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Continuing

INn France

Review and Per spectives

0ver the past twenty years, continuing vocational training in France
has evolved within an innovative ingtitutional system that has produced
indisputable results in the firms. At a time when the social partners and
the State are in the process of jointly reexamining the |egidative and
regulatory framework that governs this system, it seems particularly
appropriate to review itsperformance. \Whatfollows is a summary of the
origins and underlying principles of the continuing vocational training
system in the firms, its principal results, and the nature of the current

debate surrounding it.

GOALS OF THEINSTITUTIONAL
-PROGRAMME :

BIA sformulated by the social partners and the State.
4 A these goals are in effect a compromise between the
desire for Individual and collective social advancement

“on the onehand and economic necessity on the other.
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@ In the orl(?lnal full-employment context, there was a
desretofind a quick remedy for social inequalities that -
were reinforced by an overly sdective educational

system, and to give a kind of "second chance' to

individuals who had been too qwckly excduded from

@ More generally, it was deemed |mportant to give men
and women, as citizens, greater control over their lives
by tmproving their level educatlon and trajnlng ;
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BOX1
On Centinuing\/ocational Training

In France, continuing vocational training ts an economic and social fact.
Rooted tn a long historical tradition, & exists within a furidical
framework that ts at once contractual. legal, and regulatory.

and unions etablished the foundations of the present
systemwith thenational inter- agreement signed between the

organdzations (CNPF and CGPME) the
unions (CFDT, CFTC, CGT, CGT-FO)on 8July 1970 and its amendment
for engtneers and managers signed on 80 April 1971. This was
followed by the Act of 16 July 1971. which tn.sﬂtuted the *
vocational tmuung system. This tnitlal law " bearing on the
organisation of coatinuing vocational training tn the framework of
lifelong education" takes up and deuvelops all of the previously
instituted measures. i

e The national inter-sectoral agreement of 9 July 1870 on
occupational tratning and improvemeniprovides for:
¢ measures concerning eccupational trainingfor young workers and

apprentices
-hthe right of employees factngol | ective dismissal to obtain training at
's expense
- the authorisation for all employees to be absent during worldng hours
in order to acquire training of their choice.

*The Act Of 18 July 1971 “on the organisation of vocational training
in theframework qf * extends certain measures of
the 1970 ggreement but al sointroduces new ones:

- the right of allsalaried workers to take training leaves

- the obligationfor all employers to participate in thefinancing of
continuing vocational training

- the role of * representativesin training

-the reor ganisation of stateaid fortheremuneration of trainees

» specific measures for categories of workers other than salaried
employees.

* The 38 October 1983 sppendix t0 the 1970 agreement, which
was signed by all the employers and union groups (except the CGl),
deals with sandwich courses and in that context, providesfor three
types of tn-house youth training programs.

e The Aet of 34 February 1934 institutes wide-ranging reforms of

Beok IX ofthe L abor Code based en the gutding principles of the Act ¢f
168July 1971. The matn innovations concern:

« the modification of the mode of financing tndividual training leaves
and tts extension toworkersinfirmswith less than ten employees

« the creatlon of “commitments t0 training development”

- thetntroduction of measures aimed atyouth (18-25 years old) based

on (heprinciple of sandwich courses.

*The Act of4 July 1890, relatingto the individualised training credit
and to the quality and monitoring of centtrudng vocational training,
tnstitutes the tndtiidual’s right to develop vocational skills, clarifies
relationships between tratring organisations and trainees, and
establishes a government-regulated training
programs| n or der tomonitor their quality.

@ The proponents of continuing education beieved that
training would permit the adaptation of kills and thus
increase the firms &bility to react to somewhat
unforeseeeble changes.

When thegrowth phase gaveway to an ongoing economic
crigs wheretheconstraints of | nternational competition
were dl the more severg, this rapid transformation of
skills became an overiding necessty in order for the
firms to maintain ahigh level of competitiveness. Thus,
for some years now. the third* god seems to have
supplanted the aspirations of individua and collective
advancement on the part of wage-earners whose "sscond
chance' has now become Inseparable from ther
Involvement in the organisation of work.
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AN ORIGINAL HVCENI_TVESYSIEM
“ WITHIN THE OECD

T x-m Iaw is hardly the only source of the programme.
or even the main one. From the outset. it was
Freoeded by negatiations among the soctal partners
eading to inter-sectoral agmements._ = AR

Thus, theACt of 16 July 1971. which is the keystone of
the continuing vocational training system, followed the
preliminary conclusion Of collective agreements between
unions and employers The same was true for the
February 1984 act which followed the inter-sectoral
agreement of 1983 and which was notably responsible
for Introducing sandwich courses for young people as
well as new public incentives.

Thie link between legislation and sectoral agreements
responded t0O adesire (0 generate incentives rather than
prescriptions, and in this way to ensure closer
correspondance between genera norms and the
behaviours Of the partners. Thus, every firm with more
than ten salaried employees iSrequired toallota fraction
of its wage hill to training expenditures. From an initid
0.8 percent, this legal requirement has been
progressively increesed to the current 12 percent leve
in effect since 1987. What is required, however, is the
expenditure, not the training. Thus, afirm can medt its
legd obligation by paying its funds directly to the Public
Revenue Office or. asis often the case anong the SMES
to mutual funds established on a sectorad and/or
regiond basis In the extreme, a firm can make the
necessary expenditure without training a single

employee.

UNPRECEDENTED INSTITUTIONAL
INNOVATIONS

T uE legal obligation generated a vast and
A ever-expanding market for continuingtraining. As a
result, new ingitutions had to be created to regulate this
market and, in particular, to ensure better coordination
between thefirms supply and demand.

This situation gave rise to two kinds of bodies specifically
oriented toward the SMEs

@ The training insurance funds (Fonds d'Assurance
Formatior) are Jointly administered by employers and
unions. In certain sectors (eg.. construction and hotel
management), firms covered by the collective agreement
are bourd to beleng and to contribute a fraction of the
legd requirement to the fund.

@ The training assodiations (Associations de Formation)
were created by the sectoral employers, who wanted to

retain direct control over the orientation of continuing

policies. Since 1984 their board (which plays a
technical rather than adecision-making role) is jotnﬂy
.

Like mutual funds, these bodiesare ableto prowdethe
firm with financingfor trainingin amounts much gr eater
than what the firm | tsalf would have been ableto st asde
in the short run. These ingtitutions are also Intended to
make SME management more awar e of the usefulness of
continuing training and to help adapt the content of the
ttr1ai r%i'\r)lg activities to the specific organisational needs of
the SMEs

The devdopment of this network of Intermediate
institutions must be stressed, not only because of the

.large sums of money they collect but more important,

because they represent one of the rare instances in
France wher e the social partners play a significantrole

between the traditionally strong and fairly prescriptive .
fInterventlon of the Sate and the practiocs of speclﬁc----.--. e
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BOX A i
Training Practices: Measuring their Evolution

Definition of Trainingand Evolution qf Practices
Thetssue qfactually measuring the training canted out by firmsraises
related questions about the definttionsand tnstruments t0 be used.

One sour ce of statisticaldata | S Declaration 2483, created by the Act
of 1971 In relation to the * legal obligation to finance
vocational training. Because ofthe fiscal context, the statistical use of
this data (which |'s consigned to CEREQ)ylelds detailed descriptions
of the differentmmodes of fulfilling the financial obligation, but
conversely, the physical or gualitative data are |ess precise, tf not
absent altogether.

The tnformationprovided bears on the “legal’ rortion0f training,Le.,
ffuit which ts attributable to the 1.2 percent But even tf the

notion of training has evolvedfrom the training course (1971) to the
training activtty (1984), what to declared by employers hardly covers
thewhole of the firms' training actiuities and practices(1].

Indeed, a whole series oftnformal practicesicemed “non- attributable”
by the firms, such as on-thefob training, are subject to defacto

 fromthe declarations. At the same time, it appear s that even
theformal acttuities are only partially declared, since certain firms,
once they have reached the legal threshold, suspend thetr accounting.
Thus, arecent CEREQ survey shows that French firmsactually spend
an average of 20 percent more than what they declarefor such
activitles.

Main Indicators :
* Financial participation rate: the ratio gftraining expenditures to the
Qross wage bill

- Training expectancy: the ratio of total training-course hours to the
salaried work force.

- Access Rate: the ratio of trainees to the salaried workforce.

{1] TheAct 0f 1971 provides that activities should be carried
out “in accor dance with aprogrammewhich. established in relation
to previously determined goals, specifieathe meansof | nstruction and
supervision employed and defines a mechanism capable of
monitoring the execution of this programme and evaluating the
results.” Training Was to be provided in quarters that Wer € scparate
from theworkplace.

Decree no. 85-531 of 3 April 1885 modifies this definition by
specifying that "when training | ncludes practical instruction, this can
be offered in the workplace,” which opens the way for certain training
totakeplaceat the work station.

- -]
TRAINING WITHA CAPITAL T

TnE indisputable accomplishment of the 1971
_programme is to have made continuing vocational
training a permanent feature of French economy and
soclety. At thesametime, it contributed tolegitimising
the firm as a training inditution, which was far from
obviousin a country dominated by the academic modd.

Nonetheless, continuing vocetiond has been
profoundly limited by the socid and organisationa
context in which it developed, and in particular, by its
dtatus as alegd requirement

Chart 1
Proportion of Salaried Employees Taking Training Courses (1988)
et (%)
10-19 2049 | 50-490 500-1999] 2 2000

Employecs CTtipl. | empl. | empl. | empL | empl | TOW
Unskilled Operatives 2 38 0 15 24 12
Skitied Operatives 4 8 14 23 41 21
Employees a 12 22 33 44 24
Supervisory
nel & Technicians 13 19 34 ~ 50 68 49
Engineers & Man- :
agement Personnel 15 21 37 58 87 45
Tol '8 1w |2t | e e |20

Source: CEREQ - Traitement desdéclarations d'employeur. .- ... .

To begin with, the expanded recourse to continued
vocationa training obviously runs counter to the
well-entrenched principles of Taylorism. Indeed, the
low-skilled categories have been largely excluded from
the new programmes, eventhough thelawwasintended

to reduce such disparities. If in recent years an average
of 27 percent of salaried empl oyeestook atraining course
a the instigation of their employers, the breskdown
shows that close to 45 percent of these are engineers and
managers, 25 percent skilled workers, and only 11

percent unskilled employees. :

In addition, the degradation of work and the
organisational "work crisis” that marked the end of the
1960s and the first half of the 1970s favoured training
outsde the workshop or the office on principle, since
these sites Were conddered hopd esdy tied tothelogic of
Taylorism. i ;

, the domination of the academic model, even for
technica ingruction, led in the same direction.

Thus, in one and the same somewhat paradoxica
gesture, the Act of 1971 condtituted the firm as a
legitimate and efficient site for training and made
traning external to work. This notion amounted,
implicitly at least, to consdering that the organisation of
work could not upgrade skills and thus could not
contributeto training.

LARGE DISPARITIES BETWEEN SECTORS
AND FIRM SZE

T HE growth of continuing vocationd training since
1971 1s firg ofdl the result of industrial activities
The firms can be divided by sectors into three main
groups according to the scale of their efforts.

I Sectors with a Strong Tradition of
Continuing Training

Sectorswithvery concentrated activities, such asenergy
or the tertiary (transport, banks), have made long and
liberal use of training in human relations management:
their rate of financid participation in 1989, as in 1975,
was greater than 3 percent These large firms, mainly in
therJuincsector. minister alabour forcethat ts highly
skilled and well paid. Negotiations among the social
Eartners are important thus emphasisng precisdly the
tir]d_ of internal mobility that requires continuing
raining. :

| I ntermediate Situations: Accommodating
Change or Resolving the Crids

This group includes sectors where the recourse to
training is higher than average--i.e., most manufacturing
sectors, plus parachemicais and Pharmaceuticals,
insurance, and noncommercid savices. Thus, the
recourse to training follows from an accderation of
technologica changes or where the crisis has caused
profound transformations i n productive structures.

| Sectors nearthel egal Minimum

This is afairly diverse group including thewhole of the
consumer-goods industries, construction, and certain
manufacturing sectors (pgper and board, metal-working,
mechanical construction); commercia activities
(wholesde and retail, both foodstuffs and non-foodstuffs,
auto sales and repairs, hotels, cafes, restaurants), and
two other tertiary sectors (commercial services to
Individuals and redl estate rental and leasing).; -

In these instances, continuing training remains foreign
to management styles that rely on the external market - -
strong mobility, ayoung and little-trained work force, - -
and, for certain activities, the massive use of
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apprenticeships or public programmes designed to
facilitate the entry of young people.

Chartd

Number 0f Rate of Financial
o Employees Partictpation Rate of Trainees
1976 1988 1976 1988 1975 1988
Agriculture 106956 60,608 116 208 231 235
66 179 102
Manufacturtng | 6,151,600(3,680227) 163 290 188 287
71 190 161
Construction 1,077, 88%7| 103 135 45 95
3,986,064, 4046.402'2 191 %) 235 3221.1
oo L 147 137

Boldface numbers correspond to the % of change. (base - 100 in 1975)
Source: CEREQ - Traitementdes déclarations d’employeurs

| Little Training In the SMEs

Eighty per cent of the amdlest firms (10-19 employees)
subject t0 the Act of 1971 still remain a the minfmum
of therequired expenditures, and their participation has
developed above dl in rdation to changes in the legd
framework. |n 1987, two out of three smdl firmshad no
traineesat all, as compared to only onefirm out of every
hundred with more than two thousand employees.

Thissituationdemonstratesthe continued difficultiesof

developping or Smply undertaking continuing vocationa

Fra ning given the management and strategies of smdl
irms. 5 z

For the SMEs, thelegd obligation quickly becameatax
levy, which only accentuated the digparity between the
norm defined by the lawmaker and their spontaneous
behaviours. For these firms, on-the-job apprenticeships
arethepreferredway todevel op kills Nor canthey eedlly
Pa(t with their employees in order to send them to
raining courses. Thus, far from favouring SVIES, the
intermediate Ingtitutions have in fact put them at a
di sadvanagt;e_by limiting their financing to predefined
training activities that are hardly compatible with their
organisationd makeup. -

These problems are further compounded by the very
heterogenaity of the SMIEs and the mediocre quality of
the inditutiona networks they can hope to lean on for
access to training or innovations. It ill remainstoforge
new formsof cooperation between firms(principal sand
subcontractors, for example), with the employers’
organisations as intermediaries, so that all forms of
assistance totraining canbefully effective.

TRAINING AS AN INTEGRAL PART OF THE
ORGANIZATION OF WORK:FUTURE TRENDS

M ANY innovations in continuing training could
LVAL prefigurethefuturerole of Traning Investment”
inthefirms'practices Mainly foundinlargefirms, these
innovations attest to the fact that continuing training is
no IoQ?er stmply arequired expenditure but an I_nte%rd
Bgrcf)methe firms operations and_ strategy which has

averitablecrganising principlefor work. Indeed,
themaogt Innovativefirmsnow place training atthecenter
of their industrial devel opment programmes, wherett can
be actively mohilized a every phase of transition.

In the course Of this process, moreover, the role of the
training service has been redefined: it NO longer has a
monopoly on training courses and activities. IN general,
the sarvices as awhole have been decompartmentalized,
and middle-levd managers are more involved in the
definition of the training programme as well &s in the
direction of training activities If these activities are to
succeed, they must be well Integrated into the different
units of thefirm, and training and supervisory personnel
must be directly involved in the courses themsdves.

Over the padt decade, the French model of continuing
vocationd trai ning could be characterized by theprimacy
of thefinancia regulation (‘the 1 percent) and by the
logic of the training course. In the current phase of
Innovation, vocetiond training fs becoming more
operationd, both through renewed linkswithwork and
employment and through its concrete Integration into
decision-making processes.

In this new organisationd model, continuing training
_ anecessary condition for ongoing adaptationto
interna change. Such training is no longer a mere
stop-gap measure to be lised in emergencies,
externdised in its modes of operation, and little valued
in itS results. On the contrary. it has an active
variablein the structuring and management of the firm.

Thefirm's new relationship to training can be expected
to have an effect on the normative framework defined by
the Act of 1971 At the same time, the sodd gods
mentioned at the outset have once again become a
overnmental preoccupation, giving rise to new
egidation on the individualised training credit ¢

Articlewrittenby:
F. Berton, G. Podevin, E. Verdier
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