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FRENCH DIMENSIONS

A NEWSLETTER FROM CEREQ .

AND ITS ASSOCIATED CENTRES

S INCE 1989 the French government has been developping a
programme to encourage forecasting studies on skills and
training needs at the sectoral level within the framework of a

dialogue between the social partners.

u ~TiL the beginning of the 1970s, France had sought
to develop a comprehensive system of medium-run
economic planning integrating employment, education
and training. Forecasts were elaborated according to the
manpower approach so that outlooks for jobs to be
provided, identified according to sector and
occupational group, could be compared with available
manpower, particularly in terms of anticipated exits
from the training system.

This approach has since been abandoned by the
government agencies involved (the planning
commission and INSEE, the national statistics
institute), atleast in relation to skills and training needs.
Several reasons can be cited. First of all, the
uncertainties of forecasting were magnified by
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unanticipated changes in the economy. In addition,
liberal ideology and the overture toward international
competition increasingly won out over the
interventionism of the previous period. Finally, more
sophisticated analysis#rought out the complexity of
training-employment relations, notably the
interdependence of supply and demand and the
importance of occupational mobility phenomena.

The abandonment of forecasting as the basis of planning
left a gap that was all the more difficult to fill in view of
the fact that education and training were increasingly
seen as decisive factors in national competitiveness and
wergs often criticized for being unsuited to economic
needs.
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Several steps have been taken to fill this gap. For one
thing, another government agency, the Office for
Information and Economic Forecasting (BIPE), took over
the problem of macroeconomic modelling of employment
and skills. This approach is important to those
responsible for long-term educational policies but also
to the regional authorities. In fact, now that the latter
have broader powers over educational investments, they
are seeking to orient themselves to the anticipated needs
of their region.

At the same time, the government (Vocational Training
Delegation, Ministry of Labour) has set up a programme
including macroeconomic projections, a regional
approach and a sectoral approach. It is the last of these
three which is the subject of this article. Created in
1988, it is based on the Forecasting Studies Contracts
(Contrats d'études prévisionnelles or CEP), which are
aimed at encouraging the different economic activity
sectors to think about their own evolution and to orient
their training activities accordingly, in particular where
continuing training is concerned. The CEPs should be
able to provide a basis for potential nogotiations with
the government in order to obtain financial assistance
for the development of training. But above all, this
programme is conceived as a means of encouraging
co-operation and dialogue among the social partners.
Indeed, the significant restructuring that the production
system is or will be undergoing affects the skilling and
training of the work force and will be more likely to take
place in better conditions if they are prepared in
co-operation with employee representatives.

The CEPs are undertaken on the initiative of the
employers’ organisations in co-operation with union
groups and with funding from the State. Thus far, some
twenty sectoral studies have been carried out
successfully.

The programme has recently undergone its first
review (1), which allows us to draw certain conclusions
from the experience and to determine what might
actually be a realistic approach to the forecasting of
skills and training given the present state of our
knowledge. The goals, the
methods, the processes and
the results achieved are all
extremely varied, but it is

These were carried out under the supervision of a
steering committee made up of employer, union and
government representatives. One basic problem stems
from the participation of these different partners. In
principle, this participation should be as active as
possible. But the employers organisations and the firms
are not always well disposed towards the active
participation of workers and their representatives, with
the result that the union presence has sometimes
remained purely formal. Certain firms did not want the
study to include individual interviews with their
personnel apart from managers.

Even when the two parties are willing to collaborate, the
number of competent personnel available to employer
and union organisations for this purpose is often rather
limited. This problem can be addressed in two ways:
either by privileging technical elements, efficiency and
rapidity, or conversely, by giving priority to the
participation of the partners, the development of
dialogue and the training value of the exercise itself.
While the second approach is not the easiest, it is the
most consistent with the spirit of the programme.

TGy
CONTENT AND METHOD

1 A Comprehensive Approach to One Sector

The most complete forecasting studies have attempted
to give an overall picture of the training-employment
relationship by examining in turn the sectoral
environment and its evolution in national and
sometimes international terms, the current employment
situation both quantitatively and qualitatively, the
supply of initial and continuing training, factors of
change and their possible consequences for
employment, occupational structure, job contents and
skills, and finally, the directions or policies suggested.
In most cases, studies have functioned primarily on the
qualitative level and address quantitative changes with
great caution.

TABLE 1: Flow Chart of Approach Followed for Food Retailing
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(1) Jointly undertaken by CEREQ and Quaternaire Education.

Source CEREQ 1890
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The main methodological problems concern the sectoral
nature of the approach, the validity of the forecasts and
the analysis of skills.

The sectoral approach allows prospects for change to be
considered more concretely than a national approach
does, and is better able to enter into the particular logic
of the sector. Above all, it deals directly with the
employer and union organisations of the sector and thus
meets the conditions for co-operation among the social
partners. On the other hand, it has several drawbacks:

~ Only those skills and training programmes that are
specific to a sector can be related directly to jobs. This
is not possible for non-specific skills, such as those
involved in management and marketing functions, or
computer and secretarial services.

- The notion of the sector poses a problem of definition
and homogeneity. To find adequate homogeneity
among firms and qualifications, it is often necessary
to go to a lower level. It could be interesting to develop
a typology that would identify the characteristic
subgroups.

- In terms of applying the results, the possibilities for
decision-making on the sectoral level are limited. The
choice of future directions for employment, work
organisation and training ultimately lie with the
firms. The conclusions arrived at on the sectoral levels
should be easily transferrable to the level of the firm,
but this depends as much on the firm itself as on the
methodology employed.

I Quantitative Projection

This is undertaken only in a small number of cases,
either because it is not the main priority or because of
the methodological problems cited above. These
experiences are nonetheless significant and interesting
to examine.

The essential element consists of analysing factors of
change and their potential impact. Such factors
obviously differ from one sector to another but mainly
include technology and international and national
economic data (consumption, market, exchanges,
product range) which permit the evaluation of the
possible development of the activity level. The latter is
then converted into the employment level by taking into
account factors such as productivity and the proportion
of part-time employees (see Table 2).

The combination of different hypotheses about all of
these factors can lead to a very large variety of final
results, with considerable distances between the
extremes. The reports select only some of them, in the
form of scenarios: minimum, maximum, probable,
projected, etc.

This approach poses the problems inherent in all
macroeconomic forecasting, notably the
unpredictability of short-term variations, which can be
very strong and thus contradict in the short run
projections of trends that might well be veriflable over a
longer period.

The economic projections for activity level and even
employment are classic, but their usefulness as such in
the training context is limited. By contrast, making the
connection with training poses far greater problems
which are hardly ever addressed.

In the first place, it presupposes that the projections
concerning employment level are translated in terms of
occupational structure. To do so requires having
adequate information about the initial situation, which,
as several CEPs have observed, is far from being the

TABLE 2: Factors of Change in the Pharmaceutical Industry
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‘ Source T.P.F.C. 1992

case. Variations in structure pose less difficult
problems, if only because a certain stability can be
assumed in the medium term. The rare CEPs that have
attempted to quantify the evolution of structures have
dealt solely with large groups of occupations.

In any case, these estimates are only of limited interest
for training, or at least for initial training: what must be
estimated is recruitment. When data were available
(notably in sectors where the numbers were too small
for the use of national sources), it was possible to
observe that recruitments intended to replace
departures were considerably more numerous than
those responding to the creation of new jobs. This is an
essential point, in that it brings out aspects that are
inadequately known in the business world, if only by
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stressing that recruitments remain necessary, even in a
period when the numbers of employees are declining.

As a result, the quantification of employment
prospects--whether these are called scenarios (the
gamut of future possibilitiess) or tgrojections (the
extension of past developments into the future) rather
than forecasts--are interesting above all for
management of manpower and skills, but much less so
for training. Where training is concerned, it is necessary
to become used to reasoning in terms of flows (of
recruitment, promotion, mobility), even when available
data are inadequate and estimates must be used.

TABLE 3: Mobility Flows in the Retailing Sector in 1988

Recruitments Departures
{16.000) Managers
1,000 — — 2,000
(1.000)
4,200 —» (32.000) | —> 6,400 Supervisors
64.000 2,200 t—s 90,000
CDI (272.000)
— Unlimited-Term Contract (CDI) Clerical
Workers
D 20000, e e Sl
Limited-Term Contract (CDD)
é?)sbooo—- ) —»116.000

Source CEREQ 1990

This is all the more true insofar as the comparison of
data for employment and training also comes up against
two other major obstacles:

- Asalready indicated, in a sectoral framework like that
of the CEPs, only one part of the jobs is specific to the
sector studied, while almost all initial training
programmes address themselves to other sectors as
well. That in itself is enough to rule out the
training-equals-employment notion which, explicitly
or not, is still present in many minds.

- For most of the jobs to be provided, it is difficult, if
not impossible, to define a precise training profile. The
observation of current practices shows a great
diversity (according to the short-run situation, local
labour markets and the firms). This reflects the
flexible interrelationship between supply and demand
that is a constant. The most to be hoped for is to
indicate the margins and trends on the basis of the
most frequently observed situations.

It must be stressed that this exercise brings out the
responsibilities of the employers themselves in the
development of these different parameters: it is their
recruitment, career and employment policies that
determine manpower flows just as much as the
technical and economic environment does. Rather than
forecasting the future, it is necessary to propose a
context for analysis by showing the possible

Reproduction autorisée 4 la condition expresse de mentionner la source. Dépot légal

consequences of different hypotheses. We shall thus
speak of prospective scenarios rather than forecasting.

1 Qualitative Analysis

This is the basis of the studies, bearing notably on job
contents. In certain cases, there is already a description
of occupations that can be referred to. In others, this
description does not exist or is out of date and so it must
be produced as part of the study. In this case, it is not
an exhaustive description but only one of the most
characteristic situations, designated under the heading
of reference jobs or standard jobs (the latter was inspired
by CEREQ’s work on the French Directory of
Occupations). As much as possible, this analysis should
be carried out with the workers themselves rather than
with their superiors, for this kind of first-hand
information allows us to know the workers’ own
perception of their work. This requires a heavy
investment, however, and presumes management’s
consent to go directly to their subordinates.

Certain studies, rather than attempting to identify
individual situations, target occupational families:
groups of activities sharing common features in terms
of skills. This approach raises two problems, however.
The first involves translating the analysis of jobs and
occupations into that of skills and competences. This is,
of course, what interests today’s firms the most, but
given that there is neither a universally accepted
definition of competence nor a scientific methodology for
evaluating it, the process is debatable. There is thus a
considerable danger of redundancy (the description of
the competences hardly differs from that of the
activities) or banality (the employer winds up seeking
new recruits who are serious, hard-working, devoted to
the firm, motivated, etc.). In other words, this is a
necessary approach which should begin with clear
ideas, but its results must be used with caution.

The second problem is that of the perception that may
be had of the future evolution of jobs and skills. Here
again it is necessary to identify factors of change and to
attempt to evaluate the possible consequences of
different hypotheses. This requires turning to human
resources managers, and above all, to specialists in
technical and organisational problems and operations
managers in the production units, in order to gather
information about possible modifications of the
processes and means of production, of work
organisation and of job contents.

Here too, the issue is not predicting the future but
demonstrating the possible consequences of different
hypotheses of change, notably the firm's choices
concerning work orghnisation, which will largely
determine future occupational structure and job
contents. Thus, in the case of food retailing, for example,
four firm strategies were analysed in terms of their
possible consequences for skills: polyvalence and
expansion of tasks, specialisation and
professionalisation, development of intermediate skills
and a system of career advancement, and maintenance
of a traditional division of labour implying a low level of
skills.

More generally, what must be analysed are the
behaviours of the different players (emplovers, but also

(continued on page 7)
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About two hundred people
attended the inaugural gathering
held at CEREQ'’s new
headquarters in Marseilles on 4
February. Among the participants
were national and regional
government officials, researchers
and members of French and
foreign institutions as well as
representatives of the EEC and
the OECD. The day-long meeting
focussed on two topics that are
presently of particular interest to
CEREQ: changing perspectives in
labour and employment and the
regional dimensions of youth
labour-market entry.

Employment and Skills
Forecasting:

1 The Sectoral Approach

The first topic basically
concerned the forecasting studies
contracts that are described
elsewhere in this newsletter. A
summary of the main issues by
Olivier Bertrand was followed by a
specific case study of the chemical
industries presented by Myriam
Campinos-Dubernet. This study
is distinctive in two respects: it is
based on particularly extensive
research, and it has involved a
large number of professionals in
the sector, notably on the
operations level, whose knowledge
of attitudes and problems differs
from that of human resources
personnel.

INAUGURATION
OF CEREQ'S
NEW
HEADQUARTERS

While it is highly diversified, the
chemicals sector as a whole
manifests certain general trends:
declining employment, especially
in manufacturing, packing and
handling, which are increasingly
automated; the need for new
frames of reference taking into
account the different kind of
professionalism resulting from the
diversification of functions, more
intensive use of equipment,
reductions in the time allowed for
changing the types of production,
and stricter control of costs and
quality. Given that decreasing
employment and changes in
organisation have reduced career
prospects, it is necessary to seek
new forms of mobility, notably by
taking into account worker
expertise. This implies breaking
down the traditional divisions
arising from the job classification
system, as well as greater
continuity between initial and
continuing training. While the
technical content of initial
training has been updated,
diploma-holders are not
adequately prepared to assume
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real production jobs. Conversely,
the advancement of workers with
very good practical experience
may well be hindered by the overly
academic conception of diplomas
to be acquired through further
training,

In the discussion that followed
the presentation, representatives
from employers’ organisations,
firms and unions brought out the
ways that this kind of study can
contribute to the social dialogue
and lay the groundwork for
necessary changes in the area of
work and training. The
representative from the Ministry
of Labour suggested that CEREQ
could play an important role in the
expansion of this programme, by

_assisting its associated centres

with their regional studies on the
one hand, and by participating in
the evaluation of experiences and
methodologies acquired over time,
on the other.

1 The Regional Approach

In an introductory survey,
Jean-Louis Kirsch singled out
three phases in the evolution of
regional forecasting of skills
requirements over the past
twenty-five years:

- The late 1960s saw the
predominance of central planning
(CEREQ's first, and seemingly
prophetic studies of this issue
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were devoted to the Mediterranean
basin);

- In the mid 1970s, the focus
shifted to local particularities and
the influence of historical,
economic and social factors in
defining relations between the
educational and productive
systems;

- With the decentralisation laws
(dating from 1982 for vocational
training and 1985 for initial
training), analyses were conceived
in terms of power-sharing
between national and regional
bodies and information
encouraging exchanges among
the different partners.[1]

Each of these phases corresponds
to an implicit relationship
between information and
decisions taken:

- The first fell within a determinist
perspective, whereby the
application of forecasting models
led to what was practically an
automatic definition of
employment and skills needs and
thus shaped the future directions
of the training system as well.

- By contrast, the second
emphasised the importance of
proximity and working relations to
handle situations that were now
much more conflictual owing to
the unanticipated end of the
growth period.

- At present, the emphasis is on
the ability of the local partners to
make use of available information,
the value of which derives
precisely from its capacity for
reinforcing social ties and
encouraging a shared effort.

A second presentation dealt with
the regional particularities of

youth labour-market entry,
insofar as training programmes
with equivalent content and
certification procedures assume
different values on the labour
markets. As a result, the principle
of equality on the national level is
contradicted on the local level by
the hierarchy of tracks and
training specialisations.

A case study of the analysis of
training-employment relations on
the regional level was then
addressed. This analysis, dealing
with the Burgundy region, showed
notably that only a minority of
young people find stable
employment when they leave
school. The fact that hiring has
become more selective works
against young people with less
training, and the situation of
young women remains inferior.

At present, there is increasing
emphasis, and rightly so, on the
evaluation of the educational
system, but this is essentially
based on internal criteria
(enrollment ratios, probability of
obtaining a baccalauréat, etc.).
The performances of the different
regions are thus evaluated in
terms of these criteria, but the fact
that they do not take into account
the relationship with employment
can lead to an over-development
of tracks without sufficient
employment prospects and
ultimately, to even greater failure
and dissatisfaction among young
people. In the extreme, it could be
argued that today’s vocational
training is caught between two
conflicting orientations that call
into question its very identity:

- promoting further studies
without the acquisition of
hands-on vocational competence;

- enrolling students with serious
academic difficulties in order to
postpone their entry onto the
labour market.

The attempt to determine the
appropriate level (national,
inter-regional, regional, local) for
developping training programmes
raises the question of whether it is
even possible to reconcile regional
differences with a national
vocational training policy. The
decentralisation policy of the
1980s implies a change in the role
of the Ministry of Education.
Longer periods of in-firm training
have increased the need to take
local potentialities and limitations
into account. The question is
whether the solution lies in
regional definitions of training
contents and diplomas, which
would then increase their value on
the local level, but possibly
decrease it elsewhere, or
conversely, whether it is
necessary to reconsider the larger
issue of how training programmes
actually prepare for concrete job
situations and thus develop the
link between training system and
local environment.

In any case, basic change must be
brought about in the relations
between vocational training
institutions and their economic
and social surroundings. There
are already positive examples of
co-operation with industry, which
have been encouraged by
government incentives for
teacher-exchange agreements
between schools and firms, but a
great deal remains to be done to
promote this approach.

The day’s programme concluded
with a round table bringing
together representatives from
research institutions, employers’
organisations and trade unions,
regional authorities and the EEC
in order to discuss their
expectations concerning CEREQ’s
role and future development.

[1] Jean Biret and Michel-Henrl Gensbittel, eds., Régions, for!naﬂon. emplol. Démarches et méthodes [Regions, Training and
Employment: Approaches and Methods], CEREQ, Collection des Etudes n’ 59, May 1991.
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FORECASTING SKILLS AND TRAINING REQUIREMENTS

(continued from page 4)

workers and training system). Thus, the study on family
and social tourism included a survey of a sample of
workers in order to determine their motivations and
aspirations and in this way elaborate a typology of
employees. In combination with data on firm practices,
these elements were used to identify possible career
paths for the main jobs, as can be seen from the
following examples:

TABLE 4: Career Paths and Employee Asplrations in Family and Social Tourism

Kitchen
BEFORE AFTER
ADVANCEMENT IN THE COMPANY
Studies or
i Training
3
End of
o
Education .
First I
Employment r ++| Cook Chef Kitchen
or Odd Jobs l ! = _" s
Kitchen :
Helper
Professional
o Retirement|
Apprentices
Key: — Frequently observed pattern
- - » Other pattemn
~s  ASpirations

Analysis of all of these considerations suggests that
forecasting studies can be grouped into two different
approaches. One group, which could be called
voluntarist, and which was developped by the
consulting firms, places the emphasis on probable
changes in economic and technical variables and
desired changes in skills and training in order to derive
recommendations about the policies or directions that
the firms in the sector should follow. The second
approach, characterised as analytical and used by the
research organisations, is more oriented towards
showing the diversity of possible developments and
analysing the factors that determine them.

The second approach could be considered a more
scientific and accurate reflection of reality. The business
world, however, has greater difficulty drawing
operational conclusions from it than from the
voluntarist approach, which is more familiar to them.

Fost o
CONCLUSIONS AND RESULTS

O N the basis of this diagnosis of the current situation

and prospects for change, the various studies have
indicated future policy directions and made proposals
mainly addressed to the firms but also to the
government and those in charge of initial and continuing
training. In most cases, these studies have the
advantage of approaching the problems in a
comprehensive way and showing interrelationships
among different elements. While focussing on skills and
training, they also suggest that in order to reach certain
goals in this area, other factors must be taken into
account, notably labour and employment conditions,
which influence worker motivation and stability, and
thus the effectiveness of their training.

The main interest of these studies, however, lies perhaps
less in the final recommendations than in the fact of
providing an occasion for dialogue and co-operation on
the basis of a group of data and analyses that are not
often available to the social partners for discussion. To
be sure, the effectiveness of this process is largely
dependent on the context: social relations that are more
favourable to co-operation, or employer and union

Source CEDAET 1992
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organisations that are representative and dynamic will
naturally take better advantage of this kind of studies.

In the best of circumstances, it is possible to speak of
the pedagogical usefulness of this kind of exercise. It can
promote understanding of the fact that while a certain
vision of the future is necessary to clarify employment
and training decisions, this vision cannot be a given
based on scientific methodology. It depends on a
complex group of factors, some of which remain within
the grasp of the players themselves while others lie
entirely outside their control. The equating of training
and employment is a myth, even if it is still useful to
identify probable trends and sketch out hypotheses.

In a context like that of France, where the government
continues to play an important role but where it is also
attempting to promote social dialogue, this kind of study
can be a necessary prerequisite not only to any public
intervention aimed at the encouragement of skills and
training, but also to the development of such dialogue.
This is why there is talk of expanding such a programme,
notably in order to facilitat@its use by bringing it closer
to concrete situations in the firms and on the labour
market. It could, for example, be more oriented toward
the regional level, but within an inter-sectoral approach.
The perspective would be different, but the search for a
comprehensive prospective approach involving the
social partners would remain the same.

Olivier Bertrand
(Translation by Miriam Rosen)

ualification, formation dans la
en ." La Documentation francaise.

¢ CEREQ [1990]. "Emploi,
grandeg dlstrlbutlona.h.rt)n

e T.P.F.C. [1992]. "L'industrie pharmaceutique." La
Documentation frangaise.

e CEDAET [1992]. "Le tourisme social." La Documentation
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Recent CEREQ Publications

V¥ CEREQ-CNRS (IRESCO) Joint Study - Paris, La Documentation francaise, October 1992, 372 p.

(150F)

Cheminements professionnels et mobilités sociales. [Occupational Advancement and Social Mobility.]

S Laurence Coutrot and Claude Dubar

Since 1974, occupational mobility
has not been solely a "positive”
element closely tied to social
advancement. With rising
unemployment and new forms of
employment, as well as
transformations of the labour market,
there has been a rise in involuntary
mobility.

The difficulty of reconstructing

individual career paths has increased
as a result. It has become necessary
to define a new approach to mobility.
In this volume, demographers,
economists and sociologists take
stock of recent research in this field.
The articles, based on papers
presented at a seminar on
"Occupational Mobility and
Long-Term Career Paths" organised

by CEREQ and LASMAS (Laboratory
for Secondary Analysis and Applied
Methods in Sociology) between 1991
and 1992, are grouped according to
four main themes: approaches to
mobility, occupational mobility and
the labour market, studies of specific
categories over time and conceptual
and theoretical problems.

¥ Document de travail N° 84 - CEREQ/CEDAET, February 1993 (70F)
Les qualifications et leur adaptabilité au marché du travail. [Skills and Their Adaptability to the Labour

Market.]

S Qlivier Bertrand, Annie Bouder and Michel Rousseau

This study was undertaken by
CEREQ and CEDAET at the request
of the French Ministry of Labour,
Employment and Vocational Training
on behalf of the European
Observatory on Employment, which
thus presupposes similar research in
the other countries of the European
Community. The purpose was to
review the current state of knowledge
about skills and their relationship to

the labour market. The resulting
study is made up of two distinct parts.
The first part provides a quick
summary of the idea of a skill, the
evolution of skills in quantitative and
especially qualitative terms, the way
in which the different
players--training system, firms,
workers--react to these changes and
the processes of adjustment on the
labour market. It also deals with

forecasting methods and the
problems these pose.

The second part focusses on the firms
and is based on more in-depth
investigations, notably among
specialists in forward-looking
labour-market and skills management.
It reviews the methods used, their
evolution and company behaviours in
response to new demands for skills
levels and adaptability.

Articles Published in Formation Emploi

¥ N2 41: January-March 1993 (66F)

"L’efficacité des stages de formation : Le cas des demandeurs d’
qualification.” [The Effectiveness of Training Courses: The Case of Low-Skilled Jo

©>  Frangols Stankiewicz, Rachid Foudi and Marie-Héléne Trelcat

ploi de bas niveau de
kers.]

"Les personnes handicapées sur le marché du travail : Analyse d’une politique catégorielle de
I’emploi”. [The Handicapped on the Labour Market: An Analysis of a Category-Based Employment Policy"]

S®  Patrick Lechaux

"Apprendre...est-ce une aptitude réservée aux jeunes? Une réflexion a partir du suivi de deux
apprentissages professionnels”. [Is Learning a Talent Reserved for Young People? Reflections Based on the
Observation of Two Vocational Education Experiences.]

S Dominique Paumes and Claire Pelegrin

"Autour du lien savant : Savoirs et savoir se dire." [The Knowledge Link: Knowledge and Self-Expression.]
S  Jacques Broda and Pierre Roche
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