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1. FOREWORD
CHAMBER OF CONSTRUCTION AND BUILDING MATERIALS INDUSTRY OF SLOVENIA – 

CCIS CCBMIS  -
Quality social dialogue is the precondition for successful operations in any industry. This is why formulating the scope and contents of social partners' negotiations, which will ultimately lead to a win-win situation for both social partners, becomes all the more important. Social partners need the knowledge, skills and ability to look for solutions that will first and foremost strengthen the economic and social positions of the construction industry, and, in addition, help restore its reputation. National construction industry markets in the EU are relatively closed, with construction companies conducting 95% of business in their national markets. Despite this fact, the construction branch follows identical principles of operation in all EU countries and consequently meets with the same challenges. Importantly, the construction sectors in different countries should be comparable to each other, or else, in the long run, imbalances will translate into significant job losses in less competitive markets, both directly in the construction industry and indirectly in related sectors. Construction is a mature industry where great, significant technological advances do not happen often, nor are they expected to occur in the near future. However, construction does have its own distinctive features compared to other industries. Notably, it is not the products made by workers in factories that move within the market, but rather each time the workforce moves to a new location where the product (building) is to be constructed. Next, a great number of professionals is involved in the construction process—project designers, contractors, subcontractors and suppliers. The coordination of participating companies requires the exercise of special skills and adherence to strict rules if the construction project is to be completed in a timely fashion and if the investor is to get a building that meets all safety regulations and guarantees long-term quality of use. In addition, the business operations between all participating companies in the supply chain must be successful. Each inappropriate action, incongruity or mistake of any link in the chain can have significant adverse effects for all the others. Clearly, the manner of work in the construction sector carries greater, unforeseen risks for all companies involved in the sector, and consequently also for their workers. Construction workers are exposed to several negative factors and risks which workers in other, more stable and immobile working environments do not have to face.  During the period of economic downturn, Slovenia has faced the rapid bankruptcy of its largest and most established construction companies (8 of the top 10), and, in addition, a host of small and medium-sized companies. Despite the fact that social benefits of employees are well protected under Slovenian law, the crisis has revealed that the security measures guaranteed under the legislation are not sufficient. Therefore, increased knowledge of negotiation parties is crucial for an improved social dialogue, enabling both parties to offer solutions which will make the sector more attractive in the long term, reduce the risks to both employers and employees, and be socially more acceptable than the current situation. Jobs in the construction industry will have to be made more appealing to younger, hard-working, capable and ambitious people who would want to embark on a successful career in construction.The social, business and normative environments in which the construction sector operates in Slovenia have to be transformed at the root, applying successful and well-tried solutions from other countries with more advanced economic and social standards. An important part of the solution is the concept of establishing paritarian funds—a basically novel concept in the Slovenian construction sector so far.

Jože Renar, Director CCIS CCBMIS

BULGARIAN CONSTRUCTION CHAMBER  - BCC
Social dialogue is one of the key tools of the industrial relations, with both parties involvement: Employers and Trade unions. Key topics subject of negotiations are minimum wages, wage supplements and allowances, health & safety conditions, vocational education and training.

Construction industry of Bulgaria was hit by the global economic crisis, with significant decline of house building. Both public and private investments in this market segment went down, credit crunch and late payments in the sector, in particular from public authorities, as well as intercompany debts (General Contractor-Sub-contractors) are the major problems that Construction enterprises facing in the recent years. In addition the unfair competition, and non-transparent public procurement are the main obstacles for SMEs. Other key problems are complicated interactions with the monopoly operating enterprises: Electricity distribution companies, and Water supply and sewerage operators. With regard to the employment issues, the unemployment rate in Construction sector is very high, companies are forced to dismiss high qualified engineers and technicians, due to the lack of the construction projects. At the same time managers declare lack of qualified manpower and mobility of the site managers and technicians in other EU countries.

The strongest falls in employment were recorded in Portugal (-18.9%), Spain (-17.6%), Greece (-17.4%) and Bulgaria (-10.8%). Finally, total construction output is forecast to decrease further by 2.6% in 2013, as a result of decreases in all construction segments, except R&M. The situation is not expected to improve before 2014.

Source: FIEC Annual report No 56, page 11.

The people employed in the construction sector represented 5.3% of total employment. Compared to 2011, the number of construction workers declined by 10.4%. Construction faced serious challenges during this period, including the ageing of the workforce, the outflow of young professionals and the nonrenewal of the educational system. Notably, students of building schools were unemployed on finishing their studies.

Construction unemployment represented 13% of the overall unemployed in the country (about 120,000 people). There was a small decrease of 3.6% in construction unemployment

in 2012 compared to 2011. However, this was mainly due to seasonal factors. In spite of this, a slow process of recovery of the construction labour market seems to be underway.

From a total of 4,286 companies registered in the Central Professional Register of Builders (CPRB) managed by the Construction Chamber, as at February 2013, the analysis shows that more than 2,600 companies have terminated their activities during the past 2 years.

All in all, construction output declined by 7.9% in 2012, compared to 2011. A further negative growth is forecasted in 2013, with an overall output of less than e5 billion. There are vague signs of recovery. However, the likelihood of returning to the regular business activity of the sector will take many years.

Source: Statistical report of FIEC No 56, named ‘The Construction activity in Europe”, iss. June 2013.
Nina Georgieva 

Head of Project management Unit , BCC

CROATION EMPLOYERS ASSOCIATION CONSTRUCTION ENTERPRISE ASSOCIATION  
- CEA CEA
Construction does have its own distinctive features compared to other industries. Notably, it is not the products made by workers in factories that move within the market, but rather each time the workforce moves to a new location where the product (building) is to be constructed. Mobility of the work force is high, works are performed each time at a different location, different facility, with different partners, in various seasons and in various weather conditions. It is a highly demanding physical labour; workers often do not have formal education and training. Work-related injuries are frequent, more often than in other industrial sectors. Occupational illnesses are not rare, especially after many years spent in service. Construction workers can hardly expect to reach full pension at 65 years of age- working at a building site. Everything mentioned above is a very serious issue. Such issues create difficulties in doing business and require solutions in order to provide better working conditions for all employees.  In the developed countries there are solutions institutionalized a long time ago, in the best interest of employees providing work-places’ quality and better outlook of the sector, which is so important for the whole society. Some hundred years ago lawmakers in some western countries found an answer to some of the issues, in a way to engage directly involved and interested sides: employers and employees (trade unions) to find common solutions acceptable for all. In the lapse of time new important questions arose, systematically solved by immediately interested parties. Legislators were passing new laws and regulations, but implementers  were often social partners. Some of the examples which could be used as good practice examples are presented in this brochure. Because of all that, in construction, as in almost no other sector, social dialogue is of utmost importance- dialogue between employers’ and employees' representatives.  Specific features of the working process obligate both sides to strive to arrange relations in a way acceptable for all.  In Croatia social partners are the CEA Construction Employers' Association and trade unions in construction. The Croatian social partners are aware of the necessity to act together and that they are interdependent. Basic joint document in force is the Collective Agreement for Construction Sector from 2001, in the meantime six times amended. Social partners have always asked from the relevant Minister to extend its use to all companies and workers in the construction sector. For other questions important for doing business in construction, and which require financial means, solutions have not yet been found within the framework of the collective agreement, or other paritarian agreements. No initiative came from the legislators.There used to be initiatives to collect information for the Fund for VET education and training for adult learners and the Fund for H&S management, but in 2009, when crisis struck, all initiatives became futile. Since then, prices of labour have been reduced below acceptable values, because of unfair competition. In order to survive: reserves are being spent, bank loans are being taken, salaries are contribution are not paid on a regular basis. The idea to increase the level of contributions in the years of reduced investments and many dismissals is not realistic.  If Croatia wishes to be a society which offers security and good prospects to the workers in construction, if we wish to have high-quality projects and have adequate number of workers, we have to establish a system that provides conditions to do so. The current crisis in the sector creates opportunity to start with serious transition and reforms by implementation of necessary adjustments which do exist in certain countries in the union we live in- the European Union. What makes paritarian funds for vocational education, H&S, severance pays, holiday compensations or  bad weather conditions feasible? The answer is a short one: in the price of labour costs there are amounts earmarked for such purposes. All the employees have rights from the Funds, but before that, the funds need to be supplied with money.  The first step in our conditions is obligatory respecting the provisions of  the Collective Agreement for construction and control of its implementation.

In the price of the labour calculated to the client, there should be assets allocated for payment of contributions, taxes and surtaxes.  Money allocated to the funds would reduce the obligations of the state to take care of everything, and thus reduce state funding. Social partners can, for sure, directly take care of their vital interests than the state through its general administrative bodies. Less state care, more care by the interested parties. 

Nevertheless, we need the state as the third partner, since for the implementation of the new measure there should be provided – particularly at the very beginning, participation of the state as the initiator, regulator, possible partner and controller. 
Zdenko Karakaš, Director CEA-CEA 
THE NATIONAL FEDERATION OF HUNGARIAN CONTRACTORS - EVOSZ 
Quality social dialogue is the precondition for successful operations in any industry. This is why formulating the scope and contents of social partners' negotiations, which will ultimately lead to a win-win situation for both social partners, becomes all the more important.

Social partners need the knowledge, skills and resources to look for solutions that will first and foremost strengthen the economic and social positions of the construction industry, and, in addition, help restore its reputation.  National construction industry markets in individual EU countries are relatively closed, with construction companies conducting 95% of business in their national markets. Despite this fact, the construction branch follows identical principles of operation in all EU countries and consequently has to meet with the same challenges.  Consequently, the construction sectors in different countries should be comparable to each other, or else, in the long run, imbalances will translate into significant job losses in less competitive markets, and not only directly in the construction industry but also indirectly in related sectors. 

Construction is a mature and complex industry characterized by continuous and significant technological advances, as expected to occur in the future as well. However, construction does have its own distinctive features compared to other industries.  Notably, it is not the products made by workers in factories that move within the market, but rather each time the workforce moves to a new location where the product is to be created, i.e. a building is to be constructed.  Besides, a great number of professionals are involved in the construction process – project designers, contractors, subcontractors and suppliers.  The coordination of companies participating in projects requires the exercise of special skills and adherence to strict rules to be able to complete the construction project in a timely fashion and to deliver to the investor a building that meets all safety regulations and guarantees long-term quality of use. In addition, the business relations between all participating companies in the construction process must be successful.  Each inappropriate action, incongruity or mistake of any link in the project implementation can have significant adverse effects for all the others. Clearly, the manner of work in the construction sector carries greater, unforeseen risks for all companies involved in the sector, and consequently also for their workers. Construction workers are exposed to several negative factors and risks which workers in other, more stable and immobile working environments do not have to face. 

 During the period of economic downturn, several construction companies, including quite a number of large and established ones, and, in addition, a host of small and medium-sized companies had to face bankruptcy. Despite the fact that social benefits of employees are well protected under the current legislation, the crisis has revealed that the security measures guaranteed under the legislation are not sufficient.  Therefore, increased knowledge of negotiation parties is crucial for an improved social dialogue, enabling both parties to offer solutions which can make the sector more attractive in the long term, reduce the risks to both employers and employees, and be socially more acceptable than the current situation.  Jobs in the construction industry should have to be made more appealing to younger, hard-working, capable and ambitious people who would want to embark on a successful career in construction. 

The social, business and normative environments in which the construction sector operates have to be transformed applying successful and well-tried solutions from other countries with more advanced economic and social standards. An important part of the solution might be the concept of establishing paritarian funds – a basically novel concept in the Hungarian construction sector.

Pete Zoltan, Director EVOSZ
2. THE VOICE OF EUROPEAN SOCIAL PARTNERS IN THE CONSTRUCTION INDUSTRY

Five years after the beginning of the global financial and economic crisis and construction, like many other sectors, is still struggling for recovery. Total construction output in the EU fell again by 4.5% in 2012 compared with the previous year in real terms, although the situation is not the same in every country, overall in terms of activity we are back at the same levels as of the mid-1990s.

More than two million jobs have been lost in the construction industry since the beginning of the crisis and the austerity measures all over the EU have worsened still fragile business activity, workers’ purchasing power and consumer confidence.

The construction industry has some characteristics which make it different from other industrial sectors: it is very fragmented, with 95% of its companies having less than 20 workers, and it is highly labour intensive. Furthermore, it has a specific and complex production process: in contrast to other industrial sectors, in construction it is not the “final product” that moves within the single market, but rather the enterprises and their workforces that have to move to where the “product” is to be constructed. Such fair mobility therefore plays a crucial role in the sector.

The construction industry is also facing some important concerns, which, if addressed adequately, can become significant opportunities for a long term sustainable growth:

· despite the historically high levels of unemployment in the EU, particularly among young people, in most Member States construction companies have difficulties in finding the right workers with the right skills; therefore there is a significant need to increase investment in and facilitate access to training, in particular for SMEs, to better anticipate the skills needed and to adapt the training schemes accordingly;

· demographic changes, in particular the ageing population, combined with the difficulties that construction companies are facing in attracting and maintaining young people in the sector constitute a serious challenge as regards the overall improvement of the image of the sector;

· the strong presence of “undeclared and illicit” employment could and should be transformed into regular jobs;

· workforce mobility requires further efforts in terms of mutual recognition of qualifications and learning paths between the Member States;

· the built environment is responsible for 42% of final energy consumption and for 35% of all greenhouse gas emissions in the EU; the “greening” of the economy and of jobs therefore bears significant challenges, but at the same time also significant business opportunities.

Against this backdrop one should not forget that construction activity in 2012 still represented:

· a level of activity of 1.172 billion € (9.1% of the EU27 GDP)

· 14.6 million workers (6.8% of total European employment)

· more than 3 million enterprises.

The construction industry is not only one of the largest industrial employers in the EU, but also the engine of general growth and employment policies. The impact of the sector on the economic, social and fiscal policy is of considerable importance, both at the EU level and for national authorities. The powerful multiplier effect of construction activity on related sectors has a significant impact on overall employment as well: one job in the construction industry generates two new jobs in the overall economy. Robust employment policy in construction therefore has a positive impact on employment in general.

Because of the specificities mentioned above, the social partners, both at the EU and at the national levels, have a central role to play in the construction sector. Strong and healthy sectoral industrial relations do not solve everything, but they help in softening the impact of the crisis and in accelerating the return to growth by providing adequate and tailor-made solutions to the challenges that have to be faced. It is through industrial relations that these challenges can effectively become opportunities.

For these reasons, the European sectoral social partners, FIEC, for employers, and the EFBWW, for the workers, are promoting and supporting the reinforcement of their national affiliates.

FIEC and the EFBWW also strongly support sound autonomous industrial relations with strong “paritarian social funds” and advocate their creation, especially in those countries where they do not exist yet.

Almost all the existing paritarian social funds are established, funded and managed by the social partners themselves and often fulfill a complementary role to the existing governmental structures and cover mainly: 

Vocational training, in order to stimulate quality, skilled workers and expertise with the objective of providing to the construction industry the necessary qualifications and skills.

Health and safety, in particular through prevention initiatives, which are an important part of the approach as they help reducing economic costs resulting from accidents at work and from work-related illnesses. 

Temporary unemployment: due to the fact that the building process in the construction industry largely depends on external factors, such as weather conditions, deadlines, etc., many social funds have set up specific schemes to solve the problems of cyclical unemployment, such as supplementary unemployment benefit schemes, holiday pay schemes…
Supplementary pension schemes: due to strong demographic and economic pressure, the first pillar pension schemes in many Member States are gradually becoming insufficient to ensure an adequate pension income at the retirement age; therefore, in various countries the social partners of the construction industry have set up specific supplementary pension schemes.
In most of the pre-enlargement Member States such institutions exist, whilst in the Central and Eastern European Member States only a very limited number of initiatives in this area took place so far and further efforts are therefore needed in this respect.

For these reasons the European sectoral social partners for the construction industry, FIEC and the EFBWW, have supported and participated in the SODICO project. It constitutes a first step and certainly not the end of a process which can take time and which needs to be built brick by brick with the pragmatism that characterises the construction industry.

Domenico Campogrande
Werner Buelen

Director Social Affairs
Political Secretary

FIEC
EFBWW

3. PROJECT SODICO DESCRIPTION

Project duration: 

August 1, 2012 – July 31, 2013 (12 months)

The main expected outcomes of the project Post-Crisis Social Dialogue in the Construction Sector are:

· improved capacity and reinforced role of social partners in the construction sector in participating countries;

· quality input to European debate and social dialogue issues in the construction sector at the European level;

· better management of change and restructuring in the participating countries.

The involved employers organizations (EO) and trade unions (TU) in the construction industry, as well as other partners and construction companies will increase their expertise and hands-on knowledge in the field of restructuring, management of change and the adaptation of social dialogue to changes in the fields of labour and employment. They will especially investigate the possibility of establishing a paritarian fund to manage restructuring in construction companies and prepare a concept for Slovenia, Croatia, Hungary and Bulgaria. WKÖ Bauinnung, the FIEC and the EFBWW will provide the knowhow and expertise on this topic to project partners from new member states and a candidate country. Further, the participating social partners will be better able to manage the post-crisis period in their sector (restructuring) and build a perspective for the future, thus safeguarding existing jobs and fostering the creation of new jobs. As a result of the project, we expect greater involvement of social partners in the discussion and the preparation of measures supporting the construction sector. The project partnership will lead to a strong network of key actors in the construction sector. The network and the involved experts will provide support to each other also after the end of the project.

The expected outputs/deliverables:

· Report about interviews among companies in the construction sector on restructuring plans, employment, conditions for social dialogue and the establishment of a paritarian fund for restructuring;
· Workshops, seminars and round table discussions on management of restructuring and social dialogue in the construction sector (with active support of WKÖ Bau and the FIEC) on the following topics: conducting business in times of crisis in construction and managing labour force and social dialogue during bankruptcy, insolvency or forced and compulsory settlements, and regulation of public procurement in terms of providing safety to contractors, subcontractors and company employees; 
· Developing the concept of a paritarian fund to assist restructuring in construction and the draft concept of establishing paritarian funds in the construction industry in Slovenia; 
· Publication on management of restructuring and social dialogue (by means of a paritarian fund) in the construction sector in partner languages (Slovenian, Hungarian, Bulgarian, Croatian and English);
· Final conference of the Chamber of Commerce and Industry of Slovenia (GZS) on June 20, 2013 on the topics of restructuring, industrial relations and a paritarian fund in the construction sector; 

· Project web portal on restructuring, industrial relations and paritarian social funds in construction industry (sodico.gzs.si).
The aims of the project Post-Crisis Social Dialogue in the Construction Sector (SODICO) are:

· anticipation, preparation and management of change and restructuring in the construction sector in the post-crisis period;

· adaptation of social dialogue in the construction sector to changes in employment and labour policies;

· strengthening the role of social partners and tripartite cooperation in the construction sector.

By addressing these objectives, the project will address the employment and social dimensions of the EU priorities relating to exits from the economic crisis and will contribute to reaching the objectives and targets of the Europe 2020 strategy, particularly its flagship initiative An Agenda for New Skills and Jobs.

Project partnership:

Project SODICO has the following partners:  

5 national sectoral employer organizations 
1 national employer organization 

4 national trade unions from the construction sector

2 European social partner organizations from the construction industry
 

Participating countries: 
Slovenia, Croatia, Bulgaria, Hungary, Austria and Belgium 
Project coordinator:

Chamber of Construction and Building Materials Industry of Slovenia (CCBMIS)
Project partners:
SDGD-Trade Union of Construction Sector Workers of Slovenia 
FIEC-European Construction Industry Federation

BIA-Bulgarian Industrial Association

BCC-Bulgarian Construction Chamber

FCIW PODKREPA-Federation "Construction, Industry and Water Supply" 

EVOSZ-The National Federation of Hungarian Contractors

EFEDOSZSZ-Hungarian Federation of Building, Wood and Building Material Workers' Unions

WKÖ Bau-The Austrian Economic Chamber, Construction

SGH-Trade Union of Construction Industry of Croatia

HUP-Croatian Employers Association Construction Enterprise 

EFBH-The European Federation of Building and Woodworkers

Work meetings of project partners: 
September 9, 2012: Ljubljana, Slovenia
January 17, 2013: Vienna, Austria
May 23, 2013: Brussels, Belgium 

June 20, 2013: Ljubljana, Slovenia
Project website:

sodico.gzs.si

National project events:

http://sodico.gzs.si/slo/project_events_2012_2013
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Web-site: SODICO.GZS.SI
4. HISTORY OF PARITARIAN FUNDS AND A BRIEF OVERVIEW OF THE SITUATION IN SELECTED EUROPEAN COUNTIRES 
Paritarian social funds (hereinafter: PF) are established and managed by social partners as the national representatives of employers and employees, mainly as a complementary scheme within a country's social mechanisms. Several funds serving different purposes can be established for each sector, covering such areas as vocational training, health and safety, pension schemes and holiday pay schemes.

Participation in a fund (membership) can either be voluntary or mandatory, and the contributors to the fund (those paying contributions) can be either companies (legal entities) or employees. Following previous social dialogue, paritarian funds are established by social partners themselves based on agreed legal arrangements, in accordance with the possibilities offered by each country (e.g. collective agreement, agreement, civil-law contract, etc.)
Paritarian social funds already exist in most West and Central EU member countries, whereas in Eastern EU member countries their number remains limited or even non-existent, although the number of incentives has lately been growing significantly. This comes mainly as a response to the economic and financial crisis which has affected almost all of Europe.
Establishing a paritarian fund can be an effective solution for a specific sector in terms of addressing the social issues of employees and employers in that sector. After all, it is the stakeholders of a sector (social partners) who are most familiar with the social security issues and other issues in the sector, which means they can try to solve or improve many of these obstacles themselves. A wealth of experience in EU countries with a long-standing tradition of PF can be of great help to social partners in countries where PF are yet to be established. Advice and help can be offered in selecting, introducing and managing the right PF for each country. 
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4.1. A Brief Overview of Nearby Countries  
4.1.1 AUSTRIA 

BUAK 

The Construction Workers' Annual Leave and Severance Pay Fund is an official instrument governed by public law. BUAK is a paritarian instrument of the construction sector social partners based on an agreement between employees and employers. 
The primary function of the fund is the administration of leave and severance pay entitlement and construction workers' bad weather compensation. In the last few years, the fund has expanded to include a retirement sectoral fund. 
BUAK has a Committee consisting of 20 representatives of employers (Austrian Chamber of Commerce) and 20 representatives of workers appointed by the Federal Chamber of Labour. The supervisory authority is the Federal Ministry of Labour, Social Affairs and Consumer Protection of Austria.

The Board of Directors is composed of trade union stewards elected by the Committee and four other representatives of employers and employees. The Board of Directors is responsible for managing the fund. The fund includes all employees who (predominantly) work in the construction sector, including part-time workers. 
BENEFITS

· Holiday entitlement
The BUAK fund manages data storage to organize the industry’s contribution, manages and invests the paid up capital.

· Severance pay
This serves various social purposes such as provisions for the year of termination of employment, the threat of unemployment, loyalty bonus for long service period, bridging the impairment caused by loss of employment income, and compensation of the workforce due to longer duration of employment in particular operations.

· Bad weather
The bad weather scheme offers compensation for the loss of income occurring from a work disruption due to bad weather, and on the other side, it provides reimbursement of incurred establishments costs.

· Winter holidays
In accordance with the provisions of the collective agreement, winter holidays dates are fixed. Similarly, rest days are fixed in accordance with the provisions of the Labour Act.

· Survivors’ compensation
In the event of the death-in-service of the worker, the heirs are entitled to severance pay and winter holiday’s allowances, provided they fulfill the required conditions.

Contributions
The employees contribute only for the bad weather allowance. This contribution is levied by the Austrian health insurance. Employers are obliged to contribute certain fees; their contributions are surcharged to the wages.
4.1.2 ITALY

The institution CNCPT (Joint National) is responsible for safety in the building sites and coordinates and directs the activities of the 100 provincial committees (CPT). It has a President (entrepreneurial extraction) and a Vice-President (union extraction). The Board of Directors consists of 6 members from the employers’ side and 6 members from the employees’ union. The President is an entrepreneur, the Vice-President is a trade unionist. The CPT system provides assistance in construction safety for all employees, both full-time and part-time.

Contributions

Employees do not pay any contributions. Employers pay 0.010% of the whole wages registered in the Building Fund of the department, which makes an annual total of 700,000 euros. Public funding is granted only in relation to specific projects.

Information on the system is provided to construction workers upon request. The National Board identifies guidelines for training courses which are provided by individual local authorities. Some courses deliver certificates at the end, after exams. The national organization provides guidelines for manuals to be used in training activities of local authorities.
· CNCE (paid holiday scheme) 
The main activity—which was the basis of the foundation many years ago—is to receive every month a part of the salary from firms, which is intended for the payment of holidays (20 working days per year) and of the thirteenth monthly salary paid at Christmas. The sum received into the social fund by the workers is now 18.50% of the monthly salary of each worker (10% for Christmas salary and 8.50% for holidays).  
Second activity: in May of every year, the social fund gives workers another important part of the wage, which is calculated according to length of service in the sector and the amount of work done by each worker over the previous year. 
The third area of action is to top up workers’ insurance payments in the event of sick-leave or workplace accidents.

Fourthly, another significant activity for the funds is related to the creation of the National Fund for private integration of pensions.


FORMEDIL (vocational training scheme)
Formedil is a non-profit private organization set up in 1980, ruled by the national collective agreement for construction companies. Formedil is run by the most representative trade unions and employers’ organization in Italy.

FORMEDIL, the national organization for training in the construction sector in Italy, aims at promoting, carrying out and coordinating, on a national level, vocational training measures and vocational qualification in the construction sector realized in the vocational centers of the sector, called “scuole edili” (building schools).

The territorial building schools implement the vocational training measures according to the needs of the local job market. The building schools, although characterized by organizational and financial autonomy, are coordinated on the national level by FORMEDIL.

Organization
FORMEDIL is articulated in 14 regional branches (‘Regional Formedil’) and connects a network of 100  'Scuole edili' situated in various provinces.

- 1 President (employer representative), 1 Vice-President (trade unions representative)

- 1 Board of Councilors (12 members)

- 2 Directors (one by employer designation and one by trade union designation)

- 6 employees

 

Board composition
The Board of Directors consists of 6 members from the employers’ side and 6 members from the employee’s union. The President is an entrepreneur and the Vice-President is a trade unionists.

Employee groups covered

All employees are covered, both full-time and part-time employees. The scheme extends to those employed and unemployed. 
Eligibility

Training schemes for all workers of the sector, including the compulsory training scheme for health and safety.

Employer contributions
The percentage corresponding to the employers’ contribution is fixed by the National collective agreement and equals 0.02% of the entire wages registered in construction of a province.

Public financing
Public financing for specific training projects is provided by the Ministry of Labour and Education and by European social funds. 
TRAINING ACTIVITIES AND PROPOSED COURSE FRAMEWORK

Types of training provided 

Formedil does not usually directly organize training courses: our task is to coordinate and support the local building schools that train people for various vocational profiles, from workers to intermediate level technicians.

 

Formedil implements only training courses targeted at managers of the ‘scuole edili’ and at trainers. The training system (scuole edili) organizes vocational training, including both primary and continuous training. More than 50% of our trainees are trained in health and safety and in professional skills.

· Training period 

From 8 to maximum 40 hours in the case of Formedil training courses and from 8 to maximum 1,200 hours in the case of ‘scuole edili’ courses.

 

· Exams
Assessment tests and self assessment tests. Training participants receive a certificate upon successful completion of a training course: certificate of attendance, training booklet, or a driver’s license for particular kinds of machines.

· Financing of the training
There are two ways of financing this training: sector contribution (a compulsory levy), or, sometimes, from public funds for a particular project or with participation in public procurement. 
4.1.3 GERMANY

SOKA-BAU is the umbrella name for two paritarian social funds of the German construction industry: The “Urlaubs-und Lohnausgleichskasse der Bauwirtschaft” - ULAK - (Holiday and Wage Compensation Fund of the Building Industry) and the “Zusatzversorgungskasse des Baugewerbes  AG” - ZVK - (Supplementary Pension Fund of the Building Industry). ZVK is a public limited company supervised by the German Federal Financial Supervisory Authority (BaFin); ULAK is an association with legal capacity by right conferred by the State.

Both funds have been set up jointly, more than fifty years ago, by the social partners of the German Construction industry, i.e. the two employer associations, the “Zentralverband des Deutschen Baugewerbes e.V.” (German Construction Confederation) and the “Hauptverband der Deutschen Bauindustrie e.V.” (Association of  the German Construction Industry) as well as the “Industriegewerkschaft Bauen-Agrar-Umwelt” (Trade Union for Construction, Agriculture and Environment).

 

On behalf of the social partners of the German construction industry, SOKA-BAU provides a variety of services that are tailored to the particular needs of construction companies and their workers. 

SOKA-BAU covers some 70,000 domestic and foreign construction companies with around 620,000 employees and approximately 420,000 retired workers. In 2009 SOKA-BAU managed 5 billion euros in assets.
Board composition
SOKA-BAU is governed by an executive board. Its members are appointed to their positions by the social partners of the German Construction industry. Consequently, in the board, the two sides of the industry (i.e. employers and workers) are equally represented.

 

Regulatory framework
1. Collective Agreements Act
2. Act on the Supervision of Insurance Undertakings
3. Act on Occupational Pensions
4. Act on the Posting of Workers
5. Collective Agreement on Occupational Pension Allowances in the Construction Industry
6. Collective framework agreement for the construction industry
7. Collective agreement on the social fund in the construction industry

The collective agreements are generally binding. That means the provisions of the collective agreements apply even to those construction companies and workers who do not belong to one of the aforementioned employer’s associations or the said trade union.  

Employee group covered
ZVK operates two different schemes:

· A non-mandatory supplementary pension scheme the benefits of which are financed by workers’ or employee’s contributions.

· A mandatory supplementary pension scheme the benefits of which are financed by employers only. This scheme applies mandatorily to all Western-German construction workers and employees (including part-timers).

· ULAK’s holiday pay scheme applies mandatorily to all German construction workers (part-timers included). The scheme further covers construction workers who have been posted to Germany.
Eligibility
Occupational Supplementary Pension Scheme:
· Immediate eligibility for every worker/employee who is entitled to a statutory pension paid by the German social security pension insurance,

· No minimum age required for becoming a scheme member,

· Qualifying period must always be completed.

Schemes
Vocational training scheme
ULAK does not provide vocational training itself. Instead, employers who do so in their own businesses obtain part of the training allowances reimbursed from ULAK:

· industrial trainees: the reimbursement amounts to 10 x the amount of the paid training allowance in the first year of training, to 6 x in the second year and to 1 x in the third year of training;   

· technical/commercial trainees: the reimbursement amounts to 10 x the amount of the paid training allowance in the first year of training and to 4 x in the second year.

In addition, ULAK reimburses 20% of the gross training allowance in order to compensate parts of the social security contributions paid by the employer.

Further, employers obtain reimbursement of the costs incurred with regard to multi-employer training center: tuition fees, travelling expenses and boarding-school costs.

Employee contributions 

No employee contributions are required for the compulsory coverage.

For the voluntary coverage (Occupational Supplementary Pension Scheme), employees contribute a minimum €25/month to the average of € 205/month (limit of tax deduction).

Employer contributions
At a whole, every Western-German employer of the construction industry contributes on a monthly basis 19.80% (paid holidays: 14.30%, vocational training: 2.30%, supplementary pensions: 3.20%) of the total gross wages of his business to SOKA-BAU. The contributions amounts to 16.60% (paid holidays: 14.30%, vocational training: 2.30%) in Eastern Germany.

Employers with a seat in a country other than Germany must contribute to the paid holiday fund in the event of cross-border posting of workers to Germany.

Vesting and withdrawal

In the framework of the mandatory supplementary pension scheme:

· Vesting period: 5 years.

· Withdrawal requires 220 months of service.

Financing
The collective agreements provide the obligation for the employers to contribute to SOKA-BAU to finance the benefits. It is a hybrid type of fund.

 
4.1.4 FRANCE

Pro BTP 
PRO BTP is the first professional group of social protection in France. With 3.71 million members, PRO BTP supports all actors of civil engineering. Retirement, short-term leave, long-term leave, medical schemes, employee savings plans, insurance, training, holidays: the group designs and implements services and solutions to meet the competitive challenges of today and tomorrow.

 

PRO BTP is a joint governance group and a non-profit (Law 1901). The federations of employers and employee organizations demonstrate their willingness to sustain and develop the welfare of the profession. The group now comprises staff and resources of pension institutions.  PRO BTP has over 50 years of experience in providing social coverage in the construction industry and maintains its core values: performance, relationship and innovation.

 

Board of Administrators composition
Strictly paritarian: 5 representatives of the employers (CAPEB, FFB, FFIE, FNSCOP, FNTP) and 5 representatives of employees (CFDT, CFTC, CFE-CGC BTP, FNSCBA-CGT, FG FO).

 

Regulatory framework
· Collective Agreement of the construction sector

· National Collective Agreement of the Construction Economists and Quantity Surveyors. 

Employee group covered
All employees working in the construction sector, including part-timers.

Eligibility

Immediate eligibility upon first day at work with no waiting period. Compulsory coverage for employees of the construction industry. 

Schemes

· Retirement schemes 

· Death, short-term and long-term leaves 

· Health security 

· Employee savings schemes  

· Annual leave 

· Insurance  

· Social aid

Cost sharing

Shared cost required by plan rules

Employee contributions

· Occupational pension: 
- Blue collars: 3% on “Tranche A” (up to 1 Social security ceiling) and 8% on “Tranche B” (from 1 to 4 Social security ceiling)

- White collars: 3.25% on “Tranche A” and 8.25% on “Tranche B”

- Executives: 3% on “Tranche A”, 7.70% on “Tranche B” and 0.20 % on Tranche C (from 4 to 8 Social security ceiling)

 

· Disability and death:
- Blue collars: 0.87%

- White collars: 0.60%

- Executives: No employee contribution on “Tranche A” and fixed contribution rate on “Tranches B and C”

Employer contribution

· Occupational pension:  
- Blue collars: 4.5% on “Tranche A” (up to 1 Social security ceiling) and 12% on “Tranche B” (from 1 to 4 Social security ceiling)

- White collars: 4.25% on “Tranche A” and 11.75% on “Tranche B”

- Executives: 4.5% on “Tranche A”, 12.60% on “Tranche B” and 0.10 % on Tranche C (from 4 to 8 Social security ceiling)

· Disability and death:

- Blue collars: 1.72%

- White collars: 1.20%

- Executives: No employer contribution on “Tranche A” and fixed contribution rate on “Tranches B and C”

Financing
Fund administrator, pay-as-you-go type of fund.

Preservation, portability, transferability 

For occupational schemes, employees are entitled to acquire supplementary rights in each company part of the construction industry collective agreement.

4.1.5 BELGIUM

FVB/FFC presentation

The Fund for Vocational Training in the Construction Industry (FVB/FFC) was established in 1965 as a Security Fund of Existence. Its mission is to promote and support the training of present and future workers in construction industry and to ensure the quality and outcome of their training. The fund encompasses a total of more than 30 professions, from residential construction (structural work and finishing) to industrial construction, civil engineering and road works.

 

FFC works closely with partners specialized in training such as full-time education, VDAB, Forem, competence centers, Bruxelles-Formation, IFAPME, Arbeitsamt, Edutec and various private operators.

 

It collaborates with the construction industry (employers and workers) at both national and local levels. The functioning of the FVB/FFC is funded by the construction industry itself through a levy on wages.

Regulatory framework
Collective Labour Agreement. Each Collective Labour Agreement that stipulates the actions of the FVB/FFC is valid for a period of 4 years. This CLA can be revised after 2 years. The drawing up and the revision of the CLA is the result of negotiations between social partners.

Employee group covered

Blue-collar workers, including part-timers.

Eligibility

Immediate eligibility upon first day at work without any waiting period.

Training can either be voluntary or compulsory depending on type of training (e.g. ‘safety when working on heights’ for safflowers). However, most training programs are elective.

Benefits

· Practical training

· Technical training and non-technical training

· Educational schemes (full-time education, part-time education, etc.)

· Training of the unemployed

· Training of the active blue collar construction workers

· Outplacements and orientation of the unemployed towards the construction industry

Training framework 

· Period of training 
We offer short trainings, (one day), but our training offer also consists of longer trainings. However, it is our policy to promote short trainings because this lowers the threshold for companies to enable their workers to participate in the training. The rationale is: when the training is limited in duration, the workers do not have to be absent from their teams for too long. Construction work is mostly done in a team.

· Exams
Some training programs are followed by a final exam; however, this is rather an exception.

 

Employee contributions 

No employee contribution.

Employer contributions 

Employers contribute to the National Social Security which collects the assessment and pays about 0.4% to the FFC.

Public financing
The federal state pays some of the wages for workers who participate in training that has a clear focus on employability. This system is called ‘Paid Educational Leave’. Since the FVB/FFC also pays part of the wages of construction workers who participate in the training, the FVB/FFC refunds the wage of a construction worker towards the construction company. For eligible trainings, the FVB/FFC is authorized by the construction companies to collect the ‘Paid Educational Leave’ from the federal state.

Support study and material provided
The FVB/FFC produces textbooks for various occupations that are used in schools. Furthermore, the FVB/FFC develops tools that can be used by teachers of children between the ages of 10 and 14 to make those children acquainted with the construction industry.

Financing
All activities are financed with funds that are allocated towards the FVB/FFC by means of a levy on the wages paid towards construction workers.

4.1.6 SPAIN

Fundación Laboral de la Construcción 
The Spanish Fundación Laboral de la Construcción is a non-profit private foundation set up in 1992 as a consequence of the Convenio General (Collective Agreement) of the Spanish construction industry. Due to its legal foundation status, the FLC is run by the most representative trade unions and employers’ organizations of the Spanish construction industry.

Organization
Fundación Laboral de la Construcción is ruled by a board which names an Executive Commission and a CEO. Nevertheless, it has a regionally decentralized management system, delegating the execution of its duties to 17 regional boards nationwide. As a non-profit bipartite organization, the board is paritarian: 26 members from employers’ confederation and 26 members from trade unions.

 

Regulatory framework
IV. National Collective Agreement of the Spanish Construction Industry.

 
Employee group covered

All workers of the building industry, including part-timers.

Eligibility

Compulsory training schemes for all workers of the construction industry.

Employee contributions 

No employee contributions.

Employer contributions

The percentage corresponding to the employers’ contribution is fixed by the National Collective Agreement: 0.175% of their employees’ salary mass.

Public financing

Public funds—public subsidies—represent about 70% of total income.

Information to employees 

Information provided to employees regards labour guidance, improving their qualification through H&S and vocational training, access to quality jobs, measures of safety and health at worksites, and obtaining the Professional Certificate of the Construction Industry.

 

We provide information to employees through our corporate web sites, advertising in mass media, sectoral campaigns, our own magazine and newsletters, SMS-messaging, fairs and events, mobile classrooms, etc.

Training activities 
Type of trainings
Vocational training, including both continuous and occupational training. Additionally, professional secondary education in the construction field is provided in specific regions.

 

More than 50% of our trainees are trained in health and safety. In this case, the National Collective Agreement establishes two types of training:

- Initial: “Aula permanente”
- Specific: depending on the types of works developed
Additionally, 45% of our trainees acquire skills related to the construction trades.

Other courses are related to management.

Period of training courses
From 6 to 1,500 hours.

 

Compulsory or voluntary schemes?
Most of the H&S training is compulsory in order to obtain a job in the construction industry in Spain.

 

Exams
Training for management of tower cranes and travelling cranes is compulsory as well. There is always at least an exam at the end of the training. Furthermore, continuous assessment, practical exams, assignments, progressive theoretical exams and final projects/works are frequently part of our course assessment system.

 

Cards and certificates
Tower crane and travelling crane cards to manage these machines.

Construction Industry Professional Card (TPC) to work in the construction industry since January 1st, 2012.

 

Financing of the training programs
There are two ways of financing the training: industry contribution (a compulsory levy) and public subsidies from both state and regional Governments.

Teaching products

Textbooks, teaching guides, student guides, online campus, DVDs, simulators, machinery and tools—when required—protection equipment, etc. They are financed in two ways: our equity and public subsidies.

5. BEST PRACTICE EXAMPLE FROM AUSTRIA: Paritarian Social Fund BUAK

I. About BUAK

The Construction Workers' Annual Leave and Severance Pay Fund (BUAK, Bauarbeiter-Urlaubs- & Abfertigungskasse), as a public corporation, is tasked with the administration of governmental tasks regarding self-administration. The fund is also the Institution for Social Partners in the construction industry and therefore endeavours to facilitate consensus between employers and their employees. Employers and employees respectively are represented and serve on the management board.
The primary function of BUAK is the administration of leave and severance pay entitlement and construction workers’ bad weather compensation. Another task is the administration of the claim to remuneration in lieu of winter holidays. 
Founded:

In 1946 on the basis of the Act on Construction Workers' Annual Leave and Severance Pay (BUAG).

Regulatory framework:

Act on Construction Workers' Annual Leave and Severance Pay (BUAG)

Construction Workers’ Bad Weather Compensation Act (BSchEG).

Management:

Social partners of the construction sector (paritarian Management Board composition: equal number of employer and employee representatives).

Supervisory authority:

Federal Ministry of Labour, Social Affairs and Consumer Protection of Austria.

Number of employees:

Approximately 200.

II.  Organization of BUAK

BUAK is a public corporation with equal representation of the workers’ (Arbeiterkammer) [Austrian Chamber of Labour] and the employers’ (Wirtschaftskammer) [Austrian Federal Economic Chamber] interests on the management board. The Bundesministerium für Arbeit, Soziales und Konsumentenschutz HYPERLINK "http://www.bmask.gv.at/" \t "_blank"  (BMASK) [Federal Ministry of Labour, Social Affairs and Consumer Protection] is the supervisory authority, in particular, responsible for matters relating to the Act on Construction Workers' Annual Leave and Severance Pay (BUAG) and the Construction Workers’ Bad Weather Compensation Act (BSchEG), respectively.
The Committee, the Executive Board and the Supervisory Committee are the administrative bodies of BUAK. An advisory body exists for each federal state. The members of the administrative bodies are appointed for a 5-year term. The two directors of BUAK are appointed after the proposal by the Executive Board and hearing by the Supervisory Committee.

III. Employee groups covered

Provisions of BUAG apply to:

· construction and crafts sector ('master builders')

· building sector

· auxiliary and secondary activities of construction

· stonemasons, carpenters, roofers, potters, flooring fitters, tile fitters
· the provisions do not apply to: electricians, gas fitters and plumbers
· hired workers (for leased personnel from sectors not covered by the BUAG provisions) 
· posted workers (who work in construction industry)

Temporarily assigned workers from abroad are not covered by the BUAG provisions. 
IV. Services of BUAK

The Construction Workers’ Annual Leave and Severance Pay Fund (BUAK) provides services regulated under the Act on Construction Workers’ Annual Leave and Severance Pay (BUAG), the Construction Workers’ Bad Weather Compensation Act (BschEG) and any applicable collective agreements.
The functions of BUAK include the settlement of annual leave remuneration, severance pay, winter holiday and bad weather compensation for construction workers in the construction sector.
In this context, BUAK organizes the contributions by the employers, administrates and invests the funds received and settles workers’ claims.
BUAK is also tasked with other functions such as collecting and remittance of the training contribution, administration and implementation of the "common arrangement for lump sum payments” standardised under the collective agreement, or regulation of extra leave for shift work.

V. Figures and facts

Benefits under BUAK: 

· holiday entitlement (since 1946)

· severance pay (since 1987)

· winter holidays (since 1996)

· bad weather (since 1954/1996)

Leave payments
BUAK handles leave payments for some 9,000 companies and depending on the season, provides coverage of payments to some 80,000 - 130,000 employees monthly.
Severance payments
BUAK covers severance payments in some 5,500 cases every year.

Bad weather payments
Some 600,000 applications for the refunding of paid bad weather payments are received and processed annually, and the corresponding employers are appropriately reimbursed.

Winter leave payments
BUAK covers winter leave payments to some 121,000 employees yearly. The companies for which we provide cover receive repayments for nearly 77,000 employees. BUAK also provides cover for the alternative entitlement to winter leave payment guaranteed under Austrian law and provides for payment of this to some 44,000 employees.

Payment recipients in 2012 

Approximately 110,000 construction workers 

Approximately 8,000 construction companies

	
	2006
	2007
	2008

	Leave payments and other gratuities
	525.5
	563.6
	598.5

	Severance pay
	61.8
	71.4
	78.3

	Winter leave pay
	9.2
	15.7
	21.7

	Bad weather pay
	27.2
	32.2
	30.5

	Totals
	623.7
	682.9
	729.0


Pay-outs made to employees in 2006 - 2008 (figures are in million euros)
VI. Benefits

· Annual leave

The BUAG (the act) regulations are significantly different from the general Holiday Act, since the working cycle of construction workers is characterised by seasonal interruptions.
Since construction workers may be disadvantaged under the general Holiday Act, the BUAG aims to facilitate the acquisition and utilisation of annual leave. The functions of BUAK include data storage, organising contribution payments by companies and administration and investment of the funds received. When a worker takes annual leave, leave pay is remitted to the relevant company for proper settlement.
The leave provisions are characterised by being company-neutral, but branch-specific. This means that the construction worker will be able to earn the entitlement weeks required for leave qualification (at least 26) at different companies. The leave itself can therefore also be taken at a company where the worker has no claim yet under his/her present employment (subject to all these companies falling within the scope of BUAG).

· Severance pay

The basic idea was to extend the "company neutrality” already anchored in the construction worker’s leave arrangements also to the severance pay.
This means that the employment periods at different companies are totalled to calculate the severance pay claim. The severance pay arrangement pursuant to BUAG has been in force since October 1, 1987.

Severance pay serves various socio-political purposes:

· Provision for possible unemployment following termination of the employment relationship

· Loyalty bonus for long-term service

· Share of the company’s fortunes, to which the worker contributed

· Bridging of reduced income period due to loss of employment

· Compensation for loss of productivity resulting from extended employment in a specific company.
· Bad Weather

Work procedures in the construction sector are significantly affected by the weather.
To construction workers who are working mainly in the open, bad weather means interruption of work and the associated loss of wages. Unfavourable weather conditions present companies with the problem of cost of lost working hours. The bad weather regulation is a solution to these problems: a compensation arrangement for loss of income in the event of stoppage due to bad weather on the one hand and reimbursement of companies for losses suffered, on the other.
The statutory provisions are stipulated under the Construction Workers’ Bad Weather Compensation Act of 1957 in its applicable version. In the amendment to the Construction Workers' Bad Weather Compensation Act of 1957 as published in the BGBI [Federal Law Gazette] no. 314/1994, Labour Market Service Supplementary Law, the BUAK was tasked in 1996 with the administration of the reimbursement to companies of already paid bad weather compensation.
· Winter holidays

The BUAG was extended by this new sector effective from 1 July 1996. This new provision regulates measures for improving the year-round working conditions on construction sites and the introduction of winter holiday arrangements.

This law currently stipulates:

· the building trade and construction industry,

· public enterprises,

· mountain torrent and avalanche control companies, and

· personnel leasing companies.
Winter holidays are:

Public holidays in accordance with the provisions of the collective agreement:

· 24 December

· 31 December

Public holidays in accordance with the provisions of the Rest Periods Act:

· 25 December

· 26 December

· 1 January

· 6 January

VII. Contact details
Bauarbeiter-Urlaubs- und Abfertigungskasse - BUAK

Kliebergasse 1A
AT - 1050 Vienna

+43 (0) 579 579 5000 ; f : +43 (0) 579 579 95099;  e: kundendienst@buak.at;  i :www.buak.at
6. PARITARIAN FUNDS IN THE CONSTRUCTION INDUSTRY IN SLOVENIA—IMPLEMENTATION PLAN AND NEED FOR THEIR IMPLEMENTATION
SLOVENIA

As one of its goals in the years 2012 and 2013, the project Post-Crisis Social Dialogue in the Construction Sector (SODICO) set out to recognize the need for sectoral paritarian social funds (PF) in the construction industry. Such funds would not only facilitate a more effective management of labour force in the construction sector, but also promote the education and training of workers in the construction industry. Certain issues in the sector which have become particularly evident during the crisis and have failed to be dealt with by the existing legislative framework could, in fact, be resolved by social partners through long-term dialogue resulting in a paritarian social fund. Considering recent trends in the construction sector (dismissals, bankruptcies), it is not surprising that the interviews conducted by social partner representatives with employee representatives as part of the project revealed a great need for a severance pay paritarian fund for those workers who were made redundant or whose companies found themselves in insolvency procedures.

However, employer representatives revealed in interviews with social partner representatives that, due to the changing EU regulations governing energy efficiency and low-energy buildings which are bringing about new construction methods, the use of new construction materials and products, and new installation techniques, there is an increasing need for new knowledge and skills that employees should master. Clearly, an identifiable and real need for new knowledge and skills exists in the construction sector—skills waiting to be learned by workers on the labour market. Undoubtedly, the introduction of a paritarian fund for vocational training of workers in the construction industry would quickly solve this issue and improve the overall situation in the sector.

In the post-crisis period, a paritarian fund for vocational training could play a crucial role in ensuring a sufficient number of appropriately qualified workers as the consequences of dismissals continue to leave an ever greater mark. To illustrate this with numbers: in 2008, Slovenia's construction sector employed 92,000 members of the total labour force, compared to only 52,000 people in 2013, according to the latest statistical data. Many of the workers were forced to seek employment either in other sectors or abroad, which means that the post-crisis period will be marked by a severe lack of workers with specific, required knowledge and skills, or, alternatively, their skills might be outdated since training and education should be on-going for many types of work. A new paritarian fund for vocational training and its fast introduction could help solve this problem in the foreseeable future. A further decrease of total labour force in the construction sector is expected; enrollment numbers for secondary vocational schools and higher education institutions of construction have dropped significantly over the past years. In short, social partners are left with the task of establishing paritarian funds—a strong need for which has been established—as soon as possible, thus making sure the construction sector will have a continued supply of well-qualified, skilled workers. From the workers' point of view, it is important to create conditions that will attract them to seek employment in the sector.

Importantly, close and full cooperation between social partners (and the representatives of educational institutions for the vocational training fund) is crucial throughout the process of establishing the funds, as only active cooperation of all stakeholders can result in paritarian funds that will work well in practice, therefore inviting future contributors. 

During the course of the project, social partners connected with representatives of educational institutions. We strongly feel that further and closer cooperation of this kind can represent the foundation of a paritarian fund for vocational training in the construction sector. Moreover, this could be the first fund of its type to be established in Slovenia as broad consensus has already been reached for it. 

Regardless of the number of paritarian funds and the order in which they are established, our primary task must remain further promotion of paritarian funds in Slovenia among all stakeholders. With that goal in mind, we should not forget that transparent operations and independent management of the funds should remain a priority in order to gain and retain the trust of future contributors to the fund. 

The next important goal of social partners is to implement paritarian funds in the legislative national framework of Slovenia. The new Employment Relationship Act already sets up the foundation, but a detailed definition must be drawn up as soon as possible in the branch collective agreement.

Once the legislative framework is set, paritarian funds can finally be introduced. Before that happens, though, it is important to discuss with both employers and employees the amount of their contributions into the funds and on what they can expect to receive in return. After all, paritarian funds should answer the needs of employers in the construction industry as well as the needs of workers who will also benefit from the fund activities.

When implementing paritarian funds in the legislative framework and establishing actual paritarian social funds, it is advisable to look at best practice examples from other EU countries. These were presented at four national project events as part of SODICO project activities. Selected types of European funds suitable for Slovenia were also presented and promoted in various electronic and print media.

Future steps
In order to obtain the information on what is required and what exactly to include in paritarian fund schemes for specific areas, direct contact with companies is required. That means field work and discussions with both employees and company representatives. In establishing paritarian social funds in construction for Slovenia, promotion of the concept of paritarian funds will play a crucial role, as will participation of all stakeholders where feedback will be the main source of information.

BULGARIA
During the interviews with representatives of the Employers organizations the most positive approach was indicated towards two PFs: Vocational training (by all type and size of Construction enterprises), and towards Bad weather Fund (by large infrastructure companies).

As concerns the Legislative framework for Vocational training PF in Collective agreement, signed by social partners of Bulgaria in January 2011, in Art. 82 are laid down the foundations of such fund, namely for implementation of the obligations of the Employer for vocational training of the Employees. These provisions are envisaged in the last Collective labour agreement, signed in December 2012. Social partners again declare their intention for establishment of the VET PF.

The social partners are interested to establish a Bad weather fund because in the national legislation there is no compensation for the companies or for the workers in case of bad weather – when is not possible to perform some construction works.

In the last year the Bulgarian social partners research the experience of the Bad weather fund in Romania and they have a support from the Romanian social partners for that. To the moment the Bulgarian social partners perform different actions for lobby with political parties represented in the parliament for assuring the right conditions in the legislations and creation of Bad weather fund.
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CROATIA

As one of its goals in the years 2012 and 2013, the project Post-Crisis Social Dialogue in the Construction Sector (SODICO) set out to recognize the need for sectoral paritarian social funds (PF) in the construction industry. Such funds would not only facilitate a more effective management of labour force in the construction sector, but also promote the education and training of workers in the construction industry. Certain issues in the sector which have become particularly evident during the crisis and have failed to be dealt with by the existing legislative framework could, in fact, be resolved by social partners through long-term dialogue resulting in a paritarian social fund. 

Considering recent trends in the construction sector (dismissals, bankruptcies), it is not surprising that the interviews conducted by social partner representatives with employee representatives as part of the project revealed a great need for a severance pay paritarian fund for those workers who were made redundant or whose companies found themselves in insolvency procedures.  However,  the relevant Minister for Labour has plans to establish a Severance Fund for all the workers in Croatia, the continuation of the project in that area is not of a particular interest for the social partners in construction.

Moreover, workers have shown interest for the Fund for sectoral pensions, which could provide higher pensions and earlier retirement. As pension funds are  more complex in its nature and require lawmakers' willfulness and cooperativeness, as well as of the existing funds’ leaders and possible resistance is expected, we have put that idea on hold, however, that should be the direction to follow in the future.

In the period when European practice turns to new technologies related to energy efficiency for buildings, in times of many dismissals and reduced number of students educated for basic construction jobs, paritarian fund for VET could play an important role in securing adequate number of qualified workforce.  In order to give a clearer picture: there are ca. 73,000 workers employed in construction, while there were 108,000 in 2008. About 35,000 jobs have been lost in the crisis. These people work abroad, left the sector or are unemployed. New paritarian fund for VET could solve the problem of workforce, once the construction is on the rise, and could satisfy the needs for new “green jobs” and energy efficiency and renewable sources of energy.  

Croatia invests very low amounts in long- life learning. VET schools curricula are very often not up-to-date and employers are not satisfied with the young workers they get from schools.  Youth unemployment is very high, twice as high in young job seekers compared to the number of older jobseekers. There are a few students who are currently in training for roofers, brick-layers, etc. in regular VET programmes. People who work at building sites are often without qualification and “life-driven” to construction trade.
New green jobs and greening of economy requires new training for workers who are already trained for “regular” construction jobs.

Life-long learning, 2005 in Europe and Croatia -12,5% are involved in the EU, Croatia lagging behind, some 2.2% participate in life-long learning programmes - the mission is to improve adult education and VET, to become the strongest roots of the educational tree point:

There is a graph illustrating and supporting our standpoint with regard LLL ( data 2005) :
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H&S issues are very important, since Croatian construction industry always has the highest number of causalities and work-related injuries. As one of the interviewed persons said: “There is a big difference in H&S measures implemented in town and in the countryside” which often means that large companies are up-to-date and following regulations, while some SMEs working in the inland obey none.
Health&Safety Background info:

In 2012. there were 978 injuries in the sector, which is 7.89% of the total  number of injuries in the country. 

There were 14 fatal injuries, out of which 8 in the construction business. We hold a sad record! Even now, when the activities are low and companies do not work with full capacities ( source: Croatian institute for health protection and H&S).

After careful consideration what should be done to establish a paritarian fund, social partners have decided for the Fund for VET and H&S.
HUNGARY

The social partners of the Hungarian construction sector became familiar with the practical operation and benefits of sectoral paritarian funds following accession to the European Union. Albeit sporadic initiatives on implementation occurred, they have not been realized for various reasons. However, the long-continued and deep crisis in the sector highlighted the problems and vulnerability of the construction industry, so the social partners who had signed a collective agreement were pleased to join the project initiated by the Slovenian partners. As one of its goals in the years 2012 and 2013, the project “Post-Crisis Social Dialogue in the Construction Sector” (SODICO) set out to recognize the need for sectoral paritarian social funds (PF) in the construction industry.  Such funds would not only facilitate a more effective management of labour force in the construction sector, but also promote the education and training of workers in the construction industry. Certain issues in the sector which have become particularly evident during the crisis and have failed to be dealt with by the existing legislative framework could, in fact, be resolved by social partners through long-term dialogue resulting in a paritarian social fund. 

Considering recent trends in the construction sector (dismissals, bankruptcies), it is not surprising that the interviews conducted by social partner representatives with employee representatives as part of the project revealed a great need for a severance pay paritarian fund for those workers who were made redundant or whose companies found themselves in insolvency procedures.

However, employer representatives revealed in interviews with social partner representatives that, due to the changing EU regulations governing energy efficiency and low-energy buildings which are bringing about new construction methods, the use of new construction materials and products, and new installation techniques, there is an increasing need for new and modern knowledge and skills that employees should master. Clearly, an identifiable and real need for new knowledge and skills exists in the construction sector – skills waiting to be learned by workers currently on the labour market. Undoubtedly, the introduction of a paritarian fund for vocational training of workers in the construction industry would quickly solve this issue and improve the overall situation in the sector. 

In the post-crisis period, a paritarian fund for vocational training could play a crucial role in ensuring a sufficient number of appropriately qualified workers as the consequences of dismissals continue to leave an ever greater mark. The fact that the number of workers employed in the Hungarian construction sector has fallen to near two-third of its previous level since start of the crisis can be illustrated with numbers.

Many of the workers were forced to seek employment either in other sectors or abroad, which means that the post-crisis period will be marked by a severe lack of workers with specific, required knowledge and skills.  Alternatively, the skills of drop-out workers might be outdated since training and education should be on-going for most types of work. A new paritarian fund for vocational training and its fast introduction could help solve this problem.

A further decrease of total labour force in the construction sector is expected in the near future, too. Simultaneously, enrolment numbers for vocational and secondary vocational schools, and higher education institutions of construction have dropped significantly over the past years. As demonstrated above, social partners are left with the task of establishing paritarian funds – a strong need for which has been established – as soon as possible. Only this can guarantee the construction sector will have a continued supply of well-qualified, skilled workers. From the point of view of young people choosing a career, it is important to create conditions that will attract them to seek employment in the sector and to take steps to change the negative image evolved of the construction industry.

Importantly, close and full cooperation between social partners and the representatives of educational institutions for the vocational training fund is crucial throughout the process of establishing the funds, as only active cooperation of all stakeholders can result in paritarian funds that will work well in practice, therefore inviting future contributors.   

During the course of implementation of the SODICO project, social partners were all along connected with representatives of educational institutions. We strongly feel that further and closer cooperation of this kind can represent the foundation of a paritarian fund for vocational training in the construction sector.

Regardless of the number of paritarian funds and the order in which they are established, our primary task must remain further promotion of paritarian funds among all stakeholders. With that goal in mind, we should not forget that transparent operations and independent management of the funds should remain a priority in order to gain and retain the trust of future contributors to the fund. 

Once the legislative framework is set, paritarian funds can finally be introduced. Before that happens, though, it is important to discuss with both employers and employees the amount of their contributions into the funds and on what they can expect to receive in return. After all, paritarian funds should answer the needs of employers in the construction industry as well as the needs of workers who will also benefit from the fund activities.

When introducing paritarian funds in the legislative framework and establishing actual paritarian social funds, it is advisable to look at best practice examples from other EU countries. In the framework of the SODICO project, these examples were presented in the course of two events in Hungary, in particular, the representatives of the European Construction Industry Federation (FIEC) and the Austrian Economic Chamber, Construction presented several paritarian funds having operated successfully for a long time in the Western European countries and in Austria at the workshop organized jointly by ÉVOSZ and ÉFÉDOSZSZ on 19 February 2013, and further at the conferences held in this April in the course of CONSTRUMA Exhibition. The contents of lectures held at both events are available at ÉVOSZ website (www.evosz.hu) under SODICO subdirectory. In addition, some European paritarian funds selected as relevant for introduction in Hungary have also been presented in several electronic and print media (e.g. Magyar Építéstechnika, VOSZ Magazin, MSZOSZ Info, etc.).
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Workshop – 19 February
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Conference – 11 April

Future steps

In order to obtain the information on what is required by employers and employees and what exactly to include in paritarian fund schemes for specific areas, direct contact with companies is required. That means field work and discussions with both employees and company representatives. In establishing paritarian social funds in construction for Hungary, promotion of the concept of paritarian funds will play a crucial role, as will participation of all stakeholders where feedback will be the main source of information.

7. DRAFT CONCEPT OF IMPLEMENTING PARITARIAN FUNDS 
SLOVENIA

Paritarian social funds (hereinafter: PF) are established and managed by the social partners—national representatives of employers and employees—mainly as a complementary scheme within a country's social mechanisms. Several funds serving different purposes can be established for each sector, covering such areas as vocational training, health and safety, pension schemes and holiday pay schemes.

Participation in a fund (membership) can either be voluntary or mandatory, and the contributors to the fund (those paying contributions) can be either companies (legal entities) or employees. Following previous social dialogue, paritarian funds are established by social partners themselves based on agreed legal arrangements, in accordance with the possibilities offered by each country (e.g. collective agreement, agreement, civil-law contract, etc.)

Establishing a paritarian fund can be an effective solution for a specific sector in terms of addressing the social issues of employees and employers in that sector. After all, it is the stakeholders of a sector (social partners) who are most familiar with the social security issues and other issues in the sector, which means they can try to solve or improve many of these obstacles themselves. A wealth of experience in EU countries with a long-standing tradition of PFs can be of great help to social partners in countries where PFs are yet to be established. Advice and help can be offered in selecting, introducing and managing the right PF for each country.

Slovenia: separate PFs or a joint PF?
In discussing the concept of establishing PFs in Slovenia, the small economy of the country beckoned an obvious question: would it be sensible to introduce only one PF for all areas (severance pay, vocational training and bad weather), or should there be a separate PF for each area? Both solutions have their advantages and disadvantages. Considering the fact that these areas are completely different from each other and would be treated differently within the regulatory framework, we at this stage feel that they would require separate schemes. However, during the phase of establishing PFs, we will always have to keep in mind the various possibilities of their interaction. A clear advantage of establishing a joint PF with different schemes would be shared management and, consequently, lower costs of managing and running the fund. With a joint PF, sectoral employee and employer representatives as members of a governing body would be able to oversee all the social issues of a sector and the functioning of schemes set up to address these issues. All partner countries have expressed an interest in a greater number of areas to be covered by PFs. Therefore, the issue of viability is at the forefront when it comes to the options of introducing PFs, regardless of the country. Is it more sensible to introduce a separate PF for each area or a joint PF for different areas (health and safety, severance pay, vocational training, bad weather, etc.)? If the areas are completely different and treated differently within a country's regulatory framework, a joint PF does not seem to be a feasible option as these schemes would have to be managed and run in different ways. With separate PFs, the areas (schemes) are more recognizable for end users (employers or employees). The main advantage of establishing a joint PF covering several schemes is the simplification of management and lower costs per unit.
The project revealed three areas in Slovenia for which establishing a paritarian fund would be welcome. These are:

· severance pay,
· vocational training for employees in the sector,
· bad weather compensation.
Severance pay 

a) Introduction and legal background 
When considering the introduction of a severance pay paritarian fund (hereinafter: severance pay PF), we first have to look at the existing legal framework in Slovenia. Severance pay due to dismissals is regulated by the Employment Relationship Act (Official Gazette of RS, no. 21/2013, hereinafter: ERA-1). Workers whose employment contracts are terminated are entitled to severance pay (all workers with permanent employment contracts and most workers with fixed-term employment contracts).

 The basis for the calculation of the severance pay is the average monthly wage which was received by the worker, or which would have been received by the worker if working, in the last three months prior to the termination (paragraph 1 of the Article mentioned). The worker is entitled to severance pay amounting to: 

– 1/5 of the basis referred to in the previous paragraph for each year of employment with the employer, if the worker has been employed with the employer for more than one and up to ten years,  

– 1/4 of the basis referred to in the previous paragraph for each year of employment with the employer, if the worker has been employed with the employer for a period from ten to twenty years, 

– 1/3 of the basis referred to in the previous paragraph for each year of employment with the employer, if the worker has been employed with the employer for a period exceeding twenty years (paragraph 2 of the Article mentioned). 

In these cases, severance pay is obligatory and must be paid by the employer. In other words, the employer must ensure the funds for a severance pay settlement if an employment contract is terminated. 

Severance pay is also regulated in Articles 106 and 107 of ERA-1. Article 106 provides that workers whose employment contracts are terminated in bankruptcy proceedings, in liquidation proceedings executed by the court, or in the case of a confirmed compulsory composition, shall be entitled to severance pay pursuant to Article 108 of this Act.

The legal basis for establishing a severance pay PF in Slovenia therefore exists. However, it is clear that the current framework is limited and focused only on the workers' 'social aspect', while the employers' interests are completely disregarded. In the current economic conditions, the described situation is all the more incongruous because:
1.
employers are forced to dismiss workers due to lack of work, or forced to enter into fixed-term employment contracts with them; 
2.
employers often receive low payments for the work conducted (as a result of lack of work and fierce competition for market share), or the payments may be delayed and even remain unsettled;  
3.
employers are required by law to settle severance pay with their workers. 

In current conditions, the actual practice does not reflect the desired (and, in fact, guaranteed by law) legal security for the workers as employers often fail to settle severance pay due to the reasons stated above. Consequently, workers often have to claim their rights in court (to lodge an action with a competent court) and, as a result, carry the financial burden of seeking legal protection (attorney's fees), or, in some cases, are left without the payment of a severance fee despite a favourable court decision if the company had been terminated in the meantime (during the court proceedings). 
Taking this into account, introducing a severance pay PF seems reasonable also in terms of supplementing the current legal provisions in Slovenia with the option of collecting contributions for severance pay settlement, as provided under ERA-1.
b) Scheme structure 

EMPLOYEE GROUP COVERED
For viable, effective and successful management of PFs in the construction industry, the number of workers eligible to participate in the scheme (in case of voluntary participation) or the number of workers required to participate in the scheme (in case of mandatory participation) is crucial. 

For each scheme, we propose mandatory participation for all employees in the sector who are entitled to severance pay upon termination of an employment contract under ERA-1 (see paragraph a) above), unless employees are entitled to receive severance pay from the Guarantee Fund of Slovenia. 
In the future, the scheme could be expanded to include severance pay to workers whose employment contract was terminated due to insolvency procedures, where the government would contribute to the severance pay PF an equal share of public funds it contributes now, under the current regulatory framework, into the Guarantee Fund. 

ELIGIBILITY: payment of contributions and contributors to the fund 
As stated under a) above, the conditions for settlement of severance pay are partly provided by the ERA-1 (the amount of severance pay is set according to length of service and the basis calculated according to a worker's monthly wage). Therefore, special attention in establishing a severance pay PF should be paid to employers and the collection of assets that will be used to settle severance pay, as required by law. Importantly, the following two factors should be defined to obtain that goal: 
1.
contributors to the fund: under the current regulatory framework, the burden of collecting assets is carried by employers alone, and with that in mind the greatest part of contributions to the PF would be paid by employers, while employees would contribute a minimum amount;  
2.
amount of contributions: a fixed percentage, calculated on the basis of gross wage bill for all employees per month. Payment of contributions would be obligatory for both employers and employees (because settlement of severance pay is mandatory by law in these cases, as provided by ERA-1). 

It is therefore evident that the amounts paid by employers into the PF will be different, depending on the number of employees and the gross wage bill of the company. Therefore, both of these factors have to be considered in the administration of repayments, as must the fact that the severance pay amount is different for all workers who are hypothetically entitled to it. Thus, it would seem sensible to define a scale or quotas for the repayment of employers, in line with the amount of contributions paid. 
Example of a scale for paid and repaid contributions
Paid contributions (in EUR)
Right to repayment of contributions (in EUR) 
5,000—7.000 
                      up to 6,000 

7,000—9,000 
                      up to 7,000 

9,000—12,000 
           up to 10,000 

The next element that has to be considered is the qualifying period, i.e. the amount of time over which a contributor must be paying contributions in order to qualify for repayment. In other words: how long should an employer (this condition does not apply to employees since their contributions will be minimal, making them nothing more than a solidarity contribution) be making payments into the fund before they are eligible for repayments. The minimum qualifying period could be 12 months of paid contributions. 
It should here be noted that an employer would be entitled to a repayment of a full amount (e.g. 6,000 EUR in the scale above) only if the amount of severance pay owed in a specific case exceeded the calculated amount of repayment. 
Of course, the steps which employers have to take in order to qualify for repayment of assets will have to be defined in more detail.
Finally, we should point out already at the early stage of introducing a severance pay PF that the sums repaid to employers by a fund may not cover the entire amount of severance pay owed, so that employers might have to cover part of the severance pay claims themselves despite the introduced PF. 

Vocational training and education
a) Introduction and regulatory framework
As has been noted previously under 3.2 above (severance pay PF), the introduction of a paritarian fund for vocational training and education (hereinafter: vocational training PF) also requires consideration of the regulatory framework and existing conditions in this area. In Slovenia, vocational training and education is organized at the level of secondary schools (Vocational Education Act, Official Gazette of the Republic of Slovenia, no. 79/2006), where students gain the knowledge, skills and competences required to work in specific trades or careers, while at the same time preparing them for education at a higher, tertiary level (e.g. vocational colleges). Post-secondary education (Post-secondary Vocational Education Act, Official Gazette of the Republic of Slovenia no. 86/2004 and Vocational Education Act) actually complements the programs offered at the tertiary level and represents a reflection of the actual employee requirements on the market, as study programs are oriented towards practice and based on predetermined and clearly defined needs of employers. 
An important part of vocational education takes part in the immediate work process of the employer, where workers become familiar with the working environment and gain work experience, improving their prospects of employability. An advantage of organized vocational education is that workers gain valuable practical experience in conditions similar to those in which they will be performing work later on. Despite the fact that secondary vocational education programs and vocational programs in higher education place emphasis on obtaining practical skills (increasing working abilities and establishing good working habits), continuous vocational education for workers outside of the established educational programs is an important upgrade of the knowledge and skills previously gained.  
Skills-centered sectoral education and training can be an effective instrument of advancing employees' level of skills and knowledge, which is the common goal of both employers and employees. 
A comparison of existing PFs in other EU Member States (see chapter 1) clearly shows that vocational training PFs have been introduced a long time ago and have been functioning well, greatly contributing to the constant advancement and development of a sector.
Considering all of the stated arguments and the opinions expressed during the project interviews at construction companies by employer and employee representatives and management board members who all showed keen interest in the establishment of vocational training PF in Slovenia, we would now like to present a possible scheme for vocational training PF. 
b) Scheme structure
EMPLOYEE GROUPS COVERED
As previously stated under 3.2 (b) above, the viability of a PF depends on the number of workers included in the scheme. This is undoubtedly also the case for vocational training PFs. The scheme should automatically (mandatory participation) include all employees (those fixed-term employment contracts and permanent employment contracts, as well as those employed full time and part time), workers with a work contract, apprentices, trainees, and, finally, also unemployed workers.

ELIGIBILITY: payment of contributions, contributors and previously acquired education or skills

In vocational training PF, the payment of contributions is based on two levels:
1.
a monetary contribution as a fixed percentage of the gross wage bill for all employees per month (employer) or a fixed percentage of the gross wage (workers, apprentices, trainees). The contribution payment would be mandatory for both employers and employees, because the benefits of vocational, practical and technical trainings will be clear for both parties: employability of workers will be higher and employers will be more competitive with a more educated/trained labour force.

2.
working time contribution, with employers making their employees available for training and education programs for a certain number of hours (time off work) so that program participants can gain new knowledge and skills. 

The system of education and training programs organized under the PF would be based on the number of credits (similarly to the credit transfer and accumulation system in higher education): each education program would be ascribed a certain number of credits, and employers would be able to use a certain number of credits over a period of time (e.g. 6 or 9 months). The credits would be previously assigned based on the amount of paid contribution (a scale of paid contributions and assigned credits). 
Eligibility for the other part of the rights, i.e. the monetary quota for covering the expenses incurred by education and training programs (either organized under the PF or outside of it) could be claimed by employers only after paying contributions to the fund for a certain minimum period, e.g. 6 months. Based on the amount of contributions paid, employers would be entitled to repayments of assets to cover the costs of education and training programs for their workers, apprentices and trainees (beneficiaries of the schemes).
Workers who would contribute to a PF for over 15 months (in a 5-year period) would gain the right to use a certain number of credits (e.g. 5 credits) to participate in an education or training program organized within the PF without their employer enrolling them in the program. 
Unemployed workers who wanted to participate in education and training programs organized within the PF would be accepted into these programs based on their previous education or training, or based on previous employment (service period) in the sector for which the PF was founded. Based on an application, unemployed workers would gain the right to use a certain number of credits to attend education and training programs organized within the PF. 

Bad weather benefits 

a) Background
Weather conditions play an important role in many sectors, particularly in the construction sector. They affect two crucial elements governing the agreement between the client and the contractor (company):
1. the period in which work can be concluded: in the event of unfavourable weather conditions, construction work can come to a complete halt, consequently leading to delays of the deadline;
2. price of services: in the first scenario, contractors charge the client more for risk of bad weather, while in the second scenario contractors take this risk on themselves, which means that, in the event of bad weather, they can make a loss with a certain project. The financial loss affects the market position of the contractor and their employees. As a result, payments to workers tend to be late, and workers can even be dismissed in many cases. The burden carried by contractors (companies) in this case is, in fact, double:

1. loss of profit due to interrupted work, and 

2. payment of salary compensation to workers, despite the fact that work is interrupted due to bad weather conditions and employees are unable to perform work, as provided under Article 138 of ERA-1.  

These are the main reasons for establishing a bad weather paritarian fund (hereinafter: bad weather PF). Bad weather benefits represent an answer to the lack of profit due to a reduction of working hours caused by bad weather because they cover the workers' salary in this case. 

b) Scheme structure
EMPLOYEE GROUPS COVERED
The scheme could include all employees (those with fixed-term employment contracts and permanent employment contracts, as well as those employed full time and part time), workers with a work contract, apprentices and trainees if they are receiving remuneration for their work, all finally all contractors (companies) who feel that their work is influenced by weather conditions. Membership in bad weather PF would be voluntary. 

ELIGIBILITY: payment of contributions and contributors 
Similarly to other PF examples described above, bad weather PF would be managed by means of contribution payments. In order to receive repayments from the PF, payments would first have to be made to the fund for a certain period, e.g. 12 months. However, this condition applies only to contributions paid by the employer. Workers (or apprentices and trainees) would pay contributions for the entire period of employment while working for a company included in the PF. 

In addition to payment of contributions, bad weather PF would also require setting up a system of bad weather checks for concrete examples. This means that contractors would only be entitled to receive repayments if, under previously determined conditions, it was established that their inability to conduct work was indeed the consequence of bad weather conditions (general conditions of repayment). 
Contributors to the fund are both employers and employees. Employers' contributions would be greater than employees' contributions. For employers, the contributions would be divided into two parts: a percentage of the total project value (e.g. 0.5% of the final project cost) and a fixed percentage of the gross wage bill for all employees (and contract workers, apprentices and trainees). The total amount for a project would be paid into a special bank account of the contributor, and only the contractor would have access to these assets. During the project, a contractor could request repayment from the fund in accordance with general conditions of repayment. After the completion of the project, ¾ of the sum could be repaid or left in the PF. However, the amount contributed from the gross wage bill of employees could not be reclaimed by the contractor and would have to be paid for the entire period of participation in a PF. Employees would pay contributions to the fund on a monthly basis, as a fixed percentage of their wages, but only if their employer was included in the bad weather PF scheme and only as long as the employer was included in the scheme. This also goes for contract workers, apprentices and trainees. 
Finally, it must be stressed that participation in a bad weather PF is voluntary. Nevertheless, employers are obliged to pay both parts of the contribution: a percentage of the project value and a fixed percentage from the gross wage bill. Only if both parts of the contribution are paid can the purpose of PF be achieved: to collect enough assets in order to guarantee salary compensation in case of bad weather.
Please note that the schemes described above are only proposals and that their introduction and assessment will require a cost-benefit study and a business plan. Development of a paritarian fund proposal to assist restructuring in the construction industry is explained in more detail in the Slovenian document at the website sodico.gzs.si. 

Future steps
Interviews conducted as part of the SODICO project revealed that the majority of respondents was familiar with paritarian funds in Germany and Austria. This can be explained with the fact that, in the past few years, these countries have employed a great number of construction workers, and these are also the two markets where Slovenian construction companies most often conduct business (paritarian fund schemes set up in foreign countries are described in Chapter 4 of this publication). In establishing paritarian funds in Slovenia, we should therefore look to German and Austrian paritarian fund schemes which Slovenian employers and employees are familiar with, and the provisions of which they already have to follow. For those conducting business abroad, Slovenian paritarian funds would represent a comparable system of rights and obligations, as well as a pledge that they would not have to pay double contributions. Finally, a paritarian fund scheme similar to that of Germany and Austria could be introduced because it would cover the areas where the need for a new kind of regulation has been most clearly expressed in Slovenia. 
Should social partners find that a certain paritarian fund model is suitable for them, the introduction of this fund in Slovenia modeled on a foreign paritarian fund seems sensible, of course with prior written consent of both sectoral social partners. 
It is clear that paritarian funds represent a step in the right direction, a possibility of introducing the concept of social responsibility, as demonstrated by social partners, into industrial relations at sectoral level for those areas important to both parties. Paritarian funds represent an opportunity for increasing the level of trust in joint regulation of issues important for both sides. Undoubtedly, the crisis represents a challenge: to find the path of cooperation rather than competition, because, after all, we are struggling to achieve common goals and guard the interests of both employees and employers.  The parties that signed the Collective Agreement for the Construction Industry are now being put to the test. We would like to help equip them with good ideas and solutions so that they can blaze a trail in this field in Slovenia. 

BULGARIA
Paritarian social funds (hereinafter: PF) are established and managed by the social partners— national representatives of employers and employees—mainly as a complementary scheme within a country's social mechanisms. 

Setting of the PF is needed lobbying activity addressed to National Assembly and Government for adoption of the special Acts. As concerns the ratio of the fees from Employers and Employees respondents in Bulgaria suggested different ratio, for instance 50:50 (Employers’ position), while Employee suggest higher percentage to be covered by company (for instance 70 % or 80 %), and the rest 30 or 20 percentage to be paid by the Worker.

CROATIA
Paritarian social funds (hereinafter: PF) are established and managed by social partners as the national representatives of employers and employees, mainly as a complementary scheme within a country's social mechanisms. Several funds serving different purposes can be established for each sector, covering such areas as vocational training, health and safety, pension schemes and holiday pay schemes

Participation in a fund (membership) can either be voluntary or mandatory, and the contributors to the fund (those paying contributions) can be either companies (legal entities) or employees. Following previous social dialogue, paritarian funds are established by social partners themselves based on agreed legal arrangements, in accordance with the possibilities offered by each country (e.g. collective agreement, agreement, civil-law contract, etc.)

Paritarian social funds already exist in most West and Central EU member countries, whereas in Eastern EU member countries their number remains limited or even non-existent, although the number of incentives has lately been growing significantly. This comes mainly as a response to the economic and financial crisis which has affected almost all of Europe.

Establishing a paritarian fund can be an effective solution for a specific sector in terms of addressing the social issues of employees and employers in that sector. After all, it is the stakeholders of a sector (social partners) who are most familiar with the social security issues and other issues in the sector, which means they can try to solve or improve many of these obstacles themselves. A wealth of experience in EU countries with a long-standing tradition of PF can be of great help to social partners in countries where PF are yet to be established. Advice and help can be offered in selecting, introducing and managing the right PF for each country.

Project results emphasize more areas of interest for establishing paritarian funds in Croatia. However, we have decided that most attention should be paid to:

· Vocational education and training of workers,  
· Health and Safety area.
We, social partners at bipartite level consider that the following activities should be based on :

· Analysis of the implementation of the existing system in practice, especially analysis employers have in the area of vocational education, H&S and other related costs.
We have in mind large companies since they involve more in workers than SMEs.

· Best practice examples ( e.g. Germany, Spain, Belgium as old MSs, Romania, as a new member).

· Research possibilities to gather funds for establishment, that is to say, starting activities of the Paritarian fund from the EU funds.

· Lobbying for the fund establishment ( public authorities, Croatian Health Institute, Ministry of Construction and Physical Planning, Agency for VET and Adult Education etc.)

· Promotion of the idea of a paritarian fund for members and non-members ( TU and EO) .

For the moment we are sure that:

For good operation of funds, it is necessary to manage well with paritarian funds, the number of participating workers should be high, and mandatory memebership in the fond is of great importance for all employees in the sector. The Fond would cover blue collar workers only.

Since CEA -CEA and trade union  SGH do not have a full coverage, it is necessary to cover all employees and all the workers in the sector, and the role of the third partner- state- via extended use of collective agreement can provide mandatory membership for all employers and workers.  

Data related to the laws and regulations in the field of vocational education and training, H&S are partly unknown, having in mind continuous changes of the legal framework and implementation of reforms in those areas (ongoing changes of the Labour Act and passing of new H&S act). 

In the field of LLL and VET, mostly reformed at the formal level of legislative (VET ACT, LLL ACT, CQF Act) processes of implementation are slow and are often passing by the social partners ( e.g. sectoral councils- Croatian Crafts Chamber) and by-laws are not enacted ( recognition of formal and informal education and training). 
Very important part of VET education is work training. Despite the fact that programmes of regular secondary schools include obligatory work placement, continuous education for workers can improve skills and competences acquired previously.     

Future steps
Implementation and impact assessment of PF will require more detailed study, cost-benefit analysis and business plan. 

HUNGARY
Paritarian social funds (hereinafter: PFs) are established and managed by the social partners in Hungary – national representatives of employers and employees – mainly as a complementary scheme within a domestic social mechanism. Several funds serving different purposes can be established for each sector, covering such areas as vocational training, health and safety, pension schemes and holiday pay schemes.

Participation in a fund (membership) can either be voluntary or mandatory, and the contributors to the fund (those paying contributions) can be either companies (legal entities) or employees.  Following previous social dialogue, paritarian funds are established by social partners themselves based on agreed legal arrangements, in accordance with the possibilities offered by each country (e.g. collective agreement, agreement, civil-law contract, etc.). 

Establishing a paritarian fund can be an effective solution for a specific sector in terms of addressing the social issues of employees and employers in that sector. After all, it is the stakeholders of a sector (social partners) who are most familiar with the social security issues and other issues in the sector, which means they can try to solve these obstacles or to improve existing solutions themselves. A wealth of experience in EU countries with a long-standing tradition of PFs can be of great help to social partners in countries where PFs are yet to be established.  Advice and help can be offered in selecting, introducing and managing the right PF for each country.

Vocational training

In Hungary vocational training was characterized in the recent twenty years by continuous variation of the structure of training, duration of training and the system of professional and examination requirements.  Currently, duration of vocational training is three school years. The Vocational Training Act coming to effect in 2011 reduced the admission age for vocational training from 16 years to 14 years and, by introducing the so-called “dual system”, the duration of students’ practical training with construction enterprises has increased. However, this measure fails to create simultaneously the opportunities and institutions of off-plant technical training in line with the practice of dual training established in Western European countries and, therefore, the duration and professional level of practical training depend mainly on the scope of activities and professional requirements of the company which employs the student. 

The Act on Vocational Training Contributions and Support for the Development of Training Programs entered into force on 1 January 2012 and fundamentally changed the alternatives in which vocational training contributions can be used.  The vocational training contributions payable by companies correspond to 1.5% of the gross wage.  Previously, companies were allowed to spend 1/3 of this amount on training their own employees and to transfer additional 1/3 thereof to a vocational training institution based on a training agreement.  However, according to the new Act, the total amount of vocational training contributions shall be transferred to the State as taxes.  In absence of a paritarian fund use of the sums so received cannot be tracked. 

Just for this reason, during the survey carried out among building contractors the sharpest opinions were given by the persons asked about this very topic. Both employers’ and employees’ representatives are dissatisfied with the professional knowledge of educated skilled workers. Namely, most of them are incapable to work independently. Most young people have no motivation and the proportion of school or career drop-outs is extremely high. Continuous transformation of the vocational training system resulted in indifference of teachers and instructors. This situation is aggravated by the fact that their work is given very low financial and moral recognition.  

a) Introduction and regulatory framework

The introduction of a paritarian fund for vocational training and education (hereinafter: vocational training PF) also requires consideration of the regulatory framework and existing conditions in this area. In Hungary, vocational training and education is regulated by Vocational Education and Adult Education Act.  During vocational training students gain the knowledge, skills and competences required to work in specific construction professions. Professional and examination requirements would have to reflect the actual professional needs of building contractors towards employees. It is important to orienting study programs towards practice and to base them on predetermined and clearly defined needs of employers. 

An important part of vocational education takes part in the immediate work process of the employer, where workers can become familiar with the working environment and gain work experience, improving their prospects of employability. 

Skills-centred sectoral education and training can be an effective instrument of advancing employees' level of skills and knowledge, which is the common goal of both employers and employees. A comparison of existing PFs in other EU Member States clearly shows that in countries in which vocational training PFs have been introduced a long time ago they function well and greatly contribute to the constant advancement and development of a sector.

In the course of the survey carried out among construction companies, both employer and employee representatives showed keen interest in the introduction of a vocational training PF in Hungary. Considering all of the stated arguments we would now like to present a possible conceptual scheme for vocational training PFs.    

b) Scheme structure:

Employee groups covered:

As stated previously, the viability of a PF highly depends on the number of workers included in the scheme. This is undoubtedly also the case for vocational training PFs. The scheme should automatically (mandatory participation) include all employees (those fixed-term employment contracts and permanent employment contracts, as well as those employed full time and part time), workers with a work contract, apprentices, trainees, and, finally, also unemployed workers.

Eligibility: 
Eligibility is acquired by payment of contributions: 

In vocational training PF, the payment of contributions is based on two levels:

· A monetary contribution as a fixed percentage of the gross wage bill for all employees per month (employer) or a fixed percentage of the gross wage (workers, apprentices, trainees).  The contribution payment would be mandatory for both employers and employees, because the benefits of vocational, practical and technical trainings will be clear for both parties: employability of workers will be higher and employers will be more competitive with a more educated/trained labour force.

· Working time contribution, with employers making their employees available for training and education programs for a certain number of hours (time off work) so that program participants can gain new knowledge and skills. 

The monetary quota for covering the expenses incurred by education and training programs could be claimed by employers only after paying contributions to the fund for a certain minimum period, e.g. 6 months.  Based on the amount of contributions paid, employers would be entitled to repayments of assets to cover the costs of education and training programs for their workers, apprentices and trainees (beneficiaries of the schemes).

Workers who would contribute to a PF for over 15 months (in a 5-year period) would gain the right to use a certain number of credits (e.g. 5 credits) to participate in an education or training program organized within the PF without their employer enrolling them in the program. 

Unemployed workers who wanted to participate in education and training programs organized within the PF would be accepted into these programs based on their previous education or training, or based on previous employment (service period) in the sector for which the PF was founded.   Based on an application, unemployed workers would gain the right to use a certain number of credits to attend education and training programs organized within the PF.

Please note that the schemes described above are only proposals and their introduction and consideration require cost-benefit analyses and business plans. 

Future steps

Interviews conducted as part of the SODICO project revealed that only few respondents were familiar with paritarian funds in Germany and Austria. This can be explained by the fact that, in the past few years, these countries have employed a growing number of construction workers, and these are also the two markets where Hungarian construction companies most often conduct foreign business (paritarian fund schemes set up in Western-European countries are described in Chapter 4 of this publication).

In establishing paritarian funds in Hungary, we should therefore look not only to German and Austrian paritarian fund schemes which Hungarian employers and employees are familiar with but also the vocational training schemes of other Western-European countries as well.  Furthermore, for those conducting business abroad, paritarian funds would represent a comparable system of rights and obligations, as well as a pledge that they would not have to pay double contributions. 

Should social partners find that a certain paritarian fund model is suitable for them, the introduction of such fund modelled on a foreign paritarian fund seems appropriate for them, of course, with prior written consent of both sectoral social partners.  

From among the good foreign examples which have become known through the European relations of domestic social partners, the FVB/FFC paritarian fund in Belgium seems to be the most suitable for being introduced, of course, while adapting it to domestic circumstances.  

Naturally, we are well aware of the fact that a paritarian fund cannot be introduced from one day to the next and its success in vocational training can appear on the long run only. Therefore, we would consider reasonable to introduce the new vocational training paritarian fund cautiously, in phases, monitoring the results continuously, and forming and revising the starting conception accordingly. 

Consequently, as a first step, we would find setting up a Committee on Vocational Training in the Construction Industry practicable the activities of which could be financed initially from the existing funds of the social partners, so its operation would not involve a financial risk in the initial period.

The representatives of employers and employees would contribute to the Committee’s work on a parity basis, i.e. in equal proportion. Their main task includes review of the content requirements of vocational education in construction and initiation of adapting them to the enterprises’ needs. They could make proposals for the Ministry in charge of vocational training and the Hungarian Chamber of Economy relating to updating of the professional and examination requirements of construction professions. 

Popularizing construction professions, informing young people before choosing a career and their parents, and orienting them towards the construction professions belong also to their essential tasks. We consider important to change the negative view established of the construction professions and the construction industry in general and thereby to enhance the prestige of construction professions.  

Introduction of paritarian funds would represent a step in the right direction for the domestic  construction sector, and simultaneously a possibility of introducing the concept of social responsibility, as demonstrated by social partners, into areas important to both parties. Paritarian funds would greatly facilitate increasing the level of trust between employers and employees in joint regulation of issues important for both sides. 

Undoubtedly, the crisis cast a light also on the necessity to find the path of cooperation rather than competition, because, after all, we are struggling to achieve common goals and guard the interests of both employees and employers.  
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Persons included in project SODICO activities:
Bernd Merz (BG BAU), Domenico Campogrande (FIEC), Valentina Smrkolj (GZS ZGIGM), Ioanis Parteniotis (FCIW PODKREPA), Jasenka Vukšić (SGH), Matthias Wohlgemuth (WKÖ Bau), Stilian Ivanov (BCC), Pete Zoltan (EVOSZ), Judit Albert (EVOSZ), Tatjana Gračić (HUP), Gyula Pallagi (EFEDOSZSZ), Ognyan Dimov (FCIW PODKREPA), Domagoj Ferdebar (SGH), Romana Josič (SDGD Slovenije), Oskar Komac (SDGD Slovenije), Jože Renar (GZS ZGIGM).

8.  AUTHORS AND SOURCES  

Project partners`organization:

CCIS - Chamber of Commerce and Industry of Slovenia (its organisational part CCBMIS)

SDGD-Trade Union of Construction Workers of the Republic of Slovenia

FIEC-European Construction Industry Federation

BIA-Bulgarian Industrial Association

BCC-Bulgarian Construction Chamber

FCIW PODKREPA-Federation "Construction, Industry and Water Supply" - Podkrepa from Bulgaria

EVOSZ-The National Federation of Hungarian Contractors

EFEDOSZSZ-Hungarian Federation of Building, Wood and Building Material Workers' Unions

WKÖ Bau-The Austrian Economic Chamber - Construction

SGH-Trade Union of Construction Industry of Croatia

CEA CEA-Croation Employers Association  Construction Enterprise Association

EFBH-The European Federation of Building and Woodworkers
European association:

AEIP-The European Association of Paritarian Institutions  
Contributions from hired expertsfrom organizations:
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