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Introduction

This Resource Guide has been designed as a tool to make training
a reality for quality jobs in European industries.

Who is it for?

This Resource Guide has been designed as a tool to support trade
unions in affiliated organisations of industriAll European Trade Union
so that their officers and representatives are better equipped

at the sectoral and workplace levels to make training a reality

for quality jobs in European industries.

What is in it?

This Resource Guide presents a practical trade union approach to
the development of workers’ training - at the sectoral level (Part 1)
and at the workplace level (Part 2).

How to use it?

This Resource Guide presents 10 different ways in which trade unions
can participate in and/or advocate for the development of training.
Each section provides a brief introduction to the subject and a check-
list of issues designed to support trade union reflection and action.

It can be used as a stand-alone resource or as an aid for awareness-
raising and capacity-building within trade unions in Europe. It will
clearly be more effective if it forms part of a broader trade union
strategy.



Part 1 - Sectoral Level will provide
an opportunity to consider the following:

Part 1/Section 1
Supporting the right to training

Part 1/Section 2
Engaging in social dialogue on training

Part - 1//Section 3
Implementing training policies and programmes

Part 1/Section 4
Navigating the conditions for access to training opportunities

Part 1/Section 5
Establishing a sectoral trade union strategy for training



Part 1/Section 1 -
Supporting the right to training

Article 14 of the Charter of Fundamental Rights of the European Union grants
everyone the right to education and to have access to vocational and continuing
training.

As stressed in the Council Recommendation of November 2020, continuing
vocational training has a key role to play in the upskilling and reskilling

of workers and in developing the knowledge, skills and attitudes which
are required for them to thrive in their professional, social and personal
development.

This right to continuing vocational training is formally recognised in the vast
majority of EU Member States and underpinned by legislation in most countries
at the national level; or by legislation at the regional level, as for example,

in Belgium and Germany. These regulatory frameworks establish the basic
conditions which govern workers’ entitlement to temporary leave of absence
for training purposes and remuneration during the training period.

In Italy, for example,

‘Workers, employed and unemployed, have the right to continuing training
courses throughout their lives, to increase professional knowledge and skills.
The State, the regions and local authorities ensure that a training offer

is structured throughout the territory and, where necessary, integrated

and accredited.... The training offer must allow for personalised courses,
which are certified and recognized as training credits at the national

and European levels.

Training can correspond to workers’ own choices or be prepared
by the company, through corporate or territorial training plans agreed
between the social partners’. (Article 6.1 - leave for continuing training).



https://www.europarl.europa.eu/charter/pdf/text_en.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex%3A32020H1202%2801%29
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:legge:2000-03-08;53~art6#:~:text=6,accrescere%20conoscenze%20e%20competenze%20professionali.

In Luxembourg, for example,

‘Special leave known as “training leave” is established and intended to enable
employees to take part in courses, prepare for and take part in examinations,
write dissertations or carry out any other work related to training.

The following may benefit from this leave: employees, normally employed

in a workplace located on Luxembourg territory, linked by an employment
contract to a legally established company or association and active in

the Grand Duchy of Luxembourg and having a length of service of at least six
months with the employer with whom they are in an employment relationship

at the time of requesting the leave’. (Article 234-59 of the Labour Code]

In order to gain a better understanding of the extent to which the right

to training is underpinned in your own country, please consider the questions
in the template Part 1/Section 1/A -Supporting the right to training on

the following page.


https://legilux.public.lu/eli/etat/leg/code/travail/20240227#art_l_234-59

Part 1/ Section 1/A -
Supporting the right to training

1. Regulatory framework for training - 1

Is access to training in your sector regulated by law?

Yes[ | No [ ]

2. Types of training covered by the law

If yes, what types of training are covered by the law?

[ ] vocational skills - e.g. linked directly to existing work

[ ] transversal skills - e.g. problem-solving, communication, teamwork
[ ] basic skills - e.g. numeracy, literacy, digital skills

[ ] personal development - e.g. improving self confidence

[ ] other

Please give details

3. Types of workers covered by the law

If yes, which workers are eligible for training?

[ Jall [ ] white collar [ ]blue collar
[ ]indefinite contract [ ] fixed term contract
[ ]full time [ ] parttime

Please give details

If yes, which workers are not eligible for training?



Please give details

4. Provision for time off for training covered by the law

If yes, what provision is made for time off?

[ ] none [ ] 1-5 days per year

[ ]6-10 days per year [ ] more than 10 days per year
[ ] other

Please give details

5. Remuneration for time off for training covered by law

If yes, what provision is made for remuneration?
L] full [ ] partial [ ] none

Please give details

6. Regulatory framework for training - 2

If no, is the right to training underpinned by any other regulatory measure?

Yes[ | No[ ]

Please give details




Part 1/Section 2 -
Engaging in social dialogue on training

The right to training, presented in Part 1/Section 1, offers a basis for a regulatory
framework, which in many countries may be complemented by the provisions

of social dialogue agreements. The latter may take the form of tri-partite training
strategies approved by governments and social partners - trade unions and
employers’ organisations, or of bipartite collective agreements negotiated solely
by trade unions and employers’ organisations.

In Germany, in 2019,

the government, trade unions and employers’ organisations agreed
a National Skills Strategy, which included the following priorities:

e ‘Supporting the transparency of continuing vocational training opportunities
and programmes

e Ensuring full-coverage, lifelong guidance and strengthening skills development
advisory services, particularly for small and medium-sized enterprises

e Reviewing and enhancing the quality and quality assessment of continuing
vocational training programmes and products

e Increasing the visibility of and recognising the skills acquired by workers
through continuing vocational training

e Developing continuing vocational training qualifications and programmes

e Supporting training staff and equipping them with the skills required for
the digital transformation

e Strengthening strategic forecasting and optimising statistics on continuing

vocational training’

In Sweden, in 2021,

trade unions and employers’ organisations negotiated a national intersectoral
agreement on skills development in enterprises.

They agreed that social partners should jointly contribute to good conditions

for all employees to meet new knowledge and qualification requirements. ‘A basis

for this is ongoing, systematic and goal-oriented development work that aims to:

e Increase the enterprise’s adaptability to new requirements for improved
competitiveness

e Create a profitable business for the enterprise

e Expand employees’ versatility and collective skills for improved flexibility
and performance

e Strengthen employees’ job security, so that employees should be able to have
a good working environment and good salary development

e Develop the conditions for equality between women and men in the enterprise’
(Article 1)



https://www.unionen.se/kollektivavtal/0027-avtal-om-kompetensutveckling-i-foretagen-teknikarbetsgivarna
https://www.unionen.se/kollektivavtal/0027-avtal-om-kompetensutveckling-i-foretagen-teknikarbetsgivarna
https://www.unionen.se/kollektivavtal/0027-avtal-om-kompetensutveckling-i-foretagen-teknikarbetsgivarna

This agreement has provided the basis for labour law reform which was
introduced in 2022 and which includes the following:

e ‘The new Transitional Study Grant, which can reach a maximum of 3 EUR per
month when combined with public aid and additional supplements, enhances
opportunities for transition and skills support. Main agreements significantly
bolster support for job-to-job transitions and lifelong learning for employees,
offering a crucial benefit for job security by enabling employees to upgrade

or re-skill within the labour market. This also benefits companies by fostering
a more productive and skilled workforce’.

In Germany, in 2021,

the trade union IG Metall negotiated a framework agreement with the employers’
organisation from the metalworking and electrical sector on the future, competi-
tiveness and employment security. It tackled a series of issues, including the
development of employment on the one hand and staffing and qualification
planning that aim to secure existing jobs and create new jobs on the other.

There has been a cascading effect, and agreements have been signed at the
regional level - for example, in Bavaria, and at the company level - for example,

in Bosch, GKN Automotive, Mahle, Opel, Stabilus and Till Hydraulik.

10

In Italy, in 2021,

the employer’s organisation and the trade unions in the metalworking industry
signed a three-year sectoral agreement which included a section on continuing
vocational training.

‘Workers with at least 5 years of seniority will be able to request, over the entire
period of their working life, a period of unpaid leave equal to a maximum of eleven
months... in order to complete compulsory schooling, achieve a secondary quali-
fication, university diploma or degree or to participate in training activities other
than those implemented or financed by the employer.

The worker must submit a written request to the employer at least 30 days

in advance for leave lasting up to 10 days and at least 60 days in advance for
leave lasting more than 10 days, specifying the reasons for the request and

attaching the relevant documentation’ (Article 9).

At the time of writing, the three Italian trade unions representing workers
in the metalworking sector have published a common negotiating platform
which includes a section on training.

In order to gain a better understanding of the extent to which social dialogue
can make to the provision of workers’ training, please consider the questions
in the template Part 1/Section 2/A - Engaging in social dialogue on training
on the following page.


https://news.industriall-europe.eu/documents/upload/2024/3/638469796589234574_Training_and_job-to-job_transition_framework_in_Sweden._Collective_agreements_are_turning_into_Labor_Law_thanks_to_Trade_Union’s_efforts..pdf
https://bayern.igmetall.de/aktuell/tarifabschluss-fuer-metall--und-elektroindustrie-in-bayern
https://www.bw.igm.de/news/meldung.html?id=106221
https://www.igmetall-offenbach.de/aktuelles/meldung/ig-metall-und-gkn-schliessen-zukunftstarifvertrag
https://www.bw.igm.de/news/meldung.html?id=106221
https://www.igmetall.de/zustimmung-fuer-den-zukunftstarifvertrag
https://www.igmetall-bezirk-mitte.de/aktuelles/meldung/stabilus-und-ig-metall-einigen-sich-auf-zukunftstarifvertrag
https://www.igm-bs.de/meldung/zukunftstarifvertrag-sichert-beschaeftigung-weiterbildung-und-bessere-arbeitsbedingungen
https://www.fiom-cgil.it/net/attachments/article/10943/24_02-piattaforma-ccnl-federmeccanica-assistal.pdf

Part 1/Section 2/A -
Engaging in social dialogue on training

1. Contributing to sectoral training strategies

Has your trade union been involved in contributing to sectoral training strategies?

Yes[ | No[ ]

If yes, Please give details

2. Negotiating sectoral training agreements

Has your trade union been recently involved in negotiating a sectoral training
agreement or a sectoral agreement which includes a chapter on training?

Yes[ | No[ ]

If yes, what types of training were covered by the collective agreement?
[_] vocational skills - e.g. linked directly to existing work

[ ]transversal skills - e.g. problem-solving, communication, teamwork
[ ] basic skills - e.g. numeracy, literacy, digital skills

[ ] personal development - e.g. improving self confidence

Please give details

If yes, which workers are eligible for training?

[ Jall [ ] white collar [ ]blue collar
[ ]indefinite contract [ ] fixed term contract
[ ]full time [ ] parttime

n



Please give details

If yes, what provision is made for time off?

[ ]1-5 days per year [ ]6-10 days per year
[ ] more than 10 days per year
[ ] other

Please give details

If yes, what provision is made for remuneration?
[ ] total [ ] partial [ ] none

Please give details

12




Part 1/Section 3 -
Implementing training policies and programmes

In many countries, trade unions have a statutory right to be involved in the
deliberations of sectoral training bodies which are responsible for implementing
continuing vocational training policies and programmes.

In Italy,

trade unions and employers’ organisations are responsible for managing
Joint Interprofessional Funds for Continuing Training, which, in
the metalworking sector, have the following functions:

e Promoting and guaranteeing workers access to training, through
the reduction or elimination of costs for enterprises

e Promoting the qualification of workers’ skills, and providing a greater
guarantee of employability

e Promoting the development of enterprises and increasing their
competitiveness

In Italy, there are 19 different Joint Interprofessional Funds, which are funded
on the basis of 0.30% of the compulsory contribution that employers pay per
employee for insurance against involuntary unemployment. The Joint Fund
for the manufacturing sector, Fondimpresa, was set up in 2002 on the basis

of a collective agreement. According to its latest Annual Report, 48% of enter-

prises in the industrial sector carried out training activities in 2020. Of these
enterprises, 71% provided training activities to update existing staff members’
skills and 13% trained staff to perform new tasks.

In the Netherlands,

trade unions and employers’ organisations are jointly responsible for managing
bipartite Training and Development Funds, better known as 0&0 Funds. They
are 89 in number and have a fundamental role in funding continuing vocational
education and training programmes. The training fund for the metalworking
industry, OOM, aims to raise the level of craftsmanship in the sector, bringing
the prospect of ‘lifelong learning’ to the attention of approximately 15,000
enterprises and 160,000 employees. OOM is funded on the basis of a social
partner agreement which stipulates that enterprises should contribute 0.625%
of their payroll costs annually.

13


https://fondimpresa.it/i-fondi-interprofessionalihttp://
https://fondimpresa.it/sites/default/files/fondimpresa/Chi-siamo/Regolamenti-statuti/Accordo_testo%20coordinato_25-6-2014.pdf
https://fondimpresa.it/sites/default/files/fondimpresa/Numeri-ricerche/rapporti-ricerche/Rapporto-2020.pdf
https://www.opleiding.nl/o-en-o-fondsen.html
https://www.oom.nl/Over-OOM/Wie-is-OOM

In Portugal,

trade unions are represented on sector consultative bodies which support

the work of the National Agency for Qualification and Vocational Training.

Their main task is to update the National Qualifications Framework, in the light
of the specialised technical knowledge of the skills needs of the sector that they
represent. They submit proposals for the inclusion, exclusion and/or changes

to qualifications, and they facilitate coordination between different stakeholders
in each sector. They cover 18 sectors, including the chemical, metalworking

and fashion sectors.

In Spain,

trade unions are represented on sectoral joint committees that have been
established through collective agreements, according to the requirements
of the 2015 Law regulating the Vocational Training System in the Workplace.

These committees are responsible for establishing the guiding criteria and
the general priorities of sectoral training programmes (Article 26).

In order to gain a better understanding of the extent to which trade unions
are involved in the implementation of training policies and programmes,
please consider the questions in the template Part 1/Section 3/A -
Implementing training policies and programmes on the following page.

14


https://www.dgert.gov.pt/conselhos-sectoriais
https://www.boe.es/buscar/pdf/2015/BOE-A-2015-9734-consolidado.pdf

Part 1/Section 3/A -
Implementing training policies and programmes

1. Implementing training policies and programmes - 1
Is your trade union represented on a sectoral training body which
implements training policies and programmes?

Yes[ | No[ ]

If yes, which of the following functions are carried out by these sectoral
training bodies?

e Interpreting skills and labour market information

Yes[ I No[ ]
e Promoting the benefits of training
Yes[ I No[ ]
e Developing skills standards
Yes[ I No[ ]
e Developing qualifications
Yes[ I No[ ]
e Developing learning resources
Yes[ | No[ ]
e Managing training programmes
Yes[ I No[ ]
e Monitoring the quality assurance of training providers
Yes[ I No[ ]
e Promoting the benefits of training
Yes[ I No[ ]
e Securing training funds
Yes[ | No[ ]
o Administering the expenditure of training funds
Yes[ I No[ ]

15
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Please give details

2. Implementing training policies and programmes - 2

If no, in what other ways can your trade union influence
the implementation of training policies and programmes?

Please give details




Part 1/Section 4 - Navigating the conditions
for access to training opportunities

As already seen in the previous sections, the conditions for accessing training
opportunities vary considerably from one country to another.
Let’s take a closer look at one particular case study - France.

In France,

the government, in conjunction with employers’ organisations and trade unions,
set up a programme Collective Transitions in 2021, which aims to help employers
and workers address changes in work organisation and technological transition.
It specifically aims to promote the mobility of workers in vulnerable professions.

To be eligible for retraining, workers must:

1. Be employed - on an indefinite contract, on a fixed term contract,
or on an ‘interim’ contract - in a post which is identified as vulnerable.

2. Be prepared to take up a ‘future-proof’ occupation, which is defined as
a new area of activity or as a profession in demand in sectors that are
struggling to recruit.

3. Be supported by a professional development adviser and have
the authorisation of the employer.

4. Enrol on a training course which
- is carried out over a maximum period of two years or 2,400 hours
- is organised by a registered training organisation

- leads to a vocational qualification recognised by the State or by a process
of validation of knowledge and experience

During the period of training, workers are entitled to:
1. Maintain their employment contract.

2. Be paid, in line with the minimum wage.
3. Be exempt from paying training fees.

In order to gain a better understanding of the types of conditions that may
determine workers’ access to training, please consider the questions

in the template Part 1/Section 4/A - Navigating the conditions for access
to training opportunities on the following page.

17


https://travail-emploi.gouv.fr/formation-professionnelle/formation-des-salaries/transitions_collectives/article/transitions-collectives-pour-les-salaries

18



Part 1/Section 4/A - Navigating the conditions
for access to training opportunities

1. Conditions for enabling workers to gain access to training programmes

In the light of your national circumstances, which of the 4 + 3 conditions presented
in the French case study Collective Transitions could realistically form part of your

own trade union’s strategy for training?
To be eligible for retraining, workers must:

o Be employed - on an indefinite contract, on a fixed term contract,
or on an ‘interim’ contract - in a post which is identified as vulnerable

Yes[ | No[ ]

e Be prepared to take up a ‘future-proof’ occupation, which is defined as
a new area of activity or as a profession in demand in sectors that are
struggling to recruit

Yes[ | No[ ]

e Be supported by a professional development adviser and have
the authorisation of the employer

Yes[ | No[ ]

e Enrol on a training course which
- Is carried out over a maximum period of two years or 2,400 hours

Yes[ ] No[ ]

- Is organised by a registered training organisation

Yes[ ] No[ ]

- leads to a vocational qualification recognised by the State or by a process
of validation of knowledge and experience

Yes[ | No[ ]

19
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During the period of training, workers are entitled to:

1. Maintain their employment contract

Yes[ | No[ ]

2. Be paid, in line with the minimum wage

Yes[ | No[ ]

3. Be exempt from paying training fees

Yes[ | No[ ]

Please explain your choices




Part 1/Section 5 - Establishing a trade union
strategy for training

In 2023, the Executive Committee of industriAll European Trade Union adopted
a document Urgency to invest in workers, training and quality to loosen the tight
labour market and meet the shortages, which included a series of demands for
training and employability for future-proof occupational pathways, as follows:

e General demands
e Demands towards policymakers
e Demands towards employers

General demands

e An individual right to training negotiated collectively and preferably guaran-
teed by collective agreement, to secure access to training for ALL, irrespective
of age [young/senior), gender, level of occupation (blue/white collars), type of
contract (open-ended, precarious)

e High-quality training leading to qualifications which are validated (quality
assurance) and recognised (thanks to a qualification framework comparable
between Member States)

e Obligation to elaborate skills forecasts at sectoral/regional levels (e.g., local
skills observatories) and at company level (e.qg., strategic skills planning, in-
cluding career guidance)

e Much major public and private investment in vocational education and training
(VET). Work-related VET (to adapt to one’s occupation) must be cost-free for
workers and provided during working hours

e Full involvement of trade unions (and social partners, more broadly) in all
skills-related initiatives/strategies designed at company, local, sectoral and
national levels

e Flanking industrial and employment policies to secure that re- and up-skilling
lead to quality/sustainable jobs in thriving industries

Demands towards policymakers

e Set social conditionalities that link all national and/or EU public funding oppor-
tunities and tax incentives to the creation of quality jobs, respect for collective
bargaining and for trade union rights and training

e Ensure that all workers have access to education and training, regardless of
their age, gender, level of occupation or type of contract

e Develop national, regional and local skills strategies with the full involvement
of trade unions, including in the design and implementation of training pro-
grammes

21


https://news.industriall-europe.eu/documents/upload/2023/6/638216433207771551_Adopted_-_Urgency_to_invest_in_workers,_training_and_quality_jobs_to_loosen_the_tight_labour_market_and_meet_the_shortages_-_EN.pdf
https://news.industriall-europe.eu/documents/upload/2023/6/638216433207771551_Adopted_-_Urgency_to_invest_in_workers,_training_and_quality_jobs_to_loosen_the_tight_labour_market_and_meet_the_shortages_-_EN.pdf

22

e Make full use of all available opportunities of EU funding to step up sustainable
public budgets for life-long learning

e Work together with the social partners at all relevant levels to reach the tar-
gets of the European Pillar of Social Rights Action Plan by 2030 (at least 60%
of all adults should participate in training every year, and at least 80% of those
aged 16-74 should have basic digital skills)

e Ensure that social protection systems and employment policies are adequately
designed to facilitate job-to-job transitions, including across sectors, by pro-
viding adequate schemes, income security, career guidance and care services
(in line with the Council Recommendation on ensuring a fair transition towards
climate neutrality)

e Fight against labour migration exploitation by ensuring equal treatment for
equal work, involvement of trade unions, both in countries of origins and
destination at relevant levels, and ensure that minimum requirements and
quality standards are imposed on Private Employment Agencies in accordance
with [LO Convention C181

e Secure a clear and comparable system of skills/qualifications recognition to
ensure the respect of the principle of equal treatment for migrant workers

Demands towards employers

e Invest in workers, workforce planning and training: offer good-quality jobs
and step-up funding and access to on-the-job training

e Ensure all workers are equipped with the skills required to cope with changing
industries through good quality, cost-free training during working hours

e Engage in social dialogue and collective bargaining at all company and sectoral
levels to ensure skills identification and an adequate training programme for
all workers

e Ensure that periods of workload reduction are used for training, especially
in anticipation of the twin transition, but also other relevant training

e Ensure the validation of formal and non-formal training through qualifications
and concrete forms of compensation

e Engage in reindustrialisation

In order to gain a better understanding of the different ways in which trade
unions can establish a strategy for training, please consider the questions
in the template Part 1/Section 5/A - Establishing a trade union strategy for
training on the following page.


https://ec.europa.eu/social/main.jsp?catId=1607&langId=en
https://eur-lex.europa.eu/legal-content/en/ALL/?uri=CELEX%3A52021DC0801
https://eur-lex.europa.eu/legal-content/en/ALL/?uri=CELEX%3A52021DC0801
https://webapps.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312326

Part 1/Section 5/A - Establishing a sectoral trade
union strategy for training

1. Establishing a sectoral trade union strategy for training - general demands

- Take a look at the general demands adopted by the Executive
Committee of industriAll European Trade Union on the previous page and con-
sider which would be priorities for inclusion in your own trade union’s strategy
for training.

- As a supplementary point, consider the term ‘full involvement of trade unions’
and make recommendations to ensure that your trade union
is ‘fully involved’. What would it mean in terms of resources and
dedicated staffing?

- What measures would be required to disseminate information about your trade
union’s position?

Please explain your responses.

2. Establishing a sectoral trade union strategy for training - demands towards
policymakers

- Take a look at the demands towards policymakers adopted by the Executive
Committee of industriAll European Trade Union on the previous page and con-
sider which would be priorities for inclusion in your own trade union’s strategy
for training.

- Consider the term ‘social conditionalities’ and make recommendations to
demonstrate what your trade union would need to do to advocate for these
‘social conditionalities’.

- Consider how your trade union advocates for the development of ‘national,

regional and local skills strategies in the design and implementation of training
programmes’.

Please explain your responses.

23
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3. Establishing a sectoral trade union strategy for training - demands
towards employers

- Take a look at the demands towards employers adopted by the Executive
Committee of industriAll European Trade Union on the previous page
and consider which would be priorities for inclusion in your own trade
union’s strategy for training.

- Consider the term ‘cost-free training during working hours’ and make
recommendations to demonstrate what position your own trade union takes
to ensure that training is free and is carried out during working hours.

- Consider the demand ‘ensure the validation of formal and non-formal training

through qualifications and concrete forms of compensation” and what your
train union does to further this objective.

Please explain your responses.




ki



8 @ & 8 0 R
@ <& 8RN 8
S BN R S @
B oS S @
DRSS R @S
2 @ @ & &
4 B @ & 8B 90
B @ & 8B 0 &
@ & B DR S



8 @ & 8 0 R
@ <& 8RN 8
S BN R S @
B oS S @
DRSS R @S
2 @ @ & &
4 B @ & 8B 90
B @ & 8B 0 &
@ & B DR S






