelties in connIction also with

training and retraining processes, as can be seen in Table 2

where a synthesis of the ten contracts covering the industrial

and services sectors is given, along with a number of contracts

regulating private and public enterprises and small to medium

firms.

Prom 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 nectars, such as the

banking sector, where tradeunion involvement found room

only at firm level. This has occurred nearly always within

the broader ambit of the information .and general consultation

mechanisms foreseen for the different levels ( national,regional

local and firm), regarding progruaies of development, of

technological innovation and employment relative to the sectors

and to the companies.

Such patterns of information and consultationtintroduced

into the national contracts towards the end of the seventies

on the basis of 3xperiences carried out previously by the

larger companies, have been noticeably modified on the basis

of the following criteria:

the search for a greater functionality and correspondence

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 contract', 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 -level training
regarded as essential for sectors with large-seale units such
as the chemical sector;

- the contribution of "Observatories" and data banks run
by joint committees and regarding, in particular, the

introduction of the new technologiesomployment 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 partners;

- new systems of definition and management of skill structures

with particular emphasis on the need for continuing and

recurring training, as well as retraining processes,

connected with the introduction of the new technologies and
with restructuring of enterprise, to otter valid support
to vocational mobility and the upgrading of skill levels;

- the setting up of training and retraining courses for those

workers interested is inter-enterprise mobility and who are

obliged to attend ttem so as not to lose their salary integration
benefits (C.I.G.);

-the definition for the first time, in application of law n 190/1985,
of a specific area for middle management ( the "cadres") with
specific information oa company programmes and adequate professional
training activities;

56
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- the constitution of joint oommissions at national and local

13v el for the research and promotion of positive action concerning man 1 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 organizations

in planning and management of the courses, only some of the na-

timal contracts have get up, or foreseen the setting up, of

training bodies and istitutes of a bilateral type.

As emerges from a number 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

ping .processes, have been operating fora tong 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 functions given to the joint body

(ENIPG), " following the request by 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 has witnessed.

deep and extensive technological change. The application of the

new contractolivich has given rise to interpretative controversies

Note (ENIPG) National Institute for the Vocational Education

in Printing.



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 introduction of the new telematic and, in a more

general way, eleetwmic technologies.

The new builders' contract 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 the vocational training programme to white-

collar and technical staff, so as to come to terms with the

new technological changes occurring and those foreseeable

making use of Jointly- managed schools for Builders and with

refresher and retraining courses paid for by the firms;

- increase if firm funding in those provinces where building

school_activities ate to be set up;

- the management bt the schools themselves of training hours for

apprentices and the increase in the time dedicated to basic

education;

- the improvement of the "right-to-study" principle ( the 150 hours)

and its utilization for training initiatives, for retraining and

professional refresher training rather than for basic education;

- the regulation of the C.F.L. so that training is managed by the

building schools themselves, that the CFL are aimed at qualifying

in medium-high level skills, and training young people between the

ages of 18 to 29, while apprenticeship is targetted towards those
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between 2e 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 on

the sector and having the intention it working in the building field.

This involves scholarships for work-study 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.

Alongside those sectors where there is a tradition of bilateral

management of training activities, one must mentiom those wnose

relative 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 prospe

cts, and implications for training).
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TABLE 2 41

Renewals of a number of national collective contracts 4

ISSUES
1

ASAP+ Chemicals

1. Information,

consulting and

participation

systems connec-

ted with employ-

ment and train.

ing.

`41MIPMWAIMNIMNII~M11.0.!

2
Chemicals: Private Sector

Setting up of inter-tAde.
union committees at
national, regional and/
or local level with the
task of acquiring infor-
mation about industridl
strategies, development
and technological
innovation projects
carried our with part-
icellar reference to:

-the South,
- emploment policies
-ecology,
It shall also have the
task of arriving at
specific firm action
involving the interests
of the tradeunion

1i:rations with
re to the effect efsu actions upon the
labour force and where
necessary identifying
the contents, timing
and modality of bargain-
ed agreements"7

The setting up of a
"National Observatory"
to analyse and evaluate
periodically, in joint
debates at sectorial
and territorial levels
the following topics:

- the labour market,
employmeut trends,

- technological renewal
-organization of work,
-employment safety
-ecolegy,
youth and female
employment,

-labour costs

with particular emphasis
on health,insurance
and social schemes.

;.1

+ ASAP: Association of
employers belonging
to the ENI group.
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issues

4.

FEDERMECCANICA COMP' (metal and
mechanical firms)

1. see
p 41.

The setting up of a data bank to
obtain information about:
new proceesem and technologies, to
assess new employment trends with
special reference to female employ-
ment in the South, to evaluate
new investment trends in the sector,
trends in labour costs cmpared with
other OECD countries, working-h9ur
trends,utilization of legislative
incentives for industrial renewal

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

' unions.

The databank's findings will be
discussed by the partners each year
in December and this discussion
may be followed by a public wprkshop
on the new technologies. The data
bank service shall have the task
of supplying information at sectorial,
territorial level. Information
will be provided annually by firms
having over 350 employees and by
those with over 200 1,z eaee of
technologiccl, production and organ.
isational changes of a certain
consistency,

+ Pedermeccanicat Association of
private employers
in the metal end
mechanical sector,

The settingnup of a
"System of Observatories
(national, regional,
Drovincialilmeetina on
average, once year*
during the first four.
month period of the
year to examine
-marketting,
-economics
. technology,

- employment issues,
- reconversion processes,
restructuring,

- decentralisation
etc..

Information will be
provided by the
companies with over
350 employees regarding:

. productton,
- employment.
- vocational trends,
- training programmes,
-illness and casualty,

decentralisation,
-etc.

It shall also be made
available by firms with
over 240 in cases of
considerable renewal
of technology in
production.



Issues

2. Careers

and the

position of

higher-level

white-collar

and "cadre"

employees.

43

1

ASAP Chemicals

The career structure fore-

sees eight levels with a
parwscale ration ranging
from 100 to 223.5.

The middle-managers are
classified at 7th and 8th

levels andlare granted
special allowances.

The cadres also have a
right to specific informat: a
ion about the firm and
periodical training courses
and to assistance specific
to their functions, the
possibility to use their
know-how outside of the
firm, with the due permiss-
ion of the firm itself,
and shall also have the
rightcto be represented on
the examination boards.

2

Private Chemicals

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

The middle managers are
placed at the 8th and 9th
levels.

They also have a right to
information about the firm
to assistance in accordance
with their specific functions
and, with the due permission
of the firm, to use their
know-how outside the firm

Their representatives shall
sit on the examination
boards.

The middle mo,n4gers shall
be entitled to periodical
training and special
allowances.



ISSUES
PEDEBMECCANICA CONPAPI

2 see p. 44 The career structure
foresees 7 levels with
a payscale from 100 to
200;

The middle.. managers
are placed at the 7th.
level and have a
right to a special
allowance.

They also have a right to
specific information
regarding the firm, to

ceep.ug
assiatrge inep ng wiza eir

professional functions,
to periodical paining,
and after having obtained
the due permission of the
firm , to publish certain
findings;

The agreement revises the
professional profiles
and occupational
features.

A. joint cammission 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 and
make proposals for
the integration of new
profiles which shall

accePted unanimously:

The career structures foresee
nine levels with a payscale
from 100 to 225.

The middle managers shall
be placed within the eighth and
nineth levels and be
granted a special allowance;

They shall have a right to
. .

inGurallg.e4,9oterage against
risks and death and for
thirdparty risk during the
performance of the tasks set
down by contract.

A special Joint Committee
for careers shall be set up
"with negotiations powers
aimed at realising a new
system of classificatioe
drawing up an overall
proposal for the sector
within the seventh month
before expiry of the
contract.
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Issues Public metal and mechanical
sector

1. see
P. 41.

The setting up of a Joint
Committee for the co-ordination

. of information procedures
concerning matters of technol..
ogical innovation, investments,
employment, vocational train.-
ing etc., already foreseen by
the.contract and by the
IRI,EFIM and MI protocols.

The information system fore-
sees annual joint examinationat firm level of:

the choices, the prospects,
research, developments prom
ATSMERSO for new industrial
setwupstextention of existingones, It shall analyse
problems of

employemnt,includm
ing "professional training
programmes with particular remference to the number ofworkers interested, the durat-ion of the courseshe place,

tthe contents, the technical..
professional targets to be
aimed at, the holding of
courses inside theifirm or inthe external training centres,as well as the intention of
availing of funds for the
programmes themselves, comingfrom outside the firm."

6

Tourist sector (hotels,agencies
etc.)

S

Periodical national and
regional level meetingsbetween the partners:
- to adopt

initiatives forthe promotion of an activelabour policy ,Aith specificreference to employment,
vocational upgrading
stability and continuity of
employment;

- definition with the Regionsof Corms of backing for thetraining activities.

Definition at #egional andSub- regional level of
agreements:

- for the planning and running
of professional training
and retraining courcesi

- for systems of control
over the Region's programmes;

goWinginfnpalfammes to

- for hiring through employerrequest in cases of
particular requirements
as an exception to the law;

.for the institution of bilater
al bodies for vocational
training,income support for
workers, other social
interventions.

The setting up of a Joint Commis.3.
gee

i ion :13
- to carry out studies of and
research into the classification
mechanisms in order to match
classification and skill.

- to examine new professional
profiles related to the introduct-ion of the new technologies,To Mr01109 aclditiQUS to theproresslonal prordles in connect-ion with technological innovation.
Definition of the "cadres" anda special regulation nt.1

64.
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8

Issues Wood and Furniture Textilos and clothing

1. see

above

The jO.nt observatorylalready
in operation since 1984,
ceases to be experimental.

The findings will be of a natio.
nal character and will be
gathered in a data bank care
of the Pederlegn0 (association
of Enployers for this sector).

The information system has been
extended to examination of
trends in the m-PloYemnt of
the young and women. A Joint
Commission for vocational
training with the task of
studying the application of the
new techr^logies and. possible
new orsaulAation of work, has
been set up.

Two Observatories have
been set up:

one to examine jointly the
short-term projects, every
six months, in collaboration
with the OCT Observatory for
the exchange of views;

- one for the study of the
evolution of technology

Every three years a structural
survey of each single productiv
subsector will be carried out.

- The partners undertake to
manage, by means of specific
confrontation, restructuring
processes with particular
attention to stall redundancy.'
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5 6

Issue Public metal and mechanical Tourismsector.

n 2
see above

The setting up of a Joint
Committee:

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

- To examine new professional
profiles related to the
introduction of the new
technologies.To propose
additions to the professional
profiles in connection with
technological innovation.

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

the right to general infor-
mation regading the firm

training action aimed at
maintaining and enriching
skill

flexible work ing hours
compatible with tech-
nical and production needs
civil and penal responsabil-
ity

patents

special task allowances

Issue n 3

Equal 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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4.8

7 8

WOOD AND FURNITURE TEXTILES AND CLOTHING

4.01.1..11111

A new qualification level of The setting up of a Joint
with the task of:super-specialization with high

professional requirementslhas
-drawing up a classificationbeen set up.
of the new competences and
those to undergo transformatiThe "function of the cadres has

been defined on the basis of
- to make proposals for thea national declaration.
changes to carry out

To facilitate access to work of within the careers scheme
wiring the next contract.persons over 29, having no

special skill, an eighteen-
Definition of the "cadres"month entrance salary of ten
category, of the relativepercent less than the minimum
norms, salaries, particularhas been foreseen by the
rights concerning informationcontracts.
and training.

Apprenticeship :

This is foreseen for "specialis-
ed" and "qualified" workers;

-specialised workers for a dura-
tion of three years with a
wage equal to 60% in the first
year, 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 to 85% in the second
year.

n 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 firm level
of the EEC and national
norms.
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ISSUE National contract for tne printing and publishing
sector (19th July 1986)

7ocational
education and
technological_ Innovation.

The undertaking by the parners to promote, increaseand strengthen vocational education for the youngwho intend training for and specializing inthe printing sector, and for updating and the furtherspecialization of those.already employed.

To this end the partners:

- shall study and follow the evolution of technologyand of production processes, of organization of workand of the market;

-shall become active within the public institutionsfor research into technological innovation, professionaltraining and retraining;

- a National Body forNocational Training (ENIPG), to'study, promote and co-ordinate the training initiativesin favour of technological and vocational developmentin the sector, shall be set up;

- for each province or other territorial division acommittee shall be get up, the roles and !unctions ofwhich shall be established by special statutes andregulations;

- in the ENIPG and in the territorial Committees theEmployers' associations and the trade unions shallbe represented jointly. The chairman shall be arepresentative of the Employers' association and inthe case of a tie during 'voting his vote shallprevail;

- within the deliberating bodies the different employers'and workers' organizations shall be represented inproportion to their numerical consistency;

The ENIPG andthe local Committees shall be financedby contributions from earnings.
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National labour contract for white-collar and "cadre" staff

employed in the banking and financial sectors (26th Feb 1967

The companies, with a view to increasing professional
abilitylhold 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 it
there are no representatives in the firm itself, by the
tradeunions wIlich stipulated the national contract.

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

The courses may be of an inter-firm nature Sr those
firms which on account of their size or to other reasons
feel this need.

In cases of technological renewal or of relevant restructur-
ing of the firm leading to substantialmodification of
work performance, the firm shall organize 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 the
participation of the staff shall be optional.

The partners have reserved the faculty of examining more
closely the possibility of rendering the courses mentioned
at point one,selective.

Yearly, the firms, at the request of the tradeunion
organizations, shall provide information concerning
the professional structuring of staff, divided according
to sextand concerning the development and the rotation
of training and retraining courses carried out,, and
the number of participants.

Within the month of June, the national association
must provide overall information on the sector, with
reference, among other things, to the general employment
situation, the development of technology and phenomena
concerning 'company restructuring and tile influence of
these upon professional profiles.
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ISSUE Banking and financial sector ( antd.)

See p. 49 The partners undertake to examine the problemsderiving from structural changes in banking andfinancial systems, to find out their effects uponworking conditionsowith particular reference to theneed for professional reconversion connected ,
eventually, with intercompany and territorialmobility.

70
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2.4 Vocational trainin= in the industrial-relations Protocols

regarding the public sector.

The stipulation of the Protocol between IRI
4

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

a system of collective bargaining, in large part autonomous, compa

red with the private companies.

The most outstanding novelty is commonly considered to be the

setting up of continuous relations at various levels (central ho

lding, financial branches, regional divisions, com,anies etc.)

based upon Joint Consultant Committees, which are permanent orga-

nizations, whose task it is to receive information and discuss

some employer decisions before implementation following a pre-esta

blished procedure.

If information and consulting systems are hot new 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 mating procedures stable and formal instead of occasio-

nal and informal, should favour greater participation.

The 1984 IRI Protocol (modified later by that of the 15th duly

1986 land by those regarding the EFIM companies dated the 29th

September 1986 and GEPI companies of the 9th January 1982) was

based upon two orders of converging needs:

- on the part of the publi companies the need to carry out or_

rations

** note: the major public industrial group in.Italy.
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of urgent restructur1.1g 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 organizations saw the opportunity

of backing of support the recuperation and relaunching effort wi-
thin the public companies, so as to support and develop production
and employment and at the same time strengthen their own role,
beyond the traditional one of pay regulation. This convenience was
particularily welcomed in consideration of the less open attieudes
towards participaction emerging in some parts of the private sec-
tor (see the Federmeccanica document entitled "Imprese e lavoro"
l984),

These Protocols have ttisir origin in lengthy negotiations which
have sometimes found the trade unions themselves divided upon the
opportunity of joint management of the innvation and re-organiza-
tion processes using methods different from thl traditinal bargai
ning ones and more similar to the "technology agreements" .2.11 other

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 trai-
ning are worth mentioning, for the following points:

- they fall into an industrial re)ations context where participa-
tion is strong and based on consolidated agreements and practices;
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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 CIL agreement of the 17th June 1986 on the question of voca-

tional orientation;

- the public companies have a network of institutions at their dispo

sal (the IRI's IFA.P and ANCIFAP the EMI's IAFE etc.) which. do traizin

refresher and retraining from manual to management level for many

years now;

- the undertaking to " promote jointly training and information

seminars 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 GPI, 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 recuperatirs restructuring

handing over companies. This requires promoting ne' enterprises,

and job-creation programmes and planning retraining and vocational

promotion initiatives;
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- to decentralize action at regional and/or territorial level;

- to look for maximum co-operation from the other public operators
( 1.egions, Local Authorities, state offices etc.)

as well as privete ones (companies and their assciations) . This co-
operation aims at carrying out programmed action with regard to

the creeion of new enterprise, to school-work experiences,to con
tiguing training, to the promotion of co-operatives, as well as
to retraining of redundant workers.

The participation of the stipulating partners in the solution of
the vocational training problem, even it implicit in various parts
of the Protocol, such as the point concerning tradeunion agreements
on single projects and that regarding the promotion op-operati-
ves, is treated explicitly at point 3 which obliges the "partners"
to set up a Joint Committee 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) co-ordinating the initiatives oaken and to be taken within the
ambit of GEPI with the help of specific institutions at local,
national and international level.

The GEPI Comretise. for training will keep in mind(at 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 projects both for

restructuring and for reindustrialization;

c) the basic educational requirements for the skilling foreseen
in the preceeding points.

With a view to the effective development of training

activities, GEPI1411 pat at the disposal of the Committee

the necessary structures and means and will eventually set up
an agile operative supporting organization.
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Agreement protocol for CGIL.CISL-UIL and GEPI.

(9-1 287)
Premise

The GEPI and the tradeunion organizations refer to the institutional
aims that inspired their action, proposing to find for their
line of conduct a greater and more functional synergy so as ;o

support and develop the basis of production and in that way
defend and develop employment.

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

- initiatives, actions and structures already set in motion or
to be set in motion to exploit all the chances of new enterprise

at territorial level(Job-creation);

- possibie initiatives and active forms of participation of GEPI
in school-experiences, in continuing training and such like;

possible participation by GEPI in territorial co-operative

initiatives for the creation of equipped areas made available

for the setting up of new productive settlements and for the

creation and running of technological parka, innovation and

research centres and so on;

- establishing the general criteria for the interventions,

keeping in mind both employement needs and those of enterprising

efficiency.

Taking into account what has been said above and while safeguarding

the reciprocal prerogatives and the autonomus responsibilities
of each, GEPI and the CGIL-CIEL.UIL retain it opportune to

define occasions and places for systematic mee4tags.
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Therefore between GEPI and the organizations the following is

agreed:

1. RELATIONS BETWEEN GEPI AND THE TRADEUNION ORGANIZATIONS

National level:

in the month of September each year, GEPI and the tradeunion

delegations shall meet to examine, on the basis of the documentation

drawn up and delivered beforehald to the tradeunion organizations,

an account of the previous year's activities, as well as, with a

view to their preliminary definition, the programmatic prospecti

for GEPI initiatives for the year to come, with reference to the

targets and to the resources required, to the problems likely

to require perticular attention, to general problems, and to the

time forum:: for their implementation.

This examinatin shall be carrimioatin accordance with the aims

that the law eissiave to GEPI with particular attention to recover",

rememployement/jobmcreation, restructuring, cession, promotion

and assistance.

During the annual meeting the partners shall verify the opportunity

of inserting GEPI initiatives within regoinal and/or territorial

projects that are on the look-out for maximum co-ordination

with other public and private operators present in the sane area,

in order to exploit all possible operative synergies.

The GEPI and tradeunion delegations shellmeet after a six-month

period to carry out assessment and updating both of rehabilitation

interventions and of there moloyement.



Regional Level

On the basis of what has been established in the annual meeting
or at request of the partners, %WI 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, indicating the public and the
private organizations that may contribute to their success, also
with a view of obtaining their undertakings with regard to those
aspects that concern them.

In partkular the following will be taken into consideration t

the problems of the location of the initiatives , in relation
to the choices made by the regional authorities and the areas
from wich the labour force comes;

the initiativesl.the actions and the structures already axisting.
or being set up to discover all opportunities for new enterprise
at local level (job-creation);

- the initiatives taken and to be taken to catalyse. at local
level all those forces( industrial, associations, co-operative
movements regional finance institutions) likely to promote
new industrial or service activities;

possible initiatives and active involvement of UPI in school. work
experiences in continuing training and similar activities;

- possible partecipation of GEPI in local initiatives (consortial
for the creation of industrial sites offering suitable services
to new productive settlements and the creation and running of
technological parks, Innovation and Research Centres
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- the general criteria for the interventions, above all from

the poinrof view of employment and from efficiency ;

- staff levels and their eventual evolution, together with the

pay and normative conditions governing the hire of labour,

the specific problems connected with the labour contract,

wages scales, working hours etc...

2. TRAINING PROGRAMMES

The partners take note of the importance of the training

problem and of the full convergence on it of reciprocal

interests, both from the point of view of those specific to

professional training(retraining), and of those connected, more in

ganeral,with changes in the socio-cultural context and of the

possibility of favouring the development of new enterprise.

The partners are therefore committed to setting up Olointly.

managed " "Training Committee" having the following tasks:

1) defining the training strategies, drawing up and promoting

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

pricipal public training structures;

2) 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

requirements;

a) the need for vocational training connected 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 sad specific training required for qualification

according to the previous two points.

To further the concrete development of the training activities

GEPI shall make the structures and means necessary for its

implementation available to the Committee, and may also set up

an agile operative structure.

3. PROMOTION OP 00--OPERATIVES

The partners agree that opportunities of employement may arise

through the formation of new co-operatives having the necessary

technical support

The partners agree, as a result, to define and develop within the

framework set down by the law concerning co-operatives and

youth'employement, an active policy for the creation of new jobs,

not overlooking to this regard the importance of the training

problem.

According to their specific institutional roles,

in particulars

the tradeunion organizations .shall promote and INItther the growth

of co-operative *culture;

GEPI, also by setting up specific internal technical organization

structures shall offer, to the co-operatives, set up by workers

from the GEPI grbUp companies or those for which the law requires

GEPI to proidotere-employement activities and which shall request

it , assistance in elaborating their production projects.

Within this ambit it shall evaluate the projects proposed, and

among other things discover the financial resources required

to implement them, with particklar reference to those

funds made available by law 49/1985 (the Marcora law)
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and 44/1986 (the De Vito law) ; oboe the projects have bees

assessed ,GEPI shall - as far as the law allows- make the

necessary funds available in the manner held most opportune

in eaoh specific case.

Si



63

2.5 Vocational training and agreements

Bargaining in recent years has been characterised by an increased

presence of the vocational-training problem in negotiations concer-

ning restructuring and reconversion programmes, and the introduction

of the new technologies into production processes. This was also

connected with the development of the information and consulting

systems foreseen by the national labour contracts.

The analyses rerording plant-level bargaining (1) and vocatio-

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

medium companies of the quantitative (salary, working hours, job se -

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

chnologies, ,job organization and vocational training).

In fact one notes a gap between the bargaining questions in

large production units, where the restructuring and innovation

processes have been more marked, and those in smaller.

0.111MNIMENC

1) M. Laveto : Contrattazione aziendale in "Le relazioni sindacali

in Italia" 1985-86 Reportv edited by CESOS, pages

148-257.

2) La formazione professionale nella contrattazione collettivao

in Osservatorio CESOS - Contrattazionein. 411985.
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firms where the trade union's presence and intervantlya in compa-

ny decisions is generally tar less.

The agreements summed up in T=;able 41even if they do not cover

the whole of the vast and heterogeneous universe of plant-level

bargaining, are nonetheless 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 isolated

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 develoi)ed over the past

five years and which is likely to continue.

The FIAT-Auto agreement of March 1986 is only the latest drawn

up after a series begun in September 1980, where for the first

time the problems of restructuring reorganization and recovery

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 new.skills and

work organization. The agreement foresaw, moreover, the carryiAg

out, during the intervals between agreements, of assessment evalaa

Lion by the partners.ane aim was to control both economic trends

in the sector, and the employment prospects, the technological

se.elopmeats and the 7roduction processes in the various plants.

The agreement of the 19th March 1986 concentrates on the plan

for the restructuring mold the technological innovation of the

Company for the 1986.89 period.
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In particular it reealates the following employment
and training aspects:

- the recalling of workers laid off under CIG and who have
not found other employment;

- the undertaking by the partners to implement a plan for
recalling all the workers laid off by the various company
plants, making use of public intervention, of job.ereation
and mobility initiatives and incentivating the setting up of
co-operatives;

-the httlding of vocational training courses, aimed at re-employment
with pre-established duration and timetables, with obligatory
attevdance,.in collaboration with the competent public organizations;

- for those 'corkers not suited to the cour.Jes, the setting up of
further initiatives aimed at re-instatement in production.

The agreement foresees assessment and evaluation by the
partnerslin subsequent periods,of labour market trends and production
prospects, of the impact of the restructuring plan and of the progress
of the training courses.

The industrial agreements stipulated with the ITALTEL,
a company belonging to ST3T, a public group operating in the
telecommunications field, as and from June 1981 faced the voblems
caused by the rise of industrial electronicst

- the emergence of new skills,

- the obsolescence and redimensioning of others,
. the change in ratio between production labour and other functions
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such as project-design and marketing,

- the consistent reduction of industrial staff, especially female,
often in firms situated in the Southern areas of Italy where the

employment situation is particularily critical.

The 1981 ajmeenent.faced the situation by reducing the

working week to thirty-eight and a half hours, by beginning

processes of mobility within 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 set up requalification intervention.

Although a reduction of employment could not be avoided,

the intervention aimed at retraining 29,000 electrical-mechanical
workers in electronic., skills.

For these reasons the vocational training question is

placed at the heart of various agreements, With the reutilization

of company statt in new technological and organizations systems

in minditeckti.zal retraining foresaw:

- the spread, at all levels, of cultural and general knowledge

concerning technology and work organization, so as to introduce

elements of flexibility and quality into production;

- the need to develop, alongside
extraordinary reconversion

measures, a permanent training system tth constant

intervention in the field of human and professional resourses

needed to create and spread a culture and a capacity for

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

The low educational level among bluecollar workers,
and their advanced age ( over 40% of them over the age of
forty) had created considerable problems. These were tackled
first by setting up a basic compulsory course lasting 40
hours, for all the staff, blue and white-collar alike.The aim
was to retrain those workers with remote, incomplete education,
with no specific vocational training, with a view to integrating
them into the new technology and learning context.

The training needs measured in terms of hours, set down
as 4004000 in 1981, increased to 700,000 in 1982 and to
about one million in 1983-84. This initiative of vast proportions
involved not only the social partners, but also the school institut
ions, the regional and local authorities and -tle employers,
resulting in a systematic training experience and : an
organized participation both by private and public ojects.

(5) Various Authors: Lo 150 Ore e la formazione professionals in

azienda. Il case ITALTEL.

Bd. by P. Angeli,1985, from p. 56 forward.
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The agreements concerning the "Nuova Italsider" and the

"Lanerossi" companies both regard mature industrial sectors

going through a phase of contraction and also of plant renewal

requiring considerable requalificatio of personnel.

The "Nuova Italsider" agreement had to face two basic

training problems:

- those connected with restructuring processes and the need to

render staff mobile;

- those deriving from the level of sophstication of the new

plants and the informatics system. These required considerable

up-grading of skills made even more difficult by the high

average age of staff. Preliminary selection , orientation

and sometimes even personalised planning became neceaqary in

order to carry out the projects.

m'Ie staff training agreement which regarded about 2,500

blue and white-collar workers, set down not only the qualitative

cad quantative aspects of the processes, but also the 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 and theoretical training paths to be followed.

The "Lanerossi" training project, agreed upon by the trade

unions and the company management is noteworthy for

- its gearing towards female staff in particular;

- its adoption of other mechanisms aimed at lightening the staff

load;

the setting up of a Joint Committee with the tae )2 guiding

and verifying the activity Jf the training agency set up by the
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social partners on a joint agreemolt basis;

the invelvement or the executive staff of a number of factories
in different phases of the company's training "stages", with
tasks ranging from projection to a4tual tutor...hg;

- the specific problem, regarding fInale .'\taff:women called upon
to act at certain levels of responsability (produtilh assistance)
were expected to face psrticular difficulties regarding social and
hierarchical relationshipc wittin the firm and modify the balance
of interest3 between their domestic and their professioLal
realities,
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?In RESTRUCTURING AND VOCATIONAL TRAINING

4.111,1.14114.1.4.1100111.....14.40..R.

1

The PIATeATITO agreement of

the 19th. March 1986

..I.L01111111111..m..1 MIMEO N.I.sime...401.10/111010 .1,am... _t.

Information concerning the
market and production
situation of PIATAUTO

Illustration of the concern
restructuring plans for the
1986-1989 period, based upon
a close integration betweeu
product renewal end
'productive technologiee and
the balanced utilization of
resourses,

Return of suspended workers
on 014 according to timing
modalities foreseen by
the agreement.

The general trend of the pie
and of return of suspended
staff will be the eNeOt
of verification during
specific talks.

The creation of u plan for
reeutilization of le-rkers
laid off, including public
intervention far Jobeecreab
ion, the lermotion ol cow
operatives,120erefirm and
interegroup mobility.

Reemployment shall be pre-
ueded by training course*
lasting thret motetles (four
hours per day ) to be set
up after approval by the
appropriate urveanizations

partioifation At the course)
shall be obligatory for the
workers concerned.

The reeenploment of werkers
who have tMeaded the sprees
shall take place at the 'sate
of 1/12 per month of the
to 31 number as and from Dec.
19 6r the date on which the
first ceeirse ends

2

The ITAITEL
15th. April
5th. March

11th. July

agreements of the

1985,
1985

..The undertaking by the company to
inform the company's trade unine
representatives on vocatetaal training
taking place and the programmes already
uneer way(contents, selection,.eodalitie:
staff involved,duration. place, teaching
public funding etc.)

Fithin the framework of the firm's
etze.tegic plan, the elaboration of
a medium-to-long one for vocational
training to meet the needs of tech
nological innovation, which plan shall
e examined Jointly with the trade.

union organizations.

-Encounters at company level to define
...during meetings of the Technical
Commisgetspe a procedure for regulating
relations between the partners with
regardtolmelementation modalities
(vritee.a of referemn with regard to
training needs, teaching' contents
etc.) e the training programmes, using
preeestablished reference-points,

Defiritionon the basis of programmes
examined, of the total number of
hnurs to be set aside for vocational
training.

...The willingness of the company to
develop with the Region systematic
consultative relations involving the
social partners for the verification
of regional programmes.

The company ehail give priority
to vocational. training snit' vttvee
which are direetly connected with
technological innovation and with
the reorganization of labour, as well
as the bettering of skilllevels, with
a gruertl view to imptoving production.

To improve the training intervention
both qualitatively and quantitatively;
greater use, not only of the firm's
rescue's's, but also of the most
qualified public etructures ( Regions,

89
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1
2

For those workers deemed un-
suitable the company will
consider the opportunity of
finding other initiatives
having the aim of reemploying
workers, which initiatives
aimed at reemployment, shall
be illustrated during the
verification phases foreseen.

In this context the partners
have decided upon re-employ-
ment plan which shall be de-
fined before the 31st. Dec.
1986 and foresees the re.
utilization of 2,000 workers
by meams of a number of
different mechanisms (return
to work,early pensioning,
inter-fin p mobility, iob-
creation etc.).

In the month of December 1986
and in September 1907
encounters between the partner.
to verify:

- training courses;

- the re-utilization and
re-employment of ataff;

- recourse to 01G,

-

the courses will be held during
working hours.

The agreement of the 5th. March 1983

-Considering the positive outcome of
the experimental basic course in
Milan, this is extended to all the
other factories according to
modalities set down by the national
Technimil Commission.

.

- The establishment of the number of
hours to be dedicated, during
1983, to the carrying out of
the basic course which shall be
divided, more or less, into
modules of about 40 hourt for
groups of 20 persons. For the
years 1984 and 1985 the Technical
CoMmiSsion wi-- 11 define a proposal
for a basic cotree plan which
shall take into firm's
strategic targets and the
resourses avallable, as well as
investments already made during
1983.

- The National Technical Commission
shall face the following
que3tions:

+ analysis of the principal training
itere to be taken on the basis of an
examination of the mid-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`.1 recovery
of internal potential;

+ examination of the lines of development
of the organization of work in
areas sub ect to technological
modification and restructuring
of a certain consistency in
connection with specific
training requirements;

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

90
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1 I
2

The agreement of the 12th.Ju1z 198,5

Reconfirmation of the strategic
importance,at all levels of
training in connection with tech
nical and production requiraments,
as well as the realization of
the professional capacities
of those trained with particular
attention towards the achievement
of equal opportunities for female
staff,

-Reconfirmation of the fundamental,
specialist and proposing role of
the mixed Technical Commission
with regard to all the training
programmes of the firm and the
operative modalities for carrying
them out.

. Training intervention 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'worker,

Specific programmes connected with
the mobility resulting from the
application of the "solidarity
contracts", after a preliminary
examination of the Technical
Commission and by the firm's
representatives at local
level.

Continuation and extention of the
experience of a different utiliz
ation of the "150 hours" for
courses obtained in collaboration
with the Provveditorati degli
Studi and aimed at the recouperation
of basic schooling and basic
vocational training.

. For - -ttive action the firm

undo, ces to give its attention
inclusion of female staff

n t_aining courses so as to

,romote their access to areas
of skill where women are under-
represented, on the basis of

an organic project fbr positive
action to be presented vithin
the end of 1986,
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1

f'

2

-The placement of workers who
have already attended training
courses shall be the
object of special verification
at local level.
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3

The new Italsider agreement of

5th. Nov. 1982

4

Project for normative intervention
in the nanerossi" company

(EMI agreement ,July 1984)

-Within the ambit of a restruct-
uring programme, the definition
of a training plan with refereac
to:

A) qualitatiVeds21211

...restructuring requires note ..
worthy mobility processes of a
totally unusual kind which need
a great effort as far as train-
ing and reconversion of staff
are concerned:

the elevated technological
level of the new plants and the
degree of sophist cation of 'bhp

informative system requircs
considerable upgrading in
quality and a new basic train-
ing model, as well as an increa-
se in educational levels.
Difficulties have been eacounte
ed on account of the high aver
age age of the staff ( about
44 years), not vtnly with re.
gard to tratnirg but also with
regard to professional motiv.
ation and reconversion. Prelim-
inary selection and orientation
and_ the need for even individu
training appear necessary!

- plant and organizational
restructuring requires training
intervention for all the staff,

even for those not working
e: the new plants themrielves.'

The agreement between Lfte,r0Sei
of Schio and the trademniva
organizations foresees objectiNes
and modalities for carrying out
a rehabilitation plan for the firm
which will have important repercuss-
ions upon the firm's staffing
policy, among other things:

- the undertaking to carry out
vocational retraining action;

the adoption of contracting and
legislative mechanisms that
appear suitable: for.example
solidarity contracts,part-time etc.;

- the quest for specific solutions
to the problem of vocational re-
conversion of the female staff
under 0/G,taking advantage of the
opportunities establisUcd under the

. Earopean Social Fund.l.

The partners, following the agree -.
meat, set up a Joint Committee,
composed of the tradeunion organ.
izations and the firsewsfrith the
task of drawing up policy guide..
lines, for example:

- definition of the W4lotives;

verification of their achieve-
meat

- their modificatiar during tho
meetings foreseen ( if one or
other of the partners or
h5P01. should request it;.

A agency, AGFOL, had been slt up
with the task of developing training

through:

- the analysis of the organization
of the firm is its various
plants;

.analysis of the reference occupa-

Sional figures

,
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-the training plan shall concern
2,500 persons both technical and
blue-collar staff including
staff destined for the new plants
and services and professional
updating connected with organiz-
ational restructuring;

C) Training contents

. for the personnel destined to
the new plants and services the
programmes foresees:

+ an initial basic training in
the metal industry and in steel
and iron processing, in computer
systeasoquipment and automation,
and the technologies of the
plantsoof working modalities of
production and work organixatimg

+ a second phase of specific
skill training, on the one hand
to give know-how as needed for
the single operative areas with..
in the plant and, on the other,
to allow for direct experience on
similar plants in Italy and abrad,
with the aid of skilled operators.
and practical experience under
the guidance of the same;

f for the updating connected with'
organizational festructuring the
courses shall regardvamong others
contents and targets concerning
technological innovations:

- the acquisition of new profess-
ional contentsoperational
practice and qualitative pre -
scriptions and security
practices.

Modules with a variable duration
of 2 to 3 weeks. Practical
coaching on the job in other
productive units, lasting, on
average about one moat).

D) notes on organization

- 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

4

..1M.

- 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 learning level
and the level of integration of the
learners among themselves and with
the persons present in the factories
(the stage leaders and the tutors).
This way there has been an effort to
avoid transferring within the teaching
process problems that are the concern
more of the industrial-relations
system than of training,

The various phases of the AGFOL's work
were examined and approved by the
Joint Committee,
The first part of the programme, begun
in autumn 1985 and concluded in Dec.' 85;
witnassed a constant presence of the
trainees in the class-room,for 14 weeks,
equal to 350 hours on the whole, with
the contribution of teachers made avail.
able by the firm and by the agency,and ,4

permitted focussing, among other things
on the principal problems of the female
condition,

The second phase was set in notion
on the basis of the new decisions
taken by the Joint Committee concerning
-the involvement of other factories
within the Lanerossi group as the
place to be used for the stages
period of the course ;

-the request for greater attention
to specifically female questions.

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

During this period the learners opera-
ted in the factories under the. same ..

conditions as the others workers
present;and periodical testing of
the perogrese iu learning and integra-
tion was carried out.

These progress assessement took
two forms:
one left to the tutors and to those
responaible for the Courses on the
basis of testa sit up by the Agency;
- the second carried out by the tra-

inees themselves using similar
mechanisms.
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11.0

component construction
companies, as well as
practical training in
other firms.

For the instructors
recourse will be had
to firm technicians,
to ANCIPAP experts, and
to technicians belong-
ing to plant construc-
tion firms.

As an annex to the
agreement there is a
descri;tion'of the
matters involved in
the different areas
with the indication of
the number of the
persons interested, the
aims, the organization;
of the various phases
and the structure of
the theoretical and
practical training,
of the curricula; of
the training staff
and the duration of
the courses.

The findings are integrated with observations
in the field by thefirm's consultants who co-
ordinate the entire process.

A number of exelutives of the
have been involved both in the
stage mad in the design of the
and as monitors of the stages,
held to be significant.

From the experience a number o
emerged concerning initiatives
coming discrimination against
access to employment, such ass

- the high level of motivation required of women
in cases where the working role requires a
consistent .-assumption of responsability (in this
specific case, the role of production assistant
which requires the ability to intervene in the
ambit of plants and human resat:2.8es);

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

- the readapting of the role of women especially
in cultural and social, contexts of a traditional
trpe, with willingness to accept working hours
of a more committing nature, with the consequence
of having to .reorganise family life;

- the relationshi ? vita teehnolog! seen as know..

different factories
projecting
training process,
obtaining results

f considerations
aimed at overi.

women with regard tc

how and mastery o machinerypas a egitimizing
element for production assistants;

- the impact on firm-culture: i.e. on traditional
organization and hierarchical structures:
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2.6 School and vocat onal orientation and school -to .work

transition at local levels

One of the greatest nolidlties in collective bargaining
at inter.'ontederal level is the agreement signer: in June 1986
between the Intersindon association of public-sector companies
and the CGIL-CISL-UIL Tradeunion Confederation, in which the

partners undertook:

- to set up a series of orientation experiences (pilot projects)
aimed at facilitating the entry of young people into the working
world, both young people 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 orientation projectslavailing
also of the spocifia collaboration of experts;

- to sustain the activity Of the Joint Committee by involving the
national and local structures of'both categories and by setting
up appropriate institutional' centres, both at natiorAl and

community levels;

to carry out joint assessment and evaluation, at least once a
year, of the progress made by the projects managed by the joint
Committee, and publish reports on the findings.

The undertaking of the partners are preceded by a long

premise where:

- the role of industrial relations in the soluvinn of guidance
and school-to-work traasition is claimed, althourh thl primary

responsability of the public institutions is made clear;

j-,

96



- an overall reform of the orientation system is called for in

the public interest in accordance also with the undertakings

assumed by towards the international organizations and

in order to bridge the " t:zaditional and negative separation

between academic and vocational education";

- joint action on matters of academic and professional orientation

is believed to represent an essential aspect of improvement both

of the industrial-relations system on the whole and of the

educational systemof 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 action will become an efficacious means of promotion of vaster

significant experiences of co-operation between the fields of

training and labour in the varir_s realities where they can be

achieved (enterpris, "..tages" for students,' the use of experts

for teaching purposes, guided tours and the study of company cases,

refresher initiatives for teachers and managers eto.).

The agreement, which does notexcluds the possibility of

autonomous inititiatives on the part of either of the partners,

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

41111111= INWrm

(1) See: Preparar, it futuro l'azione dell'Intersind per una

maggiore integrazione tra impresa e sistema formative,

in the "Industrie e Sindacato" supplement, 14 11/4/1986.



79

lessons oa the organization of labour, conferences held by

managers and company technicians 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 number of attempts at setting up a re-

lationship with or courses for school teachers, and at promoting

forms of circular communication between companies, teachers, school

publishers, in order to arrive at a cooperative elaboration of

study plans.

Among the various initiatives we recall: a) the school-

work Project now in progress with the collaboration of Intersind

and the Provincial Administration of Rome; b) the convention stipulated

between Naples Provveditorato agli studi (Public Education Office)

and Intersinl and c) many luect Intersind delegations and single

public,- sector companies (such as Se'enia) involved in collabora-

tion with the school institutions; d) the universities agreements

such as the Protocol between 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 Friuli-

Venezia Giulia branch of the Intersind and the University of

Trieste.

A network 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 inno'atory ini

tiatives that involve the employers organizations we must mention

the school-to-work transition pilot projects promoted by the EEC
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and carried out by the Ministry'for Education in eight

important areas, involving 227 secondary schools, 2,440

teachers and 21,970 pupils (2).

The growing attention given by the Confindustria to the link

between the enterprising world and training processes is shown

by the number of its territorial organizations (about 80 in

1985 on a total of 100) involved in various 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 ot in-

dustrial culture. This emerged also from its undertakings not

only in the quest far and elaboration of new policy lines (3) but

also itb internal reorganization ,Amed at re- evaluating the 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

is the following distinct problems:

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

carried out by the CENSIS, pages 144-145.

3) Among the more recent initiatives we point out the contribution

of the Convention on "Innovazione, Formazione e Sviluppo" (Mantua

10-11 October 1986) and those proposed for the seminar on

"Formazione protessionale: esperienze e troposte a confronto"

(Lerici 27-28 1987).

99



- the need to render more effective the training system for

the mature and traditional sectors of the Italian economy:

industry, artisans, agriculture, traditional services

(including commerce, tourism and health);

- the need to answer, .,with forms of both self-

employemeat and salaried employement, the request expressed so far 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

as to make the school and working experiences compatible with ne3es

of the labour market (4) .

One of the crucial points to be solved in order to face

these diftereat 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 Foundation on the theme

"Per un sistema formativo italiano di alta

qualita'" (Turin 11th April 1986),

published in synthesis in "Industria e Sindacato"

n. 2 dating the 9th Jan, 1987.

1 0 0
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enterprises to guarantee an adequate level of know-how, to

set up centres of "excellence" able to act an "interfaces"

between the tridrtng 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-OLIVETTI;

- local firm organizations 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 institutions like the Tecnopolis-CSATA in

Puglia.

The interest 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 processes with a wiew to youth employment and retrai-

ning of the unemployed, fields in which they operate, running

their own courses in their own institutions both at national

and regional level (5).

5) See: Come funziona e the cosa offre un sistema formativo

regionale: synthesis of a research project carried

out by N. Schiavone and C. Paracone on behalf of the

Agnelli Foundation in Piedmoat.
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However the interest shown by the companies and tho prospect

cf their taking a central role in the re am of the training

system as a whole, point towards the pr.vability of a different

kind of involvement by the tradeunion organization even it it

aroused different reactions and a number of preoccupations.

It seems as if the privileged form of union involvement is

within tri-partite relationships (trade anions-institutions-

enterprise) rather than in direct trade unions-enterprise relations,

as shown by the recent agreements at regional level especially

in the territorial contexts where small-scale to medium sized

enterprise prevails (6)

6) See: Among others G. Alessandriai: Report to the Executive

Committee of the CISL dated the 5th February 1987 as

well as the other documents of the Contindustria's

Mantua convention and in particular 0. Del Turco's

report.
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Chapter 3 : Sectorial and regional cases
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3.1 LesticioatiaLin vocational training in the buildinK

Industri ka14tak_area_: the example of the

'co-managed"builers'school of Pomezia

(Cassa-del-Mezzogiorno area)



3.1 Premise
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The relevant characteristics that interest us in the

buildings field are: the high level of absorption of labour

with traditional skills or no skill, the fairly stable demand for

residential construction in the national economy, the incidence

of public expenditure for investment in public works, in popular

housing and in infrastructures, the relatively low labour produ-

ctivity level, the low level of capital ttensity and of technolo-

gical barriers to entryithe presence of micro-enterprises,etc.

In recent times the difficulties in the sector have had

a depressing effect on the labour market. From 1981 to 1985

building 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 constant 4.iminu-

tioa (in 1984 there was a veritable collapse) while self-employ-

ment 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-employees

who Zind it convenient to negotiate a continuous form contract

of relationship wit.n the one-time employer thus acquiring the

advantages (for example, fiscal) of thensubmerged economy".

These cases of precarious employment are theref.)re in part tol

lerated by and in part chosen by the workers themselies, incli-
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ned towards iutoaomy and exploitation of all working op-

portunities made available. Approximately twip-thirds of

those employed have a continuous annual work flow. For the

others work is often distributed over two or three three-month

periods, even if non-registration with the Cease Mile (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 of Labour - market

bottle -necks. Notewithstanding the high number of workers,

for the most part unskilled, on the waiting list, there is a

dearth*of a number of skilled workers (brick-layers, carpenters,

crane-driverc, 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 "Mezzo

giorno" legislation is applied.

Latium, after Lombardy, 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 employment is lower here than in

the rest of the country, 17.0 against 24.8%. But the picture

that emerges from official figures is largely held to be un-

realiable: according to the CREME enquiry (1986) "the labour

marxet in the building trade in the Roae 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 regis1;ered with
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the Lassa Edile diminished by 5YJ. At the same time the number

of registered workers 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 low entrance barr:ors, 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

employees' organizations.

The reasons that have led, historically, to the develo-

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 a

reduction of standards and of employment prestige in the highly

skilled crafts.

Governed by the national collective labour contract

stipulated in December 1952, the Bujlding-Trade School Institu-

tes run professional training courses for the young (generally

for those holding a junior secondary-school certificate) and

for adults already working in the sector. The advantages re-

cognized to the training given by these building 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 basic

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 schools have a right to.

These School 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 are: /MEC, Milan, CIPET, Turin

and CEPME in Pomezia.

This type of jointly managed 301°91 which finas an

important analogy iri the schools for printing skills, has been the

object of attention during the debate concerning the reform

of the training system. On the one hand the possibility of

extending the formula to other sectors, that is to the regio-

nal vocational school:a, cl,..me forward; on the other, problems and

some new difficulties aat reduce the efficacy of this type of

institutional solution, were brought forward. In particular

the "horizontal" and pemaSive character of the new technolo-

gies seems to reduce the opportunity of defining professions and

job mobility sectorialiy. Oa the other hand the level of submerged

activity, 7ith all its implications of implicit training, skilling

and deregulation seems to grow in proportion to the improvement

of wages and working conditions.

1 0 S



3.1.2 The Building Sch'ol at Pomezia (Southern Latium)

The CEFME (Centro per is tormazione delle Maestranze Edili)*

of Rome and the province of Rome was set up in 1953. It is

run jointly by the ACZR (Associazione Costruttori Edili di

Rome e provincia)" and by the three central tradeunion 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 xitilege 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:

1) - builders - layers - plasterers (biennal course)

2) - carpenters - titters - scaffolders (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 months as orientation for choice

of the specific skill. The object is to recover basic scholastic

notions (arithmetic, mathematics,geometry) 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,
Olt

* Centre for Building Skills ** Builders' Association



91

there is an aptitude test to sound trainees' suitability for the
building trade is general and help them 'Coos* one of the

qualification courses.

Qualification course this lasts ten months. The teaching

during this theoretical-practical phase concerns: practical

exercise ( twenty hours per week), technology and drawing ( tul

hours), scientific culture ( two hours),civica and labour legis-

lation (two hours).

-Final Stage : this lasts eight months and gives practical train-
ing in the centre's'simulationlyard ( work on the extension

of the centre itself) or in external yards. In this latter case
the CEFME makes use of conventions with the Administrations of
the surrounding municipalities to carry out works of public

utility. This practical work involves the trainees for thirt-two
hours a week, while four hours per week, are devoted to theory.

The final examinations are held before a mixed Commission
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 Authority, as well as a member

the school itself. The trainees who receive their certificate are

guaranteed employment.

The one-year courses are reserved for over-seventeen-year-
olds who have a sufficient basic technical-scientific 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 buildings : this course regards skilled workers already

engaged in the building trade, and over the age of 25. The course ,

which lasted five months (450 hours o: 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 employment in the recouperation of historical

towns and existing building patrimonies;

-Skilled multi-function scaffolders : this course is open to skilled

workers (scaffolding carpenters) 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 unskilled workers may attend

this course if they are over 25. It lamas five months (450 hours).

The exit level 'of the twenty-five trainees is that of 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 mechanics

and sauldering;

- Archaeolo ical restoration : this is a "positive action" 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 for adults are held in the evening. As we
can see, the traditional crafts prevail, although renewed
in keeping with the logic of the valorization of the artistic-
cultural patrimony of.the country. The CEFME intends holding
courses too for intermediate figures (building-yard assistants)
and technical workors (designers). 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
a greaser age dispersion among those attending. The majority
of those attending qualification courses has a junior secondary
school certificate.

About one third of those attending the specialization
courses has a senior secondary-school diploma.

The previous school curricula of the young people
attending the qualification and specialization courses are
marked by a significant percentage of school failure which
is the principal or partial cause of their dropping out.

3.1.3 Orientation, selection and access to work.

The CEFME devotes much attention to the publication of its
training activities. It has frequent encounters with the district
school authorities and the junior secondary schools. There is
also close collaboration with the Provveditorato agli Studi
for the planning and creatiin of "guides" to orientate pupils
leaving the junior secondary
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schools, as well as with the Labour Excehange )ffices. The Building

School also takes part frequently at exhibitions (The Fair of Rome,

Teverexpo etc.).

The young people who apply to attend the_C-JFME's courses

are more numerous that the places available: an average of 400 ag

plicationa 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

training: course.

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 CEPME - 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 coste during

the first two years (6 to 8 million liras per annum per young

person hired). The usual procedure is the following: 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 thJ training programme) for a two-year period

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

basis.

And yet it must be pointed out that the school gives, at

the end of the course, only a certificate of qualification., while

113



95

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 formalities (within thirty days).

The qualification, by the agreement of the partners, may be
granted by the school only in the case of those courses rIceseeing
rota ion between training and work in external yards.

3.1.4 The organizations model of the CEFME

The CLFME is run by the Administrative Council composed of
six building constructors and six tradeunion executives belonging
to the sector. The Chairman is, by Statute, an ACER member,
the Vice-Chairmanship given to the trade unions. The General

Director is nominated by the trade union.

The 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 55 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

teaching as well as 12 hours of planing activity and external

conferences. Every 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 laborrtories, a 500 - place
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Conference Hall, a library, a screening room, a gymasium, sports

facilities, lodging covering 3,800 square metres (88 rooms),

a 500 - place cantenn, a kitchen able to cook 2,000 meals at

a time and other essential services.

3.1.5 Training actixit9 211aniae

A thorough knowledge of the labour market, the evolution

of professional, profiles and company organization models are

considered by the school the basis of training activity and training.

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 assesmnet and intervention methodologies. It is

this way of proceeding that in a big way guarantees reaching

the fundamental Pim 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 the setting up of an Observatory for the

sector with a view to guiding the action of the schools and

of the Formedils(joint national organisms being at present set

up at national and regional level for the promotion of the

financing of intervention). In 1984, through FORMIOIL's natio-

nal branch 18 projects for 2,000 pupils were presented to the

European Social Fund.

3.1.6 The Building School's

The Building School's financing is provijed for essentially

by returns from a part of the contributions paid by the enterpri-
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sea into the Building Fund and calculated at 1 of the

workers' salaries. This type of financing represents one of

the ..,trong points of the schools as it guarantees sufficiency

of means' and autonomy. Other sources of financing are the EEC

contributions to projects passed by the European Social Fund and,

with regard only to thoL,v .*etraining courses held at regional

level, contributions of the Latium Regional Authori:y towards

projects passed and funded by the national "Foredo di Rotazione"

(Ministry of Labour's Training Fund).

3.1.7 Services granted to the students in training

The students may lodge on the School's premises if they

choose to board. Besides the canteen, personal equipment

(professional clothing and tools), access to the didactic-

technical structures during free time, the students also have

tLe right to an attendance grant (ot about 80,000 Italian Liras

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

3.1.e"Co - management" in practice: some conclusions

The co - operative 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 demonstrated by

the fact that all the decisions passed by the Council of

Administration are always approved unanimous and not by a

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

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

staff (The General Direction and the three Technical-Administra4,ive,

Didactic and Residential Directions).

Relations between the CEPME and the other institutional bodies

(The Provveditorato, the schools and the Employment Exchanges)

are frequent. An agreement for the restoration of the Castle

of Perna has been stipulated with the Roman Municipal Authority,

Here, in the locality of Decima (in Romes municipal area), the

School has been able to open up a yard for the training oS pupils

and bas permitted the Municipal Authority of Rome to save up to

60% of the restoration coats (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 type of trainees attracted

towards it, its exploitation on a 24.--hour basis.

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 proposed 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 apprenticeship hardled 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 apprenticeship for.the 15/10-year-.old group;
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- to utilize periods of CIG and Special Unemployment Subsidies and
organize zetraining courses for workers;

- to promote specialization courses for technicians and middle

management (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 constructions field.

To favour the development of vocational training, the

social pattners have urged, within the framework of a supple-

mentary provincial agreement, the setting up of a joint

Regional Committee for vocational training (Form:Ida Lazio).

This organization has the task of earring out at regional

level, the statutary aims of the national FORMEDIL, already

set up according to the oxitrit 01.1933, to co-ordinate the

initiatives being carried out at provincial level (European Social

Fund projects and Voacational and-training plans) and for the

presentation of a coordinated programme of intervention for the

Latium Region. The supplemIntary provincial agreement makes

specific mention 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 training1it has been suggested that the jointly ma-

naged training institution model be transferred to the training

activities run and controlled by a lumber of regions (for example
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the South). According to some experts this project would be more

feasable in the case of "new" than in that of the transformation

of "old" ones. This on acc:..ont of the problems connected with

recycling structures and human resolrses (trainers) often .inadequate

for new training tasks.

On the other hand, it is preciste.y with regard to new

initiatives that this model, as illustrated through the Pomezia School

shows the greatestdifScultiseofaivtationte) sectorial delimitation

of the professional 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 Latersectorial character;

b) competition with the parallel market (both black and grey) of

irregular work; c)the availability of young people with an

insufficient educational background and poor scholastic careers.



101

BIBLIOGRAPHY

CRESME L'edilizia a Roma tra crisi e trasforms'ione, 1986;

ACER, the review of the Roman Constructors (various numbers);

CEFME, Il Centro di Formazione delle maestranze edili (sole
number), 1986;

ISFOL, Osservatorio sul Mercato del Lavoro e sulle Professioni,

n. 13,, 1977;

Hypothesis for a platform of renewal of the buildinT :actor's

labour contract, 1986;

Supplementary provincial agreement to the building sector's

labour contract for the provincle of Rome, 1986;

The Central Institute of Statistics' Bulletin, (various numbers);

The national collective labour contract for the building sector,

1985.

120



102

3.2 Experiences in the banking sector in a region of

the so-called "Third Ital " with oarti,:ular reference

to female workers.
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3.2.1. Trainiediabanks

A case.. study on participation in vocational training
in the banking sector is of at least two-fold interest, which
emerges more sharply when contrasted with the one on the building
trade just examined. In fact this is a sector in the services field
which has undergone a strong increase in employement over the
past few years: employment, in banking concerns has risen betwen

1970 and 1985 from 142,000 to 304,000, that is by 114% against
a 43% increment for the services sector on the whole over the same

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

Basides, it is a sector in which the female component has

increased significantly and where the sea ratio has changed considerably

( see Table).

The considerable increase in hiring that has been thus determined

as well as the sizable reconversi= , mobility and reorganization

processes imposed by the new technologies have led to a growing

demand for training The expansion of training within banks is
a relatively recent phenomenon, in rapid ezpantion : from a recent

sample survey (see:Pormazione, ABIln.1) it emerges thet before 1971

only.12% of the banks examined had begun training activities, but
that this figure had risen to 30% by 1975, whila as many as 5% of

the banks began training experiences between 1976 and 180

Attention towards the problems created by the growing female

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

of studies and conferences carried out by the soci .1 partners.

The PIDAL/CGIL in 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

questionaires to women workers.
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Prom this inquest it emerges , among other things,

that the banking women are relatively young: the maximum

level of hiring in banks was reached during the 1977/79

period in coincidence with the wholesale introduction of

Wormatics. As a result, the majority of women are employed

at initial clerical career level. The PIDAO/OGIII, on the

basis of the findings of this inquiry, noted that dissatisfactiot

with work for the most part was connected with problems

related to professional know -how, to career mad working.hours

rather than with discrimination as such.

PAM, too, held a Convention in 1983 on "The Female

Presence in Italian Banks ";

Prom the "research on female employemnt in the

banking concerns" curried out by the Centro Ricerca Organizzazi..

one Azendiale of the Bocconi University of Milan (1984) it

emerges that, whereas in banking the managerial and executive

career is strictly connected with age and seniority, the

managerial and executive poets occupiable by women are

necessarily limited due to the low number. of women with

the appropriate age and seniority requirements, since

until the seventies very few women entered banking at all.

There also emerges a negative discrimination (though alight)

as far as the professional career is coi2cerned, in that, in 1984

the proportion between males and females promoted mad the to-

tal male staff was 13.0%, while among the female staff

the proportion Ims_11.4%.

Prom the data concerning training, it emerges that in
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1984 the amount of managerial and professional training carried
out by the bank was on a level, more or less, with other sectors
of industry and of the services in Italy.

In terms of training days per person there is a difference
of approach to male and female workers with the same type of
courses for the males one finds more specialist/managerial

training, for the females greater initial/professional

training and more languso courses.

The Associazione Bancaria Italians (ABI), in collaboration
with the Bank of Italy and the Banking lmployerslAssociatian
has promoted a survey on the "state and prospect of training

in the banking sector", from which emerges the fact that the
introCuction of training activities within the banking institut-
ions, vitt the creation of special training offices, goes back
to the seventies. This means it is of relatively recent origin
when the banks were going through a period of great expansion
and consequent Lacrosse in hiring. This origin explains

some of the features of in-bank training:

1) it looks like a kind of "home -made" training, aimed at fitting

the needs of the internal labour market, at "socializing"

employees within the firm,at legitimizing the career structmre

and having very few contacts with the external market and

giving little attention to the dynamics of productivity and

the organization of work. The closed nature of the training

model explains , in part, the almost exclusive reference

to professional trainers for the planning and running of the

training activities (Consultant Agencies) and the exclusion

of a say by the social partners in matters of planning and

control. Only the lesser banks, due to the evident difficulty

of keeping the process closed within their own institute, have

availed of training centres and of the larger beaks ,too, to
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train staff;

2) training RSA aimed at coaching and the promotion of an enter..

prising mentality and has catered above all for the needs of

the newly-hired and the white - collar staff, specially at lower

levels. The episodic and non - target nature of these training

activities and the lack of connection with production and

manpower planning and with the need to meet the requirements

of development and organization explain the lack of systematic

practices of evaluation/verification of the training process,

which the Study reports.

During the present period, important changes of outlook

can be noted. The employment boom has ended and the banks have

biome more aware of the need for rationalization and efficiency

in organization, 21esides, the market has imposed considerable

changes in products and processes which have changed the "quality'

of training demands. Emphasis has been placed, therefore,upon

specialized training in the new processes or the new functions

(for example the commercial ones) tailored for high level staff.

The participation of the social partners foll'es a parallel

pattern which is not necessarily converging on and in harmony wit:

these changes. The inquiry documents: an increase in the demand

for training by the trade unions, by the mnployereaesociations,

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 cit. p.12) ".

The principal normative vehicles through which the social

partners formalize their request for more training are the

national collective contracts and the supplementary company

contracts,
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Such normative mechanisms foresee specific guarantees

for carrying cut the contracts themselves. In particular, at the
rogues* of the trade unions, six-monthly encounters with the
direction may be held where the problems concerning work relations

can be discussed and suitable provisions made.

The national collective ,:ontract for the banking sector,

stipulated in 1983, contains provisions regarding professional

training, In the chapter entitled " professional training,

ski. -ling and up-dating", suitable training for net, -hired

white-collar staff, to be held during normal working hours

io foreseen. It has also been stipulated that at the request

of the tradeunion organizations, meeting to illustrate matters

of tradeunion and labour interests, may be held. Furthermore

the companies , in order to favour an increase in professional

capa..lity, shell promote annual non-selective professional.

training and/or refresher courses, open to the voluntary

participation of the while- collar staff ma permanent contract, to

be held during normal working hours.

These clauses foresee, besides, that the time and the

modalities of the course() must be made know, in advance to

the staff and the company's trade union representatives and that

the general direction must examine any recommendations rIth

regard to the courses made by the co-ordinating body of the

company's tradeunion representatives.

Not always does this increased interest in and request for

t-sluing become real and efficacious participation, breaking

dom. the traditional 1. elation barriers in the banls training

offices. These offices, which took care of the realization o:

the training projects used, in fact, to limit themselves to
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rendering operative the initiatives set up , thus responding

with considerable autonomy, to the demands of the social

Partners. They rarely carried out consultant functions; thus

they found themselves in a position of "line" rather than in

one of "staff". The very involvement of those who availed 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 modalities of the working iter

awaiting them" and they found themselves obliged to undergo

training without en analysis of the motivation and only for

tNe sake of job content. Therefore, the workers' attitude appear.

ed "ambivalent, divided between a benevolent acceptance and a

substantial indifference..."..

Another fact connected with insufficient participation

that emerges from the survey is that .of discontinuity and

assessment: "one gets the impression that once the manual

packet of training projects has been defined, the activities are

not supported in a sufficiently convinuaus way by ulterior

information for the participant* but that they follow their own

course(p. 11): The assessment, besides, is limited to an

analysis of the impact of training on immediate job performance,

on standardization of conduct and knowledge and the normalization'

of the atmosphere within the company, without penetrating

into more significant questions concerning behaviour/attitude

and industrial 'culture'.

Awareness of these lacks, as well as external pressure

from the "market" is bringing about deep change in the quality

o^ training activities 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 on the part of
the workersland with emphasis on enterprising 'culture'
(see schemelo

Having established the fa44 that the explicit request
for participation by the social partners in the training
process in this sector has grown, it remains to be seen
whether these requests have any real effect upon the ..

changes taking place or are simply a gactitative extension
of the formal aspect of the problem. To this question
(and to others connected with it) we have tried to give an
answer by means of mi hoc verification of a particular

and specific situation.
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3.2.2 The Case of the Tuscan Berke.

Tuscany is a region of central Italy where the development

process, due to mall and medium compeales and spread of

enterprising and of technological innovation, has been particularily

vivacious.

With Emilia and the "Adriatic Linea regions, Tuscany

has had a type of development ( the so-called "third Italy;

in that itis distinct from both the backward Italy of the South

and the "industrial triangle" of the North) that has turned out

to be particularily capable of handling,with flexibility , the

shocks sf the seventies, and has therefore found theoreticians

and supporters in Italy and abroad (see Brusco, 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. partners 1 employers' stud tradounion organizations,

public bodies etc) . We wished to verify, in this region and

within the ambit of this model, if participation in the

training process has retained and followed the changes in training

im the banking sector.

It is necessary to point out that the value of the case

is more emblematic than representative, in fact, we find our-

selves in what the experts call the best conditions for efficacious

Participation in training activities. Besides, the principal bank-

ing institutes operating in the Region are public law bodies

(Monte dei Pasohi di Siena, Banca Toscana) or Savings Banks

(Cases di Rimparmio di Firenze, Casco di Risparmio s Depositi

di Prato) or Popular Banks (Banca Popolare dell'Etruria); The
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data of these banks confirm the fact that tiwincrelse of female

employement is considerable(+ 96% in the Bence Toscana , + 36%

in the Monte dei Paschi,+ 110% in the Rance Popolare dell'Etruzet,

+ 45% in the Cases, di Risparmio di Firenze and as much as +45% in
the Prato savings bank),. Besidespit is significant that the

increase in first and second level clerical women staff corrisponds with

an equivalent decrease in male occupation. In the upper ranks ol employ-
ment the growth of female employment is more relevant than that of

males.

From a number of company contractd an increased demand for contrac-

tual regulation of training emerges quite cisarly.

The supplementary contract of one of Tuscany's leading banks,

following agreements between the social partners , raises the minimum

training period for newly hired first level employees , which the

1983 National Collective contract has established, doubling it to

eight weeks. Of these four are for theoretical- 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 and/or

at one of the company's branches or at the Offices of the General

Direction.

As far as the second level staff is concerned ,( which

with the preceding level represents an important female

employment sector ), the supplementary contract multiplies the

minimum training period forseen by the National Contract for the

newly hired, by two and half, taking it up to five weeks

Of these, three weeks are dedicated to theoretical- pratical

training at one of the Centres and two for job adaptation.

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

necessary to use the training time of first and second level employees
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differently from the norms set down in the contracts, it is

required that the bank comunicate this to the company Unions,

Recently, on the basis of initiatives carried out by the

company's trades unions , another banking institute operating

in Tuscany stipulated a supplementary contract with the company

for the training of white collar, caretakers and auxiliar staff.

This contras forsees that newt;,. hired white-collar staff avail

of a training period of at lest twelve eeeks;to.five of these arsalso

eligible employees promoted to the first level from the lower level

or from any other career level. To this course, devoted to banking

fractimat the Traintng Centre, all are eligible.

This period is Zollowed by the placing of the newly employed within

the staff at the Head Branches or Autonomus Branches for pratical

training for four weeks under the guidance of experienced staff

of the branches themselves. The remaining three weeks are dedicated

to training in the lranch were the employee will work on a

permanent basis.

A further specific clause agreed upon by the partneri 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 thirteen days of 4ich three are dedicated

to " information " and the other ten to " coaching "

The first level employees, the clerks and ushers are eligible for

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

is given The four subjects are: basic course, a course on bank

credit issues
. , a course on questions of organizaticbn and finally

one on ttEmez requestes by the participants.

The "specialization courses" may regard the following topics:
Executive functions, Risk Management , PoreiSn Banking , the Stcok

Exchange, Development/Marketing, and may be attended by upper

level employees and those first level clerical employees at the top
of the seniority lists.

At the end of each course the participants undergo a qualifying

exam etyma four bank emploreee nominated by the Secretariats

of the Trade Unions take part.

Those employees who pass the exam have the right on the basis

of their placing in a merits list, to choose a branch office of the

ones indicated by the banksat the moment of setting up the courses
where the specific qualifications learnt at the courses are put to use.;

Prom the date of nomination on 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 legit

between Assicredito # and the 1Janking trademnion organizations have

permitted the drawing up of ma agreement for a collective national

contract for the "cadres", the white collar staff, clerks and ushers

of the credit sector.

)0 Banking Employers' Association.
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The new contract conditions, which will remain effectivw

until 31st. December 1988, face themes connected with the

organization and technical functioning of the banks, such as

flexible working hours.

As far as the role of the trade unions is connected a

greater number than before of informative communiques regarding

aspects that most directly concern work relations, are foreseen.

In particular it is foreseen that the company grant to the

trade unions, at their request, information concerning topics

such as amP/03taent trends and the deitination of the newly

employed to the various branch offices, indicating separately

data concerning males and females.

Besides, the national collective contract requires the

separate communication of separate date on female and male,

staff is far as training and turnover are concerned.

Finally, the new norms foresee that the criteria concerning

distance control of employee performance and CIPL be set down,

and define and regulate the new class of the "cadres" ( estab-

lished by the cadre recognition law of 1985). This category

is eharacteri tad by functions that involve particular hierarchical-

executive responsabilities, that is, elevated professional skill

and decisional powers.
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2,3 dondliidiAs

Definition by contract of contents and duration of

csarees , the extension of the minimal training periods,

obligations concerning information and consultations, participation

in the Examination Boards, forecasting and planning of job

opportunities and placing within career structures: these

arc the new (initial bat qualitatively important) signals of

a more decisive contribution by plant-level bargaining towards

the definition of the role of the social partners in training

processes.

These signals qualify but do not change the opinion that

the level of real involvement and control is insufficient.

"Participation in training processes is nonmaxistante, one director

of an important bank training centre told us. Participation

( even in -the most advanced situations such

as Tuscany) hardly ever goes beyond setting down in contracts

some aspects concerning participation. The agreements (with

some significant exceptions contained in the last contract

platform) 7121ssecificindzconceffeme
The increase of female employment in the sector, with all its

training implications, seems to have taken place largely

outside the active intervention of the trade unions. Besides,

in general, the unions seem to have encountered great difficulty

in following and controlling processes of restructuring and in

overcoming their traditional weakness within the sector.

Once again an efficacy constraint in participation in train'..

ing seems to be closely connected with constraint in the evolution

of the industrial-relations system. The paradox lies in the

fact that it is within the very sector of banking that the
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participation in training is.most wanting and *cakestand.

adaptation to the mechanisms of industrial relations is the

slowest and the most laboured. In fact in banking the internal

labour market is in great expansion, the upgrading of qualifications

and the growth of employment is noteworthy,there is still some

form of public regulating defend' against competition and the

demand for training is on the increase and "qualitatively'.

improving.

Thus in the very humus of favourable conditions (markets.

regmlationplabour force structures), where setting up dialogue

shetlid be easierione encounters greater delays and resistance:

Therefore the casewstady, in conclusion, points towards the

importance of conditions of a subjective nature concerning

the role of the ,social partners, the strategies of the collective

subjects and their capacity for representation.
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T A B L E

Bank employees in percentages according to sex and skill levels

Mesh

1976 79.3%

1980 77.4%

1984 76.6%

71111-

ear

Executive

Women

20.7%

22.6%

23.4%

White collar Subsidiary

V% of

2.396; 4.6%

2.8%1 5.3%

3.2% 4.2%

% of total Y. F. % of total M.

19761 99:476 0.6% 12.1% 75.3% 24.7%i 79.7% '97.7%

19604 98.8% 1.2% 11.1% 74.0% 26.0% 79,0% 97.2%

1984: 97.4% 2.6% 13.2% 71,9. % 28.1% 79.4% 6.13%

Year
11M10111111111

1976

1980

1984

Auxiliaries cleaners and other manual staff)

f total

CRORA research carried out by the Bocconi University of

Milan va a sample of 175 firms.

2.0%
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Summary of participation in training in the banl..;-from an empLr;.cal survey

Who is
engaged in
training?

Reference

models

Aims
Trainees
Methodolo-
gies.

Role of .

the social
partners

Phase 1:begiani
:1,7;s and

dation 1971
1980

- 83.0 of the
firms intervie-
wd
- the large ban
ks of the North
and Centre
- Since 1975
all banks oper-
ating at natio-
nal level.

- Vainly exter-
nal specialized
training-centr-
es
- job-specific

coaching.

Phase 2: the actual
state of thln3s
1981 - today

12,t.; og rema...-.g banks
- spread to a number
of banks at local
level.

- Internal/external
- University teachers
- consultants
- specialized training
- beginning of closer
links with
internal labour
market and career
partners.

4. Newly-hired Training geared to
waite collar changes
and executive - Organization develo-
staff (specia- pment
lized services) - Productivity effi-.

- Teaching ciency
through - Management training
discussion for executive's

- Specialist training
for al1.4hite-collar
staff

- Basic training for
newly-hired

- Diversified teaching

M

Isolation
of the trai-
ning process-
es from the
production oa
es

-"Selfcentred"
socialization
training

- Training is
considered by
the staff
distant and
inefficient.

- training gradually
integrates itself into
company planning

- The request for tra-
ining by the social
partners grows and
spreads

- Effective participa-
tion of the collective
sub,;acts in training
still wanting

- Beginning of the re-
gulation of duration
contents etc, through
contracts.

Phase 3: prospects
for the nineties.

- almost all firms
will effect tra-
ining.

-Internal/External
- Changes of methods
and contents
- Integration of
training with career
structures and with
internal labour
markets.

-Productivity/efficiency
-Needs 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 employ-
ment cuts.

- Demand for parti-
cipation must go
beyond mere sti-
pulation of agree-
ments etc. and
towards planning,
assessment etc. of
training interve-
ntion.

Reference: Paaacucci.and Mc Spatafora: "Inclagine" 1986
. ;
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3.3 Some experiences in the metal and mechanical
sector in the losabarkr Region.
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3.3.1 2he role of the social partners in the Vocational-Training

System in the Lombardy Region.

The regional laws and norms of Lombardy foresee and guarantee

the partlapation of the social partners in the planning1, implemen.

tatioa and assessment of training activities with a number of

difforent modalities which can be summed up as follows:

- planning of the training activities. Representatives of the

Employers, and Tradeunion Organizaticond are members of the bodies

charged with planning: the Provincial Commissionu for Vocational

Training Se.: up within each province, and the Regional Vocational

lraining Council. A protocol between, the Regional Government and

the trade unions is foreseen by legislation. This protocol allows

for express and preliminary consultation of the tradeunion organ

izations with regard to most of the important decisions to be taken

by the Regional Administration, among which the longterm plan for

Vocational Training:

witting up of a special committee (Comitato di Controlla Socials )

in every Vocational Training Centre, composed of representatives

o2 the Employers' and the Trade Union organizations. It is compuls-

ory to obtain the opinion of the Committee on the most important

decisions c the centre: proposals for activities,criteria for

the provision of services to trainees, disciplinary regulations,

didactic experimentation, etc.

- the social partners shall be represented on the Examination Boards

having the faculty to grant certificates of qualification and

specialization:

a special consulting committee is foreseen for those training
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activities held outside the Vocational Training Centre system

(for example, projects financed by the EEC and/or the State and. the

Region, and therefore all training prijects aimed at requali-

tying workers) . This Committee aids the evaluation of projects

with theparticipation of representatives both of the Employers'

Associations and the Trades Mions. For such initiatives, 19

forseen, a final test aimed at assessing whether the objectives

have been reached or not 'ore often than mot , in fact there

is no Certificate of qualification or specialization at the

end of the courses. The assesament' is to be carried out by

representatives of the regiozel authorities, of the: regional

Labour office and the social partners

It noes not appear easy to sum up the experience of participation

by the sccia partners owing to the complexity andhveriety

of levels sad mechanisms involved in the implementation and

the asseseMent. of.training intervention. Certainly the

contribution of the social partners would seem to be present

in a more continuos and efficient way at the moment of

planning rather than at the moment of implementation.

This may be due to the fact that the present organization of the

Vocational. Training Centres is of the "061%001" type, which

explains the difficulties met by the social partners when trying to

play their specific role. Even at the moment of assessment of train-

ing initiatives the rarticipation of the social partners seems ram

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

firma or by the centres in collaboration with the firms.
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Elm to ant trends in the metal and mechanical induct

Accessions

Separations

1984/ 1983

67,505
-4,925

72,430

GIG -yearly

moving

ages
.

45,203,000

1985/1984 1986/1985

a Louba

78,'79 90,007
.2,047 1. 10,388

80,326 79,619

42,438,000 34, ,000

The mechanical sector has been the scene over the past few years
of important restructuring due to the introduction of the new

electronic technologies that changed radically the organization of

work,of traditional profiles. The introduction of the new technoloom

gies has particularily Affected the composition and quality of

employment. In this context training has been and goes on, being one

of the most important mechanisms that accompanies the changes

created by technology.

As an example of this we give the data emerging from a survey

carried cut on behalf of the Lombardy Region by theIRER (Institute

for ECOM4M10 and Social Research) of Milan in 1986 on a sample of

98 companies. The data show the relative importance of

these changes with regard to the different occupations

( see Table 1 p; 124)
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Effects on employment of technological innovation. Percentage

variation per type of professional profile:

RD and technical offices

Managers

ProjestAesigners

Software experts

Technical designers

Blue collars

Sales and purchases

Sales and purchases experts

(buyers, agents, salesmen etc.)

Technical Sales assistants

Production

Machine operator

'Numerical control machines

Toolmakers

lechanical. maintainenoe

Electrical maintainence

Electronical maintainence

Internal transport

Camenters, boiler operators,welders, plumbers

Unskilled assembly staff

Quality control and electrical subsystems

Quality and sampling of final product

In the Lombardy 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 data:

140r)
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Table 2

Retraining interventions carried out with the contribution of

the Baropeen Social ?and and the National "Fondo di Rotazione"

over the past three years. The enterprises examined belong to

various firm sizes*

YEAR number of Projects Number of trainees

1984 25 488

1985 30 624

1986 20 1220

,
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3.3.2 Presentation of a number of com an case-studies

Of the numerous training interventions aimed at retraining

employees in the mechanical sector carried out on public funds

we have chosen three with different characteristics:

the first case (the Italtol company) represents a formalized model

based upon specially created etructtres, with the participation 0: the

social partners, in the context of a large company involved in an

important and generalized restructuring of various plants and the

introduction of new product and processing technologies. It must be

pointed out that - as a matter of a certain importance - in this

case the participation of the social partners is not limited to

the training packet alone but concerns also the phases prior to

training( restructuring targetslorganization,of labourletc.)

- the second case ( that of the Alfa Romeo Company) presents a sit-

uation of participation by the social partners in the planning, in. the

implementation and encasement phases of training in .aa context of

grave crisis. In particular, participation follows an agreement regarcling

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 must also take into account that the basic purpose,

though not explicitly declared, was that of creating external mobil-

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 outside 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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3,3.3 The Italtel case

The Italtel case illustrates a strategy of

Trademnion involvement in a process of massive re.

structuring of a company due to the passage from

electro-mechanical to electronic production.

Said involvement concerns not only training

intervention but also the organization of work

and technological innovation, that is conditions that

determine the character of training requirements.

The participation of the Trade Unions takes

the form of a systam of information procedutes and

of a company -level technical commission for the

periodical discussion of annual training projects

and plans.

Plant-level industrial relations vis-a-vis spocatio4a1 training

The strategy that has characterised plant-level industrial

relations since 1081 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 ttvt of the 13th. arch 1982.

In particular these latter agreements have identified and

institutionalised momenta of encounter and consultation to discuss

the updating of the five-year industrial plan and to verify period-
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ically the development and management of programmed initiatives,

Therefore, the company and the trade union-Jo while

maintaining their separate. rase of responsability, have chosen

the consultations solution in their search for a negotiated

way to verify jointly types of initiatives to take and to bargain

over the specific means of adapting and utilizing human resoursee

(vocational training, organization of work etc.)

Among the strategies used to reach the targets

identified by the longterm plans, the company has

given e0nAiderable attention to problems connected with

the organization of work and in a more general way to

the need of reaching overall higher production levels

and an adequate increment of efficiency at all operative

levels, as well as to training.

In particular, with regard to this 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.

It was evident that the framework set down by the

industrial strategy plan called for the definition of

adequate training programmes for a considerable number of

workers over a relatively short period. In fact the

plan foresaw an increasingly rapid introduction of

new production processes, a modification of traditional
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..r

managerial roles and a continuous updating of

professional know -how'i

These condiderations ( as well es the training needs

deriving from the unbalance caused by internal and

external mobility of staff) have led to informal

undertakings and specific agreements calling for the

elaboration of mid -.to- long -tern training plans.

A special "technical bipartite commission", com-

posed of company experts and trade union representatives,

has been set up.

The Technical Commission and Planning

During 1981 a series of encounters between

the company and the trade unions set down the basis

of a strategic plan for

Italtel company: the 1981-1985 plan, and more

detailed yearly training programmes.

the

Besides, it is foreseen that the "Technical

Commission" shall establish encounters at plan$ level

14S
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to define procedures by which the partners (firm and
trade unions) can regulate relations in connection

with the operative modalities of the training

Programmes (eligibility criteria, contents, teaching
methodology etc.).

The agreement foresees "written information"

aimed at informing staff aboutiand improving their

awareness oftthe "processes of change taking place

within productions and the contribution expected from
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 in October 1981.

At the meeting a modular treescheme for com
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 creating a number of different

training iterslaccording to the desired requirements
of a technological and organizational nature,and depending
upon the starting and final skill levels.
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The analysis of the themes proposed and the

setting down of the first broad training scheme took

a few months, the definitive plan was part of the March

1982 agreement and accepted as the b-sic document for

the 1981-1985 period.

Since then, the Technical Committee for Training has

met periodically $o dis4uss annual training plans and

lines of priority intervention.

This way, extremely widespread training intervention

has been possible involving large sections of the company's

personnel over the past few years,as follows:

1985 909,634 hours for 8,999 persons

1986 622,516 hours for 7,329 persons.
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3.3.4 The Alfa Romeo Case - ApalluelLander CIG Reitme.

The Lombardy Region intervened stipulating an agreement between

the social partners which foresaw the institution of a

mixed commission of the Lombardy Region itselt* the

Trade Unions and the Company along with the Body running

the courses (ANVIPA2). This intervention followed an

agreement between the social partners, at national level,

which foresaw training intervention for workers under

CIG of two mein types: the first aimed at retraining

with a.view to filling new jobs within the firm itself

and therefore with the " guarantee " of re-employment;

the other was aimed sore generally at increasing the technical

and professional skills of the workers and was based upon

professional figures not related directly to ths company's

restructuring plans and therefore did not offer any "guarantee"

with regard to re-employment.

The Committee's task was to verify the application of

the aforesaid agreement relative to workers in the Lombardy

area. The regional agreement also gave the Commission the

task of examining and expressing tts opinion regarding

all the training interventions planned by the company

and foreseeing public funding, so as to verify inter-

relations between training and the company's plans for

restructuring.

15i
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The 1982 agreement'

The gap between commercial needs and production

capacity induced the Alfa Romeo Group to ask for recognition

of its state of crisis, on the basis of the law governing

0/G. The provision was passed by the Ministry for Labour

in May 1982.

In this context, the Company stIpulated with the.

Trade Unions the agreement of March 1982 which aimed

eV...recovery of productivity by re-establishing relations

between direct and indirect labour and recovery of running

efficiency"

In particular, said agreement established recourse

to CIG an and from 18th. March 1982 for 5,708 employees,

a part of which was to be involved in "suitable training

aimed at updating and at skill recovery".

It established , besides, that the aforesaid

training shall be a.a.med at:

A. the requalification of personnel with a view to reutilization

in new activities,

B. the growth of technical and professional know-how.

On the basis of the elements quoteditha schemes foi a

training plan for white and blue collars was drawn up:

1504



133

The following general objecaves were singled out by the
agreement:

- to give basic training in know-how and skills such as to allow
for the performance of new tasks (requalification)

- to give skills, supplemenUry tg those proper to the trade

( increase of technical and professional skill)

In other terms the #raining interventions must contemplate:

- fora part of the trainees technical/pTacticil
training so that they are enabled to carry out tasks

different from, on in any case at a higher level, than
previous ones;

.1

- for the rest of the trainees the training

foresees contents relative to the themes contained in the

agreement itself (indistrial accounting, quality control Eat

guarantee offproduct, industrialization of the product,

informatice,plant and machinery maintainence, integration of
production processes).
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3.3.5 The Eroole Marelli Company : Mobility outside the firm

The crisis that hit the Ercole Marelli firm

(under extraordinary administration) led to considerable

redundancy of both white and blue collar staff.

At regional level an agreement , aimed at re-employment

of workers declared redundant, was drawn up. This agreement

foresaw the setting up of a nixed Region-Trade Unions- Company

Comwdssion.The "Lombardia tavoro "(a company in which.the Region

is the major shareholder and Wich aims at favouring the matching

of labour supply and demand) has been called upon to participate on the

Commiasioa.

The CommiSsioniwithtbastwort of Lombardia Lavoro, tried to tad

out employment prospects and in relation to thew planned ad hoc

training interventionyThe Commission has re-examined its mandate

at the end of each reemployment .operation.
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TABLE 1

Chronology of the courses for Morelli staff on 0,I,G,,

11th June 1986 General assembly at the E.Marelli works for the presentation
of the project. In the morning the factory- workers

were present and in the aftwrncon the white-collar workers.

Total present about 150/160 person.

Those interested in following a course were asked to

answer a questionnaire giving personal data and to choose
a course offering also an alternative choice.

The choice was among the following courses:

1) Blectric-Mechinical technicians and winding

fitters

2) Traditional tool-machines and computerized

numerical control machines

3) Polivalent maintain ante personnel.

4) Welders and *carpenters,

5) Catering,

6) Import/Export administation.

7) 13,7retEds1 -Office automation.

8) Elect nnic computer progranmsys,

9), Public transport drivers.

The persons involved in the various phases of

training were 125 in number.

114 answered the questionnaire.

30th. June and The applicants took a psycological and aptitude test.
the lstv2nd, Present :109 persons.

July 1986

4th, 5th; Parsons.' interviews were then held at Wich 122 took part.
7th4thOthIlOth the ghoice of the courses was made by 108 persons.

%%1
11th, Of these four chose the *Catering" course Wtch. was not
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2nd September

1986

17th,18th and

19th december

1986

136

held, Those who dropped out during the various phases

(beginning, during the courses and before the and):25.

Beginning of the courees3Thoee who began numbered 92.

Those who completed them 73.

: Assessment at tie end of ths courses and conferring of

certificate of attendance.

156



137

WW1 2

Implementation relative to the training projects under the agreementsbetween the Ercole Marelli firm, the P.L.M. Pederazione LamoratoriMetalmecoanici ( The Metal and Mechanical Workers' Treduzion 4'ederation:and the Lombard Rogion, of the 20th. duly 1985:

Within the 15th. September , the enterprises interested in settingup vocational training initiatives, aimed at the re- hiring of
workers from the Ettore Marelli firm, under extraordinary administratiotshall present their application to the Lombardy Region's Educ,.;ionaland Vgcational Training Offices, so as to obtain access to the funds
foreseen br the European Social Pund.

The training projects, which shall take place as and from the begimning of 'the 1986 financial year, must be in keeping with the new
requirements approved by the EEO commission for the European Socialhand.

The courses may be held:

a) care of the Vocational Training Centres backed by the Region
(those of the Region itself,' of the local authorities, of
consortia etc..)with inclusion of workers in courses already
planned or about to be designed especially for this case ( the
intervention shall take place with the support of the firms
interested on bases to be defined hereafter);

10 care of nonRegional structures (suitable for the training targets
to be reached) or care of the firms themselves;

c) in mixed fora, that is alternating between the Regional
centres presumably for the theoretical part and the firms for the
practical part.
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GENERAL SCHEME DF

PICTURE OF THE INITIAL SITUATION AND OF THE

ORIENTATION

electro-mechanical tech-
nicians and winder-fitt-
ers

393 HOURS

5173FiVEiiiTTERIT57077M7---
machiner7 and computerized
machinery

393 HOURS

welders and welder- carpen

ters
314 HOURS

informatics,white-collar

area (two classes)

321 HOURS

1

welders

75 HOURS

welder-carpenters

75 HOURS

.......d administration aad

accounting
29 _HOURS

drivers of public trans-

port
286 HOURS

secretarial and
office autosation

291 HOURS

language programming

(basic)

291 HOURS

self-employment 6 HOURS



Chapter four

Survey of the attitudes of the social partners towards

artici ation in vocational .vrainin
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The survey was carried out over the Dmember 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 representatLves of their organizations.

.1e obtained nineteen answers, shown hereunder in the Synoptic

Table. Of the nineteen three were institutional subjects, seven

belonged to the larger industries' employers' organizations, two

to co-operative organizations, 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, elements regarding

perception of the reasons behind-and the significance 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 f¢° tan future should emerge.

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 beneficiaries 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 need for

considerable reform of participation mechanism
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The judgement on the state of the training system expressed by
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 economy; rigid,
bureaucratic, prone to be patronizing and very unbalanced from
area to area". Drier and more lapidary the judgement expressed
by another representative organization: " the system is falling
to pieces".

The prevalent fact that emerges from the interviews, is

that within this context of widespread dissatisfactionithere is
a great differentiation in the level and in the quality of

participation and therefore in its perceived efficacy.

the framework presents an ample spectrum of situations;

some regions and provinces have at their disposal instruments for

collecting information on t';12 training systems capable of suppor-
ting procedures of periodical aipaysis and control. Other regions
are unable to give exact information concerning the effective state
of vocational training financed and run either directly or on the
basis of conventions. Only a minority of Regional Administrations
draw up Annual 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 chane
the system Some, complain about the sterility of a "general dissa

tisfaction, which is expressed on all occasi-ms when planning is

carried out... but which offers no concrete solution nor ielts
practical effect". Actually, from the survey itself there emerges
that the social partners have no clear perception of the changes

taking place.

16.E
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There are besides very few iadicati3ns of concrete cases.

The principal flaw that the survey identifics is the

gap between the institutional space allowed for participation

to the social partners in planning intervention, which the

majority considers sufficientiand the evaluation of the efficacy

of involvement by the social partners in observation, analysis

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 a mechanism for observation and

evaluation of efficacy by the social partners, especially in

connection with training within the firms. Not surprisingly

this lack is also responsible for the much lamented absense of

effective control., event/rough there are a narYoer of company

cases of tradeunion participation in retraining processes

connected with restructuring.

Even more ineffective and indequate are judged the

institutional mechanisms for oint assessment of the efficacy

of training, especially at central level. It is only in con

nection with.CFL that institutional joint organizations for the

evaluation of training activities operate.

In any case, the assessment intervention by the

partners is seen as distant and somehow abstract because it

is constrained by the nature of conflictual relations.

"Tlerc are theoretical programmes but there are far fewer

practical projects inspired by concreteness such as there would

be if the convergence of interests were riot only achieved at

political level but also and above all at technical and econo

mic lel-el".
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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 texcessive 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 connection with the role of

the training of "trainers". In general the attention to-and

participation in-the question of the training of trainers

by the social partners is considered insufficient, even
if this point is indicated as a priority and as a problem to

be solved urgently. In this regard two important indications

emerge:

1) first of all, it has been seen that recently an advanced

services activity, as a support to training, that makes "the

figure of the trainer less important than before", is develo-

ping. Furthermore the new professional profiles of "the

training activity project designer", and the profile of the

assessment and controls expert, are neither codified nor

codzmplated by the training system nor by the participation

mechanisms;

2) secondly, the technical re - adjustment of the quality of

training given by the system is not always seen as deriving from

processees.of "internal formation" of trainers nor from requa-

lification of the structures. Many propose "opening up" the

system to external contributions, to the market and above all
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to ad hoc specialist consultants. "It is 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". Thus the spenialised contents tend to be privile

ged over pedagogical issues.

Some point towards "the creation of a vaster market for pro-

fessional training, thus destroying the monopoly-type "regimes"

in existence today".

3) The implication is that the requalification of the system

requires the mobility of teachers which, in the jargon of

the social partners means favouring a cutting down onand a turnover

of-the system's permanent teaching staff. This evidently creates

grave problems for the social partners directly involved in the

management of training 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' staff. In this capacity the social

partners have sometimes played a " conservative" role by trying

to maintain the existing system and by acting as a check on the

changes deemed necessary.

Another theme that is commonly indicated amo....g the causes

of inefficiency is that of the "politicization" of participation.

The will to partecipate is in the intentions of the partners

considerable, but because scarsely productive, due to the excess

confusion of local political interests 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 frequently the contrasts (both

ideological and those more strictly connected with represented

interests) that emerge on some occasions, spill over and compli-

1114
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cate the contrasts that emerge in other bargaini10 contests."
At times politicization takes the for of party-political

interference,like when "the task of elaborating programmes is
assigned to consultants often nominated by the political
parties".

But besides the "conflictuality" and the "politicization"

questionsithere are other characteristics of the industrial-

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 "contractual"
kind, as some point out, in that training is one of the themes

connected with information procedures within the firms bargained
for in the collective sectorial contracts, and is generally a

part of the tradeunion claims platform. Participation, therefore,

seems to follow the same cyclical and seasonal pattern as

contracts and contract deadlines.

A second characteristic is the "conflict-depenaent" nature

of training, above all that at plant level. The Involvement of

the social partners, as far as the "newly-hired are cocerned,
ie limited to managing the financial and others provisions of

legislation" (such as CFL). "In the other cases (internal

mobility, restructuring etc.) participation is expressed eisen-
tially within the wabit of more general company level controversy
and subsequent assessment phases".

thirdly, to the characteristic of the excessive formaliza-
tion of participatior must be added the complementary one of

the rigidity of guidelines and procedures. It is essentially

the training institutes that complain about the limitations

created by the quantitative and formal assessment criteria imposed
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by the concession conditions of Regions and the 'Ainistries

and by the difficulty of acceeding to the facilitations pro-

vided by institutions such as the Fondo di Rotazione and

the European Social 2und. 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 to

influence and orientate more. It is paradoxical that this

rigidness penalizes above all exchange and concerted action

at inter-regional and international level: the opportunities

offered to training at inter-regional and international level

are considered lacking. The possibility of experiment is

limited besides; in this regard the negative effect of "abuse"

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 "resr:nsible

for the institutions tend to interpret the norms rigidly and to

restrict the possibility of experimenting new training routes".

Lastlyjparticipation is seen to be "procedural" and

formal, often "bureucratic" and left"in the hands of local

politics"lso much so that it sometimes becomes a mere "obstacle

to the administrative and organization efficiency of the training

process"; in the eyes of the social partners participation of

this kind reproduces the 'faults" of the industrial-relatiJns

system.

166



147

Against the backdrop of this strongly critical self-
pr-scntation the perception of the changes taking place in the
system of participaticipation in training emerges, even if this
perception does not seem to us sufficiently widespread, informed,
and up to the enormous size of 'chase changes, which often emerge
on the margins and the out-skirts of the system.

In general all point out the "growing importance of the
consensus of the social partners both at legislative level where
it becomes the requisite for procedural agility (for example CFL
as per law n. 863) or the priority condition (for example CFL as
per law 113) for the approval of work-training projects and.at
bargaining level (Intersind-'2radeunion agreement of J...zuary 1987)
so as to favour the spread of the CPL.

But the principal change "is above all ideological and
means ceasing to consider 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 interventions in support of restructuring, training tends
to act today as a productive investment and a factor of company
development.

According to some, we are going through a phase "of

restructuring of staff and structures" which should lead to a .

shift of participation in training from support "to the logic of
assistance that of economic development; from.a:"sooial-welfare type
recovery of school drop-outs" to the creation of new classes of
technicians, managers and enterpreneurs.

The transition 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 seem to note

the prevalence of "neutrality", seen however as "inefficacy"

with regard to implicitly presumed objectives of utilizing training

as a strengthening mechanist.. "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

subjects involved7whereas it pointed out that "the discrepancy

between bargaining power which the partners wield at national

level and consolitatad equilibrium at local'level" tends to

increase. Two indications 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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-4 These answers show how, on the one hand, par *icipation in
training is seen as an instrumental way of strengthening besides
the production' the bargaining Dower of the oartners and
the industrial-relations system; on the other, how the inefficienr:y
of the participation, 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 "strengthenowerof the partners
when real and effective trainin: rocesses are involved"

Of great interest are, therefore, the changes revealed by
the exceatival to the general rule of inefficacy of participation.
For example, 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 co-management regime, has provided

(in agreement with the Ministries and other,public authorities
interested) for the 'definition. of 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 corrispon-
ding with these 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 sta.

tutary definitions of "profession_lity" as foreseen by tha 1978

"legge quadro".

The question of those bilaterall Bodies 00721211101 was put
into the questionnaire, among :,thers, to verify the possibilities
of extending or generalizing the model in other sectors. An inte-
rest in the formula emerged clearly from the answers, as well as

perplexity concerning the difficulties- that mechanical transposi.
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tion might create. On the one hand, at least in theory, the intro-

duction of bilateral Bodies should lead to a greater and more er...

ficalious participation "improving the role and the reliability

o: training and its strategic integration, beyond its correct

collocation the bargaining context, guiding its development and

everyday application within the production process. Besides co-

management is expected to imrrove the competences of the partners

in the field of training and increase the number of people caplble 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 encourage,) the practical functional

.difficulties and problems emerging from experience or foreseen

for the future. The answer: point out the following difficulties:

a) it is necessary to guarantee to the Bodies an efficient minimum

dimension and at the same time a sufficient coverage of differsat

sectors and regions and au appropriatetargitting to the demands

of the enterprisesi b) it is necessary to bridge the gap' in

industrial culture and behaviour which still makes our industrial

system excessively conflictual and antagonistic; c) it is necessary

to redefine the participation system, giving to the joint Bodies

a direct-participation role on the Commttees foreseen by the

"legge quadro" and by the various Regional laws, which implies

reform of the legge quadro itself; d) "it is necessary to avoid,

in a 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

responsaeilities over the running of training.

10
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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 possibility 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 identifies
are, on the one hand, the tc,dency towards a greater personal
involvement of the workers taking part in training activities; on
the other hand, the spread of practices of "informal"interaction
among the social partners.Above all it has been noted that alongside
traditional formalized agreements, 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" hypotheses of restructuring
and absorption of excess

labourcccur.Tdsistr..ein particular of the
small firms and is extended to stioni concerning the initial
training of the newly hired Ind to "some key-figures more directly
involved in process of technological and managerial innovation,
and (generally, working figures of medium and medium-high levels)".
The cunsistency of these informal agreements is calculated by
one commentator to be round 30% of the total.

As far as the new trends and new institutional forms

(re-elYaluationeapprehtdreAtpandin-arm training, CPL and continuing
training) are concerned, attitudes are not very varied even if
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 considovation given to it as a sign of cultural
backwardness. The attentions the partners towards, and their role
inothe choice and the quality of training increases both
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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 at negotiating opera

tive modalities of training.

With regard to in firm training, we have already said that it

regards training of adults ir, cases of reconversion, but forms of

participation in initial training processes within the smaller

and medium firms and in co-operatives also emerge. With regard

to continuing training we must mention the expected reform of the

C.I.G. (the bill of Jan. 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 betweeu

schools, universities, research centres and vofessional-training

centres, and the promotion of training "staL ," su.d practical coa

thing 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, specie
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lization, less bureaucratical and procedural differentiation and
a more ample directive and co-ordinating role for the Labour
Ministry. The priority of intervention and the recommendations
concern: greater exchange of information and greater confronta-
tion with other countries; the experimentation of pilot-centres,
above all offering services to the firms and at the same time

providing training; 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 social part-
ners, the control of the efficacy of (enormous) spending connected
vith training,

A fical question concerns access to financing; a certain
number of answers held that it would be oppdrtune ,to make

financial benefits available 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 Training to

co-exist. In this latter case greater control and powers of sanction

are requested. Some propose, instead, automatic mechanisms of
(partial) "fiscalizatioa" of training costs (that is procuring

funds from the tax budget).

_1.73



SURVEY OF AT7ITUDES OF THE SOCIAL PART...;ERS :,.)N O2aNING

PARTICIPATION IN TRAINING AC 2IV IrIES (386 - 193?)

SY'NOPT'IC TABLE



;s 1/2/3
The extent
of partici-
pation ia
planning

s. 4/5
The.effica-
cy of parti-
cipation -
analysis
and planning
of the
trailing
system

Q. 6
Specific
aspects of
participat-
ion:
progralmes
and contents

Q 7
Specific
aspects
of part-
icipation:
running of
training

Q. 8
Specific
aspects:
control

Q. 9
Joint
evaluation
of train-
ing pro-
cesses by
the social
partners

11

Sufficient but
with respect to
projecting
and contents
the trade unioas
have lithe
weight anc. the
fizas great
powers of
discreation

Scarce,
harmful to
administrative
efficiency

Does not
appear

Does not
ap;)ear

It exists, but
its efficacy
is pratically
nil.

It does not
exist

155

12 13

Sufficient ,

extensive,
widespread

Sca.ree

:;ot suff-
icient

Scarce ,

absence
of assess-
ment of
results
obtained

It exists Not to be
at general fovnd in a
level and generalized
during for- manner, but
mal evalua- only on the
tion of pro basis of
greunmes and agreements
contents. drawn up

by the
partners.

a

It is to be Rare cases
seen in an of joint

indirect managment, a
way and has difficult to
little in- gear to
fluence up- needs.
on real needs

Not
apparent.

iI CI

not suff-
icient

scare.:/
inexistent

scarce

It occurs in
Organization:
and in
Consortia.

Highly Does not
insufficient a exist.

Not conside- Does not
red suffi- exist
cient, it
takes place
locally and
sporadically

175

a Does not
exist ge-
nerally,
only in
rare cases.



Qs. 1/2/5
see p. 153

156

C2 01

To be found in particular in cases of
the setting up of co-operatives and
in case of mobility. The institutio-
nal spaces are held to be sufficient, Sufficient
while some regional norms are narrow
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.

,70. 4/5

see p. 155 Participation of co-operatives is
important and useful, but within

the ORI it is minimal and there-
fore has little influence upon the
promotion of changes of a greater
weight/t appears quite different
from case to case.

Good

02

Not
Sufficient

Scarce

Q. 6

see p. 155 Participation is considerable in that .the
institute's programmes are based-upon

Notthe needs expressed at territorial Exists out
level. Efficacy depends upon the only formally apparent
ability to carry out training aimed
at specific targets, and is penalized
by the rigidity of the guidelines
avid the procedures, especially those
cf the European Social Fund.

Q. 7

see p. 135 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.

Q. 8

see p. 155 Only in particular cases.

Q. 9
see p. 155 Generally yes.

176

Exists at
regional leva
1 but it ma-
nifests itself
only in the
form of pre-
liminary op-
inion

idem

It does not
exist .t

central and
national
level

It exists
but is
scarcely
productive

Irrelevant

Exists in
positive
form only
for CFL



4. 1/2/3
The extent
of participation
in plaaning

Qs. 4/5
The efficacy of
participation -
analysis and
planning of the
training

Q. 6
Specific aspects
of participation:
programmes aqd
contents

q. 7
Specific aspects

. of participation:
running of trai-
ning

Q. 8
Specific aspects
control

Q. 9
Joint evaluation
of training pro-
cesses by the
social partners

137

03

not sufficient

in concrete not
relevant, although
the conditions
for applying it
exist.

not suffi-
cient

scarce

To be found in
the CRI, but
there are problems not to be
particularly when found
managed by third
parties

Occurs during
choice and asse-
ssment of projects.
The running is
handled by others
often chosen by
the partners.

to be found in
the way pointed
out at Q. 7

exists in a po-
sitive way withizu
the regional com-
mission for vo-
cational trai-
ning

not to be
seen

does not
exist

there is
no insti-
tiltional
place for
it

177

05

Scarce, only infor-
mative; confron-
tation only for
one specific
project (training

of managers)

2

2

does not exist for
training, in the
strict sense; it
exists in law
113/86 (CFL)



Qs 1/2/3

see
above

Qs. 4/5

see
above

Q. 6

see
above

Q. 7

see
above

Q. 8

see
above

Q. 9
see
above

138

0 6

Reservations of a prevalently
political type re-emerge on the
occasions institutionally fore-
seen. Broad involvement of the
social partners in the planning
of regional projects should be
verified during application and
implementation of the regional
norms.

As per point 2 and 3, one hopes
in a more comprehensive planning
by means of greater co-ordination
with the regional market Obse-
rvatories, the research centres
and the school system and the CRI

the concrete application of
the mechanism should be verified
by the central and regional
level

idem

idem

S 1 5 2

lot sufficieat Not
sufficient

Scarce. Dhere Scarce in
are concrete the train-
examples with ing system
satisfactory re- as a whole
sults, thcmgh
only in very
limited and par-
ticular cases.

to be found
only in parti-
cular cases
(as point 4)

to be found
in a con-
crete way
only in
relation
to plant-
level bar-
gaining

not generally to Not genera:a.)
be -found; when to be found
it is the resul- but when it
is are positive. does the re-

sults for
those cases
are positive.

It exists in a
limited manner
as already said
at points
4 and 6

it is not
developed;
it is felt
as a nece-
ssity.

it is held that it is to be found when it does It does not
at institutional level*(ISFOL) or occur the result occur, ex-
within the Technical Consulting is considered cept in a
Committees foreseen by law 113/86. posit:ore. number of

(for example at ISFOL Ministry for limited
Labour Research Institute) and parti-

cular cases:
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Qs. 1/2/3 Not

LJee sufficient
above

Qs. 4/5

see
above

Q. 6

see
above

Q. 7
see
above

Q. 8

see
above

Q. 9
see
above

very
limited

not found
at all

159

Si

Sufficient, but it
is hoped that in-
volvemeat in the
institutional area
will grow.

Yes, at :rational level
withi:i the Labour Xarket
and Prc7essions Observatory;
sc regional level Zuring the
"Consultative Bodies" that
approve participation at
local level the exteatof partici
paten must be verified case
by case.

good, but it could The positive trends at regio-improve within a nal level towards greaterframework of greater efficiency in the partici-
institutional invol- pation of the social pal-vement triers are not strong enough

and may not be regarded as
sufficient when compared
to the dimensions and the
complex-y of training
needs.

it occurs success-
fully within the
bilateral institu-
tions

to be found it occurs as pointed
in training out at question 6
run directly
by the trade-
un...on bodies

does act
exist

exists and it is
positive

normally it it occurs withindoes not ha- bilateral organi-
pprtn, an at- zations.
tempt is being
made to asse-
sses C.F.L.
with:i.n CR1.

179

During preparation of the
Lturopean Social Auld
projects, and in C.F.L.

Partially positive due
to co-financihg by the
employers' organizations
of initiatives promoted
by the regions.

Prevelently no, in fact
the CRI's control
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 uf
regions (Piedmont, Lo-
mbardy, Tuscany) and
prevalently to evaluate
the impact on employment.



s. 1/2/3

Qs, 4/5

Q. 6

R. 7

159 bis

The institutional space
is sufficient as far as
the choice of territor-
ial, and sectorial prior-
ities are concerned.

Scarce and of little
efficacy.

The efficacy is lbw and
is relieved only by
ritual participation
during formal
phases.

Only in the case of
examination boards
and/or in the case of
particular experimentation.

Q. 8 As the foregoing point.

Q. 9 Only in some forms of

experimentation;

Al

Jufficient as far as
genera: action as qualify.
ing standards are concern
ed.One hopes for greater
agility and clrresponden-
ce with the needs of
the territory.

There have been no
concrete cases.

Does not appear.

As answer n. 6

Only in apecific cases
-nd following specific
bargaining.

Only during processes
regarding mobility
backed by public
funding.

a_
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I 1 2

Q. 11

Changes in Increase of the number Phere
apprentice- of appre:Itices trained, are noship but ways of controlling signifi-

the training activity cant chi
are wanting nges to

be noted

R. %2

Changes in
C.F.L.
(for young
people and
the newly
hired)

Q. 13

Changes in
adults
training

Q. 14
Changes
in-firm
training

Q. 15

Continuous
or episodic
participa n
tion?

Greater institutional
possibility and parti-

idemcipation of the social
partners within the
CRI and at territorial
level

No changes seen
Attention towards the
new proposals for
renewal of C.I.G.

idem

As per point 13, the paR
ticipation is greater
and more infloAnt in ca- idem
ses of reconversion and
restructuring

It occurs for exceptio-
nal and contingent events

Q 16 P7ticipaton occurs
through informal consul-Formal or tations and applicativeinformal
practices. During restr-participa es ucturing and/or reconve-tion? rsion if also occurs on
the basis of formalized
agreements.

,t+

181

I 5

they sh)uld be achieved
concretely by the bila-
teral bodies which do
not yet f.a.:Ition.
Apprenticeship has seen
only a few significant
experiences, also in the
service sector.

In general it is not
possible to pass jud-

gement on the C.F.L. as
they are a recent insti-
tution. In general there
is a fault in them in
that they aze carried out
prevalently by means
of side-by-side on-the-job
coachin3. In the case of
the medium/2arge firms there
have been instances of agr-
eements between the social
partners and the region for
the running of the training
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 type.

It is not extended to the
whole vocational training
system. It occurs substa-
ntially due to mobility and
training of redundant staff
(Protocols drawn up with

the public firms).

the contingent aspect pre-
= vails. It regards interven-

tion due to nobility and
firm restructuring/recon-
version. There is no per-
manent training for adults,
except in a few cases on the
basis of bargained agreemen-
ts

The trend is towards
agreements.

0. I



Q. a. 17

How it effects
the bargaining
power of the
social partners

160 bis

It strengthens the
power of the trades
unions allowing
them to eater iato
questions concerning
the organization of
work, where as for
the firms in general
and with few except-
ions, the opposite
is true.

182

The power of the
social partners does
not appear weakened;
positive the results
obtained in the
Protocols between the
public Companies and
the T.U. Coafedera-
tions.
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11

see above

161

C, 1

There are institu-
tional changes con-
cerning the appli-
cation of Law
863/84 and Decree
113/36 (0?1,)

Q. 12

see above Positive changes
in employers'
attitudes as ?er
point 11

13

see above Not felt except in
a few cases of job
creation

Q. 14

see above It occurs in the
medium/large fi-
rms due to recon-
version and restr-
ucturing processes.

Q. 15

see above a It is of a conti-
nuous nature in
particular with
regard to access
to national/EBO
funds.

Q. 16

see above a It is to he found
following anlica-.
Live practices.

Q. 17

see above It neither
influences nor
modifies

1.83

significant changes
are to be noticed

Some important CFI, projects
have seen carried out especially
in trade and service sectors.

Initiati-es for the conversion
of enterprises in a state of
crisis into co-operatives,
especially in the following
sectors: manufacturing, agro-
food-stuffs and services to
firms on the increase.

This is more frequen'' for the
newly-employed, for organiza-
tional restructuring and/or
for new and strategic functions

Inter-firm and inter-regional
agreements are the most recurring

Mere are no formalized
agreements concerning the
intervention .of the institutes

It has been seen that the real
participation of the social
partners in the training
process improves 'r-eational
Training.



Q. 11

see
above

Q. 12

see
abc.e

Q. 13

see
above

14

see
above

Q. 15

see
aboaa

Q. 1G

see
above

Q. 17

SEe
above

16201

Changes are felt in that the
C.F.L. represents the historical
displacing of apprenticeship.
Anyhow one hopes in a re.aun-
chins of the institution.

Posative changes in the role of
the social partners can be felt
especially in the direct agree-
ments and in the positive cove-
on outlook regardiag decision:
and implementation practice.

It oecuzs tir medium/lazge firms,
in particular !.n cases of re-
structuring and reconversion.

When it occurs it becoaes
continuous.

The tendency ie toward
formalized agreements

a

0 2

Significent chanties can nor
as yet be relt. One hopes
in the greater attention of
the social partners to the
problem of the quality of
vocational training.

one notes changes in the
attitudes of the social
partners towards matters con-
cerning choices and t:ae
quality of vocational
tzaining.

There is no significant
change in .titude e.<-

cept in the o,se of requests
for funds for the training
of those laid off.

184

Theasmall/medium firms are
not usually able to meet
the direct costs of training
witWaa the farm.

One notic)s a tendency
towards a constant use
of consultations follo-
wing vhanges in the la-
boqr market and eate to
technoleigica:.

In general it is to be found
with regerd to *'ale applica-
tion of practtceL

is held that today the
consaraoting power of the
firms is weaker thall the
political weight of the
trade 'anians.
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Q. 11
see
above

Q. 12

see
above

Q. 13

see
above

Q, 1.4

see
above

Q. 15

see
Oovii

q. 16

see above

163
0

In nrantice there are no
significant changes fe-
lt, in that the norms of
law P5/55, are still
applicaOle; there is co-
nsiderao..e economic co-
nvenience.

There are significant
changes with regard to
quality anG the targe-
tting of vocational
training, with topclars
results.

There aro positive
changes in carrying out
training programmes th-
anks to the positive
roles played by the
trade unions.

0 4' 0 5

there has been
a strong inter-
nal institutio-
nal change which
hay, opened up
recruiting to
the vocational
schools.

No significant The public body
changes can be avails of the
felt, the CFL are sptcial norms.
stipulated with At tae present a
the institutional special pl.oject
organizations. for the employ-

merit of the young
(law 113/86) is in
force.

It alas come about
in soeie cases of
tht reconversion
ibf redundant
workers but no
significanticha-
ages have been
felt.

:Positive choages can be They have been
seen alone, the emtire seen ir some
line. case of the la-

bour
of redundant work
ems. Tho Preto-
cols undertake to
supply amplo it -
formation and to
tare sub gestions
JAI.* consideration.

Tt eccums is a
continuous maantl'

It tecos place atter
applicativ4 practice

For internal
training it can
not to found

The problem con-
cerns the retra-
ining of unski-
lled and, in
perspective, mo-
bility processes.

It does not
occur in an
institutional
manner but in
perspective
should concern
the entire area

As question
14

Formalized agre-
ements are drawn
up as per law
113/86



Q. 17

see
above

163 bis

It certainly strenthens
the role of the social
partners; the ambiguity
of the role of the trade
unions remains.

186

If it existed it
would strengthen
the role of the
social partners.



Q. 11

see
above

Q. 12

see
above

'Z. 13

see
above

14

see
above

Q. 15

see
above

4. 16

see
above

17

see
above

164
0 6

There are no significant
changes 'vo Ise noticed i:i
apprenticeship.

The legislative and negotione
changes, within the amoit of
CFL which favoured the spread
of this type of employment,
are considerable.

There is a change in the ideo
logical attitude rending to
considering training as a
productive invement for
firm developmenc.

This does not exist for the
newly-employed, in cases of
mobility it is expressed
principally in company
controversy

Generally speaking it is co-
ntinuous as information and
is present in tradeunion
claims.

Generally formalized in the
medium/large gime, see IRI
and EFIM Protocols.

It strengthens when it
regards real training
processes.

3 1

Changes can not be felts
also due to a certain
cultural backwardness in
the trade unions.

In general there is no great
change in substance. In a
number of medium/large reali-
ties with a strong tradeunion
tradition the operative modali-
ties of training are included
in bargaining.

At presect the situation has not
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
mobility. There are cases in the
public area (GEPI) but almost
ncchins for the newly-employed.

It occurs in a number of par-
ticular cases but not in a co-
ntinuous way. The.tredeunions
claim continuity in training
especially for the newly-employed.

7. trengthens the xole of
t ' trade union.

18"



q. 11

see above

Q. 12

see above

Q. 13

see above

165
2

In 198a an agreement for the artisan sector
was drawn up in which the social partners
undertook to set up funds and institutions
for the control of the training of apprentices.

Changes are noted particu3arly in the action
of the social partners in defining the ge-
neral, national and regional agreements:
- the Confindustria/Trade Union (National)
- the Confapi/Trade Union (Jational)

the Intersiod/Trade Unions (National)
- Confeommer,,io/Trade Union (Regional)

Participation is not a usual practice, it
occur, in cases of mobility supported by
CIG, there is no lack of exemplary cases
of participation.

Q. 14.

see above idem

Q. 15

see above

Q. 16

see above

Q. 17

see above

idea

ides

a

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. 11

see
above

Q. 12

see
above

Q. 13

see
above

Q. 14

see
above

Q. 15

see
above

Q. 16

see
above

32

No changes are felt,
there are negotia-
tions going on.

li6 33

There are positive tendencies
due to the stipulation of na-
tional and territorial agre-
ements; lack of regional
intervention in matters of
information.

in general no great One hopes for a greater parti-
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 modalities and
social partners. employment outlets.

.No great changes Still wanting. Requires a
are felt reform of C.I.G.

It occurs within To be found only in a few
the large groups, cases of newly-hired and in
in CFL and in cases application of'a number of
of intern'Al Gobi- Protocols with public concer-
lity, as.

It appears in par-
ticular as a res-
ult of the intro-
duction of the new
technologies.

The contingent aspect
prevails.

When it exists it Both are to be found in
is due to formalized different ways according
agreements. to the various situatio:q.

It strengtcens the
role of th,e trade
union

Strengthening the power
of the social partners.

189

1

Genera..'v
yos with
revard to
printers

It is
continuous,
different
according
to tuts sp.
ecific ca-
ses.

By ,...3ans of
targotted
agreements
and appli-
cative
practices.

The coAtritzt\a.

ing pover
of the 4i,
partr,rs
remai,.
unchanad,
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34 Al

Q.11 No significant changes No significant changes cancan be seen. be seen.

Q.

Q. 13

Q. 14 .

Q. 15

Q. 16

One 'notes greater atten-
tion to trade-union
matters, but not to
quality.

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
staff.

It is generally connected
with sporadic episodes
and is in no way continuous.

In informal consultations
and in implementation
practices as an exception
to what already said at
point 12.

Q. 17 It does nototrictly speak-
ing, modify bargaining power
but allows for the analysis
of new problems.

There have been ao CFL
in this sector.

No significant changes can
be seen.

Only in exceptional cases
of bargaining concerning
redundant staff under CIG
and invalida.

.Only as a result of '

exceptional- contingent
events.

When it does occur it is as
a result of formal bargain-
ing and part of impIementat
ion practices in the case
of public funding.

It has no influence.
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. 18

Assessment of
training in Italy
today

Q. X9

The reform of the
"legge quadro" on
vocational training
(lines for reform,
short /mid -tern pri-
orities and reco-
mmendations for the
improvement of the
institutions.

Q. 20
The most urgent
problems (scale of
priority)

Q. 21

Recommendations
improving the
institutions

-

167

1

Inadequate compareci with
present needs. One hopes for
a greater extention to gradu-
ates (high-school and univer-
sity), developing professional
training towards a control of
innovation

Upgrading of the quality level
of staff and structures, organi
zational methods, relations
with the firms and the social
partners. Regional planning
must become the centre of
relations between schools.
universities, and small .aad
large firms.

- reorganization of the planning
and control offices for an
effective es% mate of the'
activities.

- increase in the level of
financial resources.

- redefinition of the philosophy
and practice of activities.

- inclusion with a market logic.

- observe the trends in innova-
tionor

- compare the adequacy of reso-
urces (human, technical finan-
cial) with the real aims

- know how to change continuously
even if gradually

- dedicate 80% of the time to the
activities, 20% to updating and
innovation.

191

I 2

Inadequate as it is
a closed system.
Greater experimenta-
tion and models of
alternation bet.een
work and training.

Relation between
professional trai-
ning and compulsory
school. Reformulation
of the ambits of
intervention.

- rationalization of
relations between
professional tra-
ining and the

school
- P/T during schoolink
- reduction of pub-

lic trainers and
increase in room
given to external
skills.

- monitoring funct-
ion of labour ma-
rket trends

- de-bureaucratiza-
tion of the pro-
cedures.

block the expan-
sion of the
full-time trainers.



Q. 18

see
above

3

One notes a phase of
changes favouring

active labour market
policies and new ten-
dencies in support of
the on-joing innova-
tion in technologies

153
1

in certain cases, not Resibnal unbalance
bad. Insufficient in lack of a consi-
relation to the requi- stent normative
rements of the new framework.
professions.

19

see It would be sufficient Greater involt,ement
above to interpret the law in planning and co-

on the basis of pre- ntents
sent needs. However - emanation of decrees
due to the chan;es concerning the defi-
taking place, revision nition occupational
with a view to what arrd skill profiles.
already said at Q. - possibility of pra-
18, would be useful. ctical coaching in

firms after the
vocational courses
held by the region.

- greater involvement
in the firms through

- training of trainers stases...

- training executives enterprenurial
who are experts in P/T ining for creation

- revision of the places new firms and up-
of training dating of manage-

- greater planning of merit with a view
the interventions to innovations

Q. 20
see

above

Q. 21

see
above

- professional up-
dating for personal
involved in techno
logical innovation
processes.

freater flexi-
oility and co-
ordination

- analytical
investigation
into needs

- definition of
clear criteria

- greater co-or-
dilation between
the centre and
the outlying
areas through a
permanent tech-
nical organiza-
tion

- restructuring
of the ISFOL

- promotion of
European Social
Fund incentives

- more control by
the social
partners.

. the need of passing Constant updating
from an essen4".illy of stuff concerning - a generally more
bureaucratic role to methodolo;ies and critical redefi-
one of project-design contents. nition of the sy-
and result assessment stem

- distinction between - greater level of
professional training information to
and on the job coa- the workers
ching, so as to is- - inclusion of au-
crement alternation. torized instead

of bureaucratical
practices
compare experience

with other count-
ries'

192
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Q. 18

see above

Q. 19

see above

LI. 20

see above

Q. 21

see above

169

C2

dynamic, uncontrolled, dasteful,
of medium/low level, not up to
the requirements of the labour
market, rigid, bureaucratic,
prone to favoritism, unbalanced,
over - influenced by :PLC directi-
ves, excessively seared towards
wage-earners and the lower
skills. The alternation between
scbcoljind work, between education
and production is scarce. There
is greater interest in the pro-
blem of training.

- strengtaen of the guidance
role of the Ministry for la-
bour

- revise the aims of professio-
nal training

- reform apprenticeship-reformu-
late completely the modaliti-
es of the system-set up dir-
ect incentive mechanisms for
firms and bodies promoting
training activities

- greater flexibility in '.e pro
cedures
- specializatior of the structum.
res, and new. modalities of a
more flexible and short-duration
kind.
- planning trends should be more
autonomous with regard to those
of the EEC and the should be
greater power of proposal within
the European Community.
- greater control of merit at
formal and informal level

- less rigidness in contracts
and in agreements with Reg-
ions, introduction of new
figures, updating of firms,
utilization of external con-
petenues, certainty and ra-
pidity of funds, greater
administrative control

1 91

01

Diversified and
not homogeneous.

Debureaucrati z e and uni-
form criteria and procedu-
res.
The territorial dispersion
creates problems for the
sector's programmes

idem

- constant updating of
those involved

- career incentives
professionality
meritocracy.



13

see
above

Q. 19

see
above

Q. 20

see
above

see
above

17)

Very confused, inadequate
compared to real needs

need for updatinc in conne-
ction with processes of te-
chnological innovation

3 3

the complexi::y bf the si-
tuation has escaped the
control of the experts
Scarcity of financial re-
s..urces to incentivittraining
Arithin the fivils.

Create greater markets for
profes.ional training put-
ting an end to the present
monopoly. The firms lack a
significant role in running
the system

-direct relations between - greater efficacy and
regional authorities and control of public spen-
firm representatives ding

permanent commission for the - strong diversification of
planning of courses having the training offerPd
effective of allocation - new incentives for the
resources eirms investing in training

- maintainance'of constant (tax relief)
relations with the firms

-involvement of ..7hr, s:hools
- convergence of various
institutional sectors in the
regional planning committee

It can be achieved better by
bodies and Institutions or by
anyone. q. 20 are taken into
consideration.

19

Incentivate the mobility of
teachers
- requalification of the

training structures
- inclusion of elements of

enterprising "culture"
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04
05

06Only partially posit- Different, depend- It is prevalentlyQ. 18 ive.Two negative ing upon whether orientated towardsaspeCts;the cost of training is in the consolidated sectors.bridging the gaps in firm or in the
It is fragmentary andthe public training public institutions. wantilg as far assystem are laid upon
changes caused byThe intervention ofthe shoulders of the

the firms appears innovation are concerre.
firms;

more efficacious.the times between
The pu. ic systemsupply and demand of
beside oeing lackingtraining have become
is also scarcelylonger.
productive.No response is given

to the need for
flexibility and tech-
nological innovation.

Q.19

Q. 20

Q. 21

Revision of the exclu-
sive competence of
the Regions in planning
and running training.
Th4 need for greater
coordination and the
participation of the
social partners in
order to discover
jointly effectivf4
needs.

-Revision of the
"Legge Quadro"

- Reconversion of
structures and
the role'of teachers.

-Greater coherence of
training to the needs
of production.

Needed: 1) Greater co-
ordination between
training processes and
schools, 2) a clear
distinction between
training for youths and
for adults, and also be-
tween central and .region
al competences, 3) a
clear indication of
where orientation and
co-ordination are to be
carried out.

Vocational orientation

Reform of the Lalw,ur
xchanges.

A general plan for The Reg...ons must
training is required become the centres of
from which emerge: planning.

the programmatic Pluralism of training
-

lines, initiatives must be
-systematic collabor- favoured,
ation with research
centres,
-adlgerence to the
presentirand mid-term
requests of the
market.
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le

see
above

19

see
above

20

see
above

Lxtremely defective, Zxtremely defective,
almost nothing works; the training a:e
in the north, in hot addressed in
general courses for correct terms.
obsolete and old
professions are
held, in the south
the situation is
even worse

c:_pser link with
the local economic
and social stru-

ctures, and with
the schools, uni-
versities and
research centres

requalification of
public trainers

- investment in
structures and
instruments

- specialization and
skilling for young
people with a ge-
neral schooling

- introduction of
courses for the
refresher training
of the employed

Q. 21

see above - the institutions
must carry out a
role of liaison
and integration
so as to utilize
to the most pro-
fessional capabi-
lities existing
on the market

- reduction of the
impJrt-rce of the
public trainers

9

Greater decentrali-
zation and flexibi-
lity. Greater role for
the Regions.

Observat3ry of the
labour market

- a complete over-
hauling of the tra- -
ining process with
great corrispondence.-
to real needs

- transformation of
the regional trai-
ning centres into
service centres

:;xtremely co use:
ex-tempore and not
t:ir,otted at lapour
policies. Little
attention to the
problem of new
professional ,:ro-
files, except in
a few cases

Greater r;:s pf the
regions ia planning
a greater coordinat-
ion between the
central and the lo-
cal authorities.
Greater flexibility
and a greater role
for the Social
partners in proje-
cting, planning;
tine need for
control of results.

- improvement of the
bureaucratic orga-
nization and com-
petence of the sub-
jects

- creation of experts
competent in Profe-
ssional training
sjstems

- debureaucraticiza-
tion and qualifica-
tion of the structu-
res.

196

Ida

QIN

the creation of
vocational 3uidance
Committes
training of the
trainers
elimination of
automatic mecha-
nism for paymrnt
of consolidated
debts;funds of
training structu-
res.
rationalization
of the relation-
ship with the
schools
setting up of
pilot centres in
collaboration with
the schools
greater role of
the firms

- the realization
of real control
by the regions

- veater flexibi-
lity

- verification
of the results
obtained by tra-
ining interventions



18

see
above

Q. 19

see
above

Q. 20

see
above

q. 21

see
above

173

1' 1

not satisfactory at
all, at least for the
printing, sector

It is necessary to
respond to specific
needs SOM4 industrial
actor with regard to

types of courses and
duration of traiaing
activities.

ro

5; 2

he training systll is it a 134 ..c)of
. unbalance oetween ambitious legi-

slation and the scarce quality ofthe structures
- qualitative level of interventionis low
- lack of co-ordination with the

productive system
- lack of training for adults

review of the delegation system
and revaluation of the role of
the firms
strengthens of training ibr adults

- retraining of the staff institutio-nally involved
- liaison with the school particule-.rly. in connection with orienta-
tion of the young and of adults

within the lies set down by the
Ministry for Labour there is
urbznt need for a deep-rooted
reform of the modalities for
running the professional training
centres

- training of regional personnel
at all levels involved in pla-
nning and carrying out profe-
ssional training

- training of the staff with she task
of controlling training activities

- development of an Observatoring
system

- opening up to the utilization of
competences coming from the market.
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The present state of things
is not uniform. Training in the
institutions is not connected
with the working world while
within the firms it is assuming
greater and greater importance.

It is necessary, but not with a
view to greater centralization.
Rigidness must be illilinated
and non- institutional skills
recognised.

- Study of the labour market
and its mechaniflms

- Greater integration between
vocational training and
enterprise required

- Training of the trainers

Greater attention to the
services area and concrete
assessment of the results.

Al

It is not keeping
with the needs of
the labour market.

It is required in order
to create greater
collaboration between
the State and the Region
treater flexibility,
more experimentation an
greater collaboration
between the institution:
and enterprise achieved.

- Multipurpose prgramme*
and contents

- Training of the
trainers with contin-
uing refresher
courses.

It is necessary to
intervene with regard tc
the quality of the
organization of

the vocational training
syatem. Forms of
collaboration between
the parties directly
involved must be set up
with recourse to research
and experimentation.
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I 1

Q. 22

Modality for Indirect access
access to natio- but only for
nal and Lir large-scale. For
funds the firms prob-

ably direct
access, with
public control
and adequate
powers of
sanction

Q. 23

Participation by
the Social part-
ners in the tra-
ining of trainers.

-Q. 24

Impact of the
joint and/or
bilateral organ-
izations upon
improvement of
the .professional
training system

Very limited

Certainly, yes,
as the permanent
place for con-
frontation and
choice of the
interventions.
The best method
is that of the
co-managed forms
using common
funds obtained
even by means o.f
pay increases.

I 2

The need for
institutional

mediation is
connection with
access to funds

limited to general
planning of inter-
vention.

Difficult to
estimate at the
present, need for
verification of
results in time.

199

The training of
trainers takes
place following
bargaining with
the representa-
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.



Q. 22

see above

Z. 2'

see above

Q. 24

see above

173

H 1 J 1

Preferibly direct
access

Very limited

Positive, as long
as training concer-
ning specifically

.

finalized projects
be carried out

Preferibly direct
access with grea-
ter control of the
implementation of
the activities

2

Maintain both
forTI, diffe-
rentiating them
in the different
cases

Foreseeing new
professional
figures al%e to :Ion
design evaluate and existent
control projects.

Redefinition
of the national
character and of
the aspects of the
joint bodies'

200

)ositive, on
condition that
they are not
involved in
actual ,running.



Q. 22

see above

Q. 23

see above

Q. 24

see above

There are problems
of quality to be
considered case by
case. Institutional
mediation is overly
bureaucratic.

a

Difficult to juige:
it is a problem
presently featuring
in the bargaining
agenda.

175

0 2

It might be achieved
more eas:ly by bodies
and institutions or
by anyone as set down
at answer 20

Does not exist

No, the only
guarantee is repre-
sented by the actual
working of the Comm-
ission as per 20.

201

) 3

?referably through
direct channels
but within the
small/medium firms
it is better to
favour cooperati-
ves aad associa-
tions between
firms.

It does not
exist at the
moment, but the
need for it is
felt

Only in some
cases, because
the idea of
co-management
is a distant
cultural
reality.
Set up concrete
common experi-
mentation on
specific pro-
blems concerr"ng
the
of the social
partners.



22

see above

Q. 23

see above

177

04 05

Preferably direct
access

It does not exist
in the present state
of affairs

Q. 24

see above See answer to
question n. 19

Direct access is more
practicable except
in the cases of forms
of employment of the
young according to
the special laws

As question 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

2O

0 6

:iaintain both
forms as com-
plementary the
one to the
other

Yes

Yes, there is a
concrete case
being experimented
in connection with
school orienta-
tion. The acti-
ve participation
of the social
partners is the
answer to a pre-
cise demand for
integration is
the training
system, coming
from the young
themselves.



Q. 22

see above

Q. 23

see above

Q. 24

see above

S 1

The educational and
training level and skill
qualification must be
established by the 3h-
stitutions. Therefore
direct access must be
accompanied by precise
guarantees over the
single firms by the pu-
blic authorities.

Does not exist in the
present set - up

178

S 2

Both taystems can
coexist but grea-
ter collabortItion
between firm. is
to be hoped for.

Probably yes
in the direct
relationship betwe-
en the trade union
organizations and
the regions.

6 3

a

Jnly con*ractual
interventions
on skills exist.
All the ?:est
missing and this
is a central
problem in pro-
fessional
training.

Theoretically it should Useful for greater Yes in that it
be useful as it regards involvement of the acts as a buffer
those directly involved. social. partners in case of con-
The present experience and for the s'.itting flict.
is limited and fragmen- up of a new phase It can also be-
tary and does not allow based on joint - tter the link
one to understand the management models between training
reasons for its bad and supply and
insufficient functioning. demand.



Q. 22

see above

Q. 23

see above

Q. 24

see above

4.79

Direct access is prefera-
ble, also seen our own
positive experience in the
sector.

Yes, directly through the The answer is
intervention of the pro- prevalently negative
vincial bodies and 'committ-
ees for professional edu-
cation of printers

Yes, very positive on the There are very few concrete
basis of experience being cases in Italy that should
carried out since 1950 . be verified. In general:

- on a theoretical plain
answer is yes

- the concrete rellton-
ship between training
and production would
improve
the institutioual colt-
petence of the social
partners concerning the
training problem would
improve

- the bodies sho*ld be
run on strictly manage-
rial lines avoiding stasis
and rigidity and resi-
stances that characterize
in the worst sense some
of the public part::.ci-
pations bodies of recent
institution.

2O Lt



Q. 22

Q. 23

Q. 24

179 bis

S4
It is preferable to maintain
both direct and indirect
access.

It is limited to planning of
intervention and is almost
non-existent as far as running
and control are concerned.

Al
Direct access is advisable.

It is limited to the final
assessment phase and only
to cases involving public
funding.

The effect should be positive They would be useful asand should improve quality if mechanisms of control andthey are tailored as services to orinetation of activities.the firms and to meet the
needs of the Otorkies
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Chapter five

Slimma and Conclusion
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5.1 Awareness of the crisis as a premise to chance.

Points of Crisis and new trends in participation in the

training system: these are the focuses of the present re;_rt.

The analysis and the attempt at explaining the deficiences pro-

ceed hand in hand with the identification and the assessment of

the innovations taking place in the role of social partners.

Both the empirical survey concerning the attitudes of the

social partners 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

participations 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 tnda4.rg and

participation 5. training staxxl axes= from the purvey, to be

widespread and critical. Two are the discriminating features of

this state of crisis: on the one hand, the insufficiency and inadequa-
cy of existing participation; on the other, the abseuse

of the role and of the participation of the social: 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 times, insofar as

it takes the form of bureaucratic topheaviness, of impediment

against-and rigidness in-reconversion 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 rzicblems posed by
the participation that is non-existent, because the social partners

are absent (in those sectors devoid of the Trade Unions), because

participation is "submerged", in that the workers and employers are

not represented by collective organizations belonging to the industrial-

relations system, or, finally, because participation is "hidden", in

that the workers and the firms act "informally" within their orga-

nizations and are unable to influence policy and/or make their

experiences known.

Both the reasons for inefficacy and those for absense are linked

with the "quality" of the industrial-relations system and with the

"detects" mumd by its failure to coma up to date and meet the

changes taking place in the industrial-economic conditions of the

eighties. The most important factors which emerged from the survey

are the following:

1) First of all, the "conflict-dependent" nature of participation,

connected with contract deadlines or with the settlement of industrial

disputes. Thus training axeams more functional to the "pathology"
.

than to the normal, consensual management of social relations. The

conflict-solving or conflict - preventive function of training prevails

over the physiological and regulating one and adapts itself with

difficulty to a process such as training which takes place in a

continuum followix slow, gradual . timing. and pace, that is the

timing and pace of learning. The clash between tta 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 legislative achievement even the structures and

institutions of, participation have little efl.:ct upon the real

process which goes along its own way.

206
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2) The "poliLicization" of the role played by the partners.

This characteristic, which reflects an aspect of Italian industrial-

relatias system, is perceived, freqi.a.-..4y. as a limitatior of

efficacy. Of course, "politicalness" and political conflict in

industrial relations are not in themselves symptoms of mal-

functioning. They are seen as such, however, when they "exploit"

the themes of training to fight more geaeral 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 preconception, prejudice, of abstraction and super

ficiality, In recent years a return to and a trend towards the

development of a less political and conflictual system of industrial

relations, with greater attention towards real problems, including

training, have been noticed. The importance in this context of

the role of the Trade Unions' Research Institutions as bean

pointed out.

3) The "distance' between 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 rather 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 instruments

of flexibility pose with grating tsistence And. increasing fr quency

the question of the cdequaof of the representation system, when

tray do not question the very legitimacy cf representation itself.

The lack of clarity as to whom the social partners represent,

to 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 mediation and the grounds of encounter by the partners,

that are often hidden or "submerged" by informal practice.

4) The inefficient "professionality" and lack of specific compet-

ence of the Social partners involvment,41so due to the prevalence of

the aims of political control, not always do the partners appeal

able to m&Q,cer 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 pystem 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 transforted

into an excessive and uncontrolled delegating, with regard to

the concrete aspects of training, to the experts, to the "professional

trainers", to the executives responsible flr training, thus trivileginp;

measures "halt way" between "basic. education" or "the promotion of

industrial culture" and strictly professional training, and thus inad-

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 exhaustive) examples which this study has

pin-pointed.

5-1) It has b:en pointed out (see the ISFOL-CESOS research too) how

the role of the social 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 connection 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 new 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.

5-2) The relationship between training processes and the internal

labour market, that is the organization of work, qualification

systems, pay scales, career structures and internal mobility etc.

is becoming more important. On the one hand, the need to recognise and

re-evaluate the role pf 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 controversial and more

p-ocedural and continuous, be aimed more at skill specificiu and

be less vague, general 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 - relations 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 tho Gase-study in the banking sector evidenced: that in those

very internal markets where there is greater development, where

training takes on an explicit .idustrial-relationi significance,

due to reasons of objective incidence, the role of the social

partners often tends 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 presence of the social partners 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 workers, and en 'the dther hand as an

instrument of 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 (Mr) markets. The existing participation
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mechanism, for the reasons already menti.med, allow for greater

interaction in matters of training for the exterrAal market;

that is training with a very high social-emancipation and civil content

which the workers avail of as individual (Ut4 Singuli)i.e.. independent1:7
from tLeir 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 traditional "refusal" of training that does not
go beyond a mere production investment is aracemary corollary to the

limited involvement of the trade unions within the firms and in

firm-specific questions, which has characterized the Italian industrial-

relations mechanism (see Pizzorno) developed during the post-war period.
This has,implied a limited amount of rules governing in-firm

activities, with the institutionalizedgresence of the social partners
limited to the larger firms end connected with general and not firm-

specific questions and with social protectioniobjectives. On the

other hand, the urge towards strengthening industrial relations has
led to loading MEL training with structlirinK contents (proper to
MIL) by conceiving MEL almost "as if it were" MIL on the basis of

systematic and "organistic" visions borroWed from the prevailing

ideologies (iota, Catholicism and socialism). The outcome has been

contextual excess of participation, given the fact that the

consensual management procedures tend to manifest themselves

k't.)1's
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as rigianeti and as an impediment to MELiand at the same time as
a 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
up playing a greater role in "deregulating" training processes
(to meet the flexibilization requiements of the market) than the
role ,:hey play in "re regulating", that is, in establishing
new rules to govern the internal 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 positivA outlets and of innovating

and experimental experiences are on the increase. In general a

number of tendencies emerge, to a certain extent common to those

emerging in other European countries, towards which research and

the demand for greater efficacy of participation in the training

system, are orientated.

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, roughly speaking, in two main dizections: on the one hand,

participation tends to follow the practices of implementation of

the norms and the agreements. These practices concern the phase of

realizatiJn and control of training, the-effective carrying out of

projects, the operative targetting of training to meet the needs

of restructuring in production, of access selection of mobility

etc.. On the other hand, participation becomes more continuous,

less connected with controversy and conflict, and also more

concerned with evaluation and control. Conspicuous examples of

these trends are on the 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 the entire

course of conception. planning implementation and evalUation of

the training process.
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2) A second qualifyin3 innovation is the tendency to extend moments
of participation to the effective running of the processes. This
way the role of the social partners has to face hand-ing the
specific aspects of the training process; from outlining the
contents to foreseeing outlets; from methods of financing, to the
organization of courses;from the definition and control of curricula
to the choice/assessment of teaching staff; from participation on the
examination boards to establishingtrajzling. standards. If the
prevailing experience sees the role of the partners as .-11,:ed to
planning and direction on the one hand,and on the other ;(1 .;ontrolling
and assessing, there are also a number of experiences carried out
within traditional jointly managed training bodies such as the
printing end building sectors. There are being looked at with
growing interest in the hope of expending to other sectors or areas,
the modalities of dir.oct management by the social partners. In
recent ren)wal of contracts, a number of formA of joint Committee
or of Bilateral Bodies having observation and counq311ing powers
also with regard to matters of training, have been adopted. These
cases have been examined in chapter two.

3) A third tendency is that towards enrichment,towards secxvial,
local and territorial diversification of participation in the
training system. In this way the supply of labour tends to
adjust to the demand which is radically changed by the modalities,
the intensity and tle pace of technological change.rThe training
supply tends 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 training processes, the possibility
of standardizing diminishes, reference-models lose their value.
In this new context freedom 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 lei:

motifs running through proposals of reform of the "legge quadro"

(framework law) is this: that of re-defi.ling relations between the

central and the local authorities in matters of training, and of

providing for forms of direct support of " training promoted by firm

initiatives" ("formazione di iniziativa aziendale"). The corrispondenot

between the structure ) training supply and the demand should be

guaranteed by the labour market's decentralized institutions

(Observatories, Agencies, Labour Exchanges) in which representatives

of the social partners participate. However, this exigency is not de-_,

void of couutertendencies, of resistance, of contradictory thrusts,

in the name of a quest for co-ordination and planning from above

and in the face of risks of duplication, overlappingldispersion of

resources which multiplication and diversification of initiatives

can lead to.

4) A ,,arallel trend is that towards the extension and multiplication

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 malo'sis. 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 flrms, technological

support etc..
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5) There is renewed emphasis upon in-firm training and
upon participation in tralaia_within the firm. The reasons are of
both a technological/organization and of an industrial-relations nature.
On the one hand, there is greater demand for higher white collar
and managerial (often firm-specific) qualifications. Other reasons
are restructuring of the internal labour markets and of tne careers
system, the need for flexibility in organization, for multipurpose
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 level 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 adaptability. There is alsc the need for the trade untonstpt
to be excluded from the control of microeconamic processes and the
need to strengthen and render more concrete its presence within the.
firms.

The form that this re-evaluation takes are fundamentally three:.
(a) First of all the experience of the CFL. The agreements on
these have played an important part in simplifying 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

institutionsisubsequent 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 the Federliguria

(Turin's and Liguria's Employers Associations) concerning small to
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medium sized firms, wnich have seen considerable tradeunion

involvement.

(b) Secondly, tradeunion participation and involvemAnt in in-firm

training processes has been noticeable in the case of restructuring

and shakingout of surplus staff. This role has been formalized of

company-level agreements such as those of the FIAT, IT\LTEL or

Alfa Romeo.

(c) Finally, some large enterprises have re-evaluated their own

training centres (as is the case of Elea-OlivettL,Isvor-Fiat,

Reiss Romoli etc.). In some cases there h,..ve been requests for

information and par.t.icipation in the activity of those institutions

especially by the cadres' associations.

6) Vocational training has become one of the privileged grounds

for innovation and experimentation in industrial democracz.

The Protocols stipulated between the trade unions Confederations

and the publib-sector companies.(IRI, EFIM, C2,2;PI)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 otherjagreements 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 in ,job creation

and enterprise creation policies, within strategies of intervention

in local systems (local employment initiativs). 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 intarveLtion, involving training, research and education.

In all these initiatives at a still largely experiments) phase,
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the involvement of the social partners is seen as a.necessary cnmp.-Ammt

what has been called an "endegenous development model". (Fua').

Trends and innovations in a phase of transition and change

inevitably create contradictions, overlapping, sometimes confusion,

often error and dissatisfaction. squally inevitable in this

state of affairs is the emergence nf a demand for rationalization,

co-ordination and revision of the legal framework. The social

partners -,;oc 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 to assess the outlets and outcomes

of this experimental phase, and to codify them is terms of a

"definitive" re -definition of the legal framework. The recent

proposals of the Labour Ministry have, nonetheless, clearly identi-

fied a number of decisive themes for confrontation, involving

the social partners too, into, which to ohanheiresearch 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 system and to 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 schoolihg particularly at higher levels.

The second theme of reform 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

recentralizationlco-ordination among the various levels of

institutionals autonomy and/or the competitive multiplication

of structures and initiatives? This report points out some

trends in innovation and experimentation carried out that have

an important bearing on this question: that is the tendency towards

"bargained deregulation" aimed at creating new areas for bargaining,

that is the substitution of legislative and contractual obligations

by specific bargaining ?rocedure geared towards decentralization

and plant-level agreements. The agreements concerning CFL which

accept the "silence is consent" principle move along these lines

and attribute to participation in jointly- managed local technical-

consulting organizations an essentially arbitration function

(besides the planning function) rather than a management-admini-

strative one. This tendency seems to us to represent the intersection

between paral3e1 processes of the evolution of the training

system and industrial relations: the relaunching of bargaining,

the "legification" and simplification of administrative constraints,

decentralization and attention to local systems, the bilateral

dimension (in agreements and in institutions) and direct relations

between the S.F. without public intermediation, the emergence

of new subjects such as the cadres' organizations, youth movements

etc.. Certainly these tendencies come up against the above mentione

diffinulty of making the social dialogue work within the training pro-

cess at firm leveliparticularily inside pmall firms, and against

similar difficulties met by the new firms, the growing importance
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of which within the industrial structure, is widely recognised.
There are significant experiences of agreement and participation
initiatives at local level aimed at supporting 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 entre.breneural new and potential entrepreneurs,
and individual workers young people in search of a first job;

and the unemployed. It remains to be seen what happens where the

industrial-relations mechanisms are wanting/or th,3_e is no training

activity/and if it is possible to devise incentives powerful enough (not
necesaats4 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 "institu'Aonal" training and implicit or "submerged"traininti

which is based upon decentralization of production, precarious

employment in small subcontracting firms, the learning implicit

in the creation (or rather the creative destruc,.ion) of firms.
Even industrial relations 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
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hidden processes emerge and be re-institutionalized j.n. 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 have played

a considerable role in "submerging" a part of the training

processes and of the industrial-relations system, this task

becomes aot only necessary but also possible.

+ ++
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