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There are important potential benefits for trade unions to be 
involved in skills development, and they may be found along 
four dimensions - vis-à-vis the State, their own organizations, 
employers and their members (Box 3).

The ILO has already summed up the potential benefits for 

trade unions and workers’ representatives of engaging in skills 
development of apprenticeships, in terms of achievements in 
productivity shared through better working conditions, reaching 
out to new members and an improved culture of vocational 
training and investment in quality apprenticeships (Box 4).

Examples of trade union engagement at the national, 
sectoral and enterprise levels 

Workers’ organizations are engaged in a variety of different 
activities at national, sectoral and enterprise levels to support 
policy formation and implementation, by means of contributing 
to national strategies, negotiating collective agreements and 
participating in consultative bodies. In more specific terms 
they support skills development in the following ways:

• advising on skills anticipation 

• advising on training standards, curricula, training pro-
grammes and assessment procedures

• negotiating pay rates, paid time off and entitlement for 
training 

• supporting links with local training providers, including 
trade unions training centers 

• supporting recruitment to training.12 

Why unions in Canada are actively involved in skills 
development programs (continued)
Unions in Canada understand the role of skills deve-
lopment in reducing social and economic inequality 
by building a more inclusive workforce that includes 
key groups who are traditionally under-represented. For 
example, many unions deliver skills development pro-
grams that are specifically aimed at recruiting Indige-
nous peoples, women, immigrants, and young workers 
facing barriers to participation in the job market.

Finally, skills development is an essential ingredient 
in human development. It is about helping workers 
develop their individual capacities and enhancing 
their ability to participate fully in the life of their 
families and communities. A society with an active and 
engaged citizenry, with the skills needed to participate 
fully in all aspects of life, is more vital, inclusive and 
democratic.

Box 3 - Workers’ organizations - four dimensions of 
engaging in skills development
Four important dimensions of engagement in skills 
development for workers’ organizations are:

• influencing State policy on education and training

• integrating the learning agenda with other trade 
union functions

• focusing on the institutionalisation of learning 
with employers

• enhancing membership activity and representa-
tion (Rainbird & Stuart, 2011, quoted in ILO, 
2017).

Box 4 - Potential benefits for trade unions and workers’ 
representatives

1. Productivity gains and better working conditions
Workers may benefit collectively from the skills acquired 
by a new generation of trained workers. An increase 
in productivity may increase the bargaining power of 
workers’ representatives in companies and sectors as 
well as in collective bargaining and wage negotiations 
at the national level. 

2. New members
By providing relevant information, defending the rights 
of apprentices and workers and representing appren-
tices in negotiations, unions can inform apprentices 
about the mission and importance of their union and 
in this way attract new members. 

3. Improved culture of vocational training and invest-
ment in quality apprenticeships
Successfully demonstrating the effects of training 
on productivity improves the learning culture of the 
enterprise and may result in an increase in investment 
in training. Quality apprenticeships are a proven 
mechanism for the cost-effective development of com-
petencies provided by the presence of a VET institution 
and contribute to closer collaboration between the VET 
institution and the enterprise. By providing practical 
training through quality apprenticeships and harnes-
sing the benefits of skills development, it is possible to 
increase the employers’ commitment to learning (OIT/
Cinterfor, 2017a). 

12 An extensive list of ways in which trade unions support skills development can 
be found in Unions and Skills (TUAC, 2016) 
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Moreover, skills development is an area which supports and 
fosters social dialogue at the global level. Workers’ organizations 
have also joined with the employers’ associations - Business 
20 (B20) - to deliver a common message on skills to the G20 
Ministers’ meetings. Already in 2013 they proposed a series 
of key principles on apprenticeships.11 In 2018 they called 
on G20 governments to develop overall national strategies for 
lifelong learning aimed at transforming all aspects of human life 
(labour, social and personal), to actively promote and engage in 
retraining and to ensure that the key role social partners play as 
real actors in the labour market is fully taken into account when 
developing or modernising national training strategies (B20 - L 
20, 2018).

Why do workers’ organizations engage in skills  
development ?

Why do trade unions engage in skills development? As illustrated 
by the following two statements, trade unions from different 
parts of the world, with different contexts and traditions, con-
sider themselves to be stakeholders in the skills development 
process.

 
 

COSATU is a stakeholder in the skills development 
process
Bhabhali Ka Maphikela Nhlapo, Education and 
Training Secretary, ‘Congress of South African Trade 
Unions’ (COSATU) - South Africa

We support a demand- or industry-led system which 
cannot proceed without the involvement of organised 
labour. We want to promote a skills revolution where 
many workers and unemployed young people will be 
involved in training. We jealously guard against the 
mainstreaming of adult education or the prioritisation 
of lower level skills. We value and guard the principles 
of equity, progression, articulation and mobility. We 
want a skills development system at the workplace 
linked to grading and pay. We need to work for the 
levy exclusion of the public sector and for increased 
investment in skills development in all enterprises. We 
need a system that mainstreams public providers - the 
most affordable and most accessible. We need to 
increase the profile and status of the apprenticeship 
system to make it equal in social esteem with higher 
education. This can only be done through trade union 
engagement.

COSATU is a stakeholder in the skills development 
process (continued)
The policies of skills development have a trade union 
footprint. We have a compulsory system of skills deve-
lopment, except in the public sector where there is a 
levy exemption. We have a levy system that also funds 
trade union capacity building in skills development. 
Along with employers’ associations we manage the sec-
toral skills development bodies. We have the relevant 
training institutions that drive the system forward and 
respond to issues of accreditation. We have revived the 
public Technical and Vocational Education and Training 
(TVET) colleges so that they to respond to the needs of 
industry. We can point to many case studies indicating 
that successful enterprises support skills training. We 
have a good system of planning, at enterprise and 
sectoral levels, that examines skills needs and ensures 
that training providers respond to these needs.  
South African legislation operates on the basis of 
consultation, and not on collective bargaining, so trade 
unions need to organise better and recruit more mem-
bers in the workplace to be the key voice in the system.

Why unions in Canada are actively involved in skills 
development programs
Mike Luff, National Representative, ‘Canadian Labour 
Congress’ (CNC) - Canada

Skills development is crucial to help workers obtain 
the qualifications they need to get jobs in high-demand 
fields, and construction unions, for example, operate 
state-of-the-art union training centres that deliver 
world-class apprenticeship programs connecting wor-
kers with good jobs in the construction sector.

Unions in Canada help workers upgrade their skills 
to advance in their careers and get jobs with higher 
pay, and in the hotel sector, for example, unions offer 
hands-on skills development so workers can climb 
potential job ladders.

Canadian unions recognize the need for workers to 
gain a broad set of essential skills that are portable. A 
broad set of skills helps workers adapt to the changing 
nature of work and gives them more leverage in the 
job market. Unions provide programs that help workers 
gain computer and digital skills, literacy and numeracy 
skills, communication skills, problem solving, critical 
thinking, leadership and teamwork skills.

11 Key elements of quality apprenticeship – a joint understanding of the B20 
and L20 https://www.ituc-csi.org/IMG/pdf/1306_b20-l20_paper_on_quality_
apprenticeships.pdf 
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Tujuan ringkasan kebijakan ini adalah untuk 
menekankan dukungan ILO terhadap keterlibatan 
mitra sosial - organisasi pengusaha dan serikat pekerja 
- dalam strategi pengembangan keterampilan; untuk 
memberikan contoh keterlibatan serikat pekerja yang 
ada di tingkat nasional, sektoral dan perusahaan; 
dan untuk mengusulkan bidang prioritas bagi serikat 
pekerja saat mereka terlibat dalam pengembangan 
keterampilan di masa depan

Pendahuluan

Sebagaimana telah ditunjukkan oleh diskusi di dalam 
Organisasi Perburuhan Internasional (ILO) tentang Masa 
Depan Kerja, inovasi teknologi, tren demografis, globalisasi, 
dan perubahan iklim semuanya memiliki dampak yang 
semakin signifikan terhadap dunia kerja. Secara bersama-
sama, faktor-faktor tersebut akan mempengaruhi 
komposisi tugas dan persyaratan keterampilan untuk 
sebagian besar pekerjaan, memunculkan pekerjaan 
baru, mengkondisikan kebutuhan keterampilan kaum 
muda dan angkatan kerja yang menua dan mengubah 
permintaan dan penawaran keterampilan. ‘Mengingat 
laju perubahan yang konstan dan semakin cepat, strategi 
pengembangan keterampilan akan diwajibkan untuk 
memastikan pembaruan keterampilan secara terus-
menerus selama siklus hidup’ (ILO, 2018) sebuah fakta 
yang tercermin dalam fokus yang belum pernah terjadi 
sebelumnya pada pengembangan keterampilan dalam 
Tujuan Pembangunan Berkelanjutan (SDG) 20301 dan 
diskusi ILO yang sedang berlangsung dalam kerangka 
Masa Depan Kerja2 atau pekerjaan normatif, termasuk 
mengenai pemagangan.3

Sebagai bagian dari Agenda Pembangunan Berkelanjutan 
2030, ILO menekankan pentingnya pendidikan berkualitas. 
ILO berkomitmen untuk memastikan bahwa semua orang, 
anak laki-laki dan perempuan, menyelesaikan pendidikan 
dasar dan menengah gratis dan memiliki akses ke 
pendidikan pra-dasar dan pendidikan teknis, kejuruan 
dan tinggi yang terjangkau. Selain itu, ILO berjanji untuk 
secara substansial meningkatkan jumlah kaum muda dan 

orang dewasa yang memiliki keterampilan yang relevan, 
termasuk keterampilan teknis dan kejuruan, untuk 
ketenagakerjaan, pekerjaan layak dan kewirausahaan.4 
Gagasan pekerjaan untuk seumur hidup sedang surut, 
dan Guy Ryder, Direktur Jenderal ILO, baru-baru ini 
menyerukan sebuah pendekatan baru, - ‘Kita perlu terus 
menerus mengasah keterampilan sepanjang karier 
bekerja, dan ini menuntut peninjauan kembali model dan 
konsep pembelajaran seumur hidup untuk menciptakan 
masa depan yang kita inginkan’.5

Ini akan mengharuskan revisi pendidikan berbasis 
sekolah untuk pekerjaan dan/atau wirausaha, dan juga 
pemagangan yang menggabungkan pelatihan on-the-job 
dan pembelajaran off-the-job, sehingga memungkinkan 
pembelajar dari semua lapisan masyarakat untuk 
memperoleh pengetahuan, keterampilan, dan 
kompetensi yang dibutuhkan untuk melaksanakan 
pekerjaan tertentu. Ini juga akan menuntut komitmen 
pada pendidikan dan pelatihan kejuruan berkelanjutan 
yang memungkinkan pekerja meningkatkan atau 
memperbarui pengetahuan dan keterampilan mereka 
dan/atau memperoleh keterampilan baru untuk kemajuan 
karir. Pendidikan, pelatihan dan pembelajaran seumur 
hidup merupakan faktor yang memberikan sumbangan 
terhadap pengembangan pribadi, akses ke budaya dan 
kewarganegaraan yang aktif.

Direktur Jenderal ILO melanjutkan pernyataannya bahwa 
‘dialog sosial tripartit dan keterlibatan mitra sosial 
dalam pengaturan tata kelola harus memastikan bahwa 
kebijakan tidak hanya adil tetapi juga relevan dan praktis’. 
Singkatnya, perkembangan-perkembangan di dunia 
kerja ini akan memberikan pengaruh besar terhadap 
kehidupan pekerja laki-laki dan perempuan yang akan 
membutuhkan dukungan efektif dari serikat pekerja.

ILO mendukung pelibatan mitra sosial – 
organisasi pengusaha dan organisasi pekerja – 
dalam strategi pengembangan keterampilan

ILO telah mengadvokasi keterlibatan mitra sosial dalam 
pengembangan bimbingan dan pelatihan kejuruan (Pasal 
5 Konvensi ILO No. 142 tentang Pengembangan Sumber 
Daya Manusia, 1975).6 Selain itu, ILO telah menjabarkan 
dengan sangat rinci cara-cara mitra sosial - organisasi 
pengusaha dan organisasi pekerja - dapat terlibat dalam 

1.	 Terutama sekali SDG 4 tentang Pendidikan Berkualitas dan SDG 8 tentang Kerja 
Layak dan Pertumbuhan Ekonomi: https://www.un.org/sustainabledevelopment/
sustainable- development-goals/; Lihat juga ILO ACTRAV Trade Union Reference 
Manual on the 2030 Agenda for Sustainable Development: https://www.ilo.org/
actrav/info/pubs/WCMS_553141/lang--en/index.htm

2	 https://www.ilo.org/global/topics/future-of-work/lang--en/index.htm; https://
www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/ 
meetingdocument/wcms_711674.pdf

3	 https://www.ilo.org/skills/areas/work-based-learning/lang--en/index.htm

4	 https://www.un.org/sustainabledevelopment/education/

5	 https://www.ilo.org/global/about-the-ilo/how-the-ilo-works/ilo-director-general/ 
statements-and-speeches/WCMS_644530/lang--en/index.htm

6	 https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ 
INSTRUMENT_ID:312287; Lihat juga K140 tentang Cuti Pendidikan Berbayar, 
yang menangani cuti pendidikan berbayar untuk berbagai kebutuhan pelatihan, 
termasuk pendidikan serikat pekerja.
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There are important potential benefits for trade unions to be 
involved in skills development, and they may be found along 
four dimensions - vis-à-vis the State, their own organizations, 
employers and their members (Box 3).

The ILO has already summed up the potential benefits for 

trade unions and workers’ representatives of engaging in skills 
development of apprenticeships, in terms of achievements in 
productivity shared through better working conditions, reaching 
out to new members and an improved culture of vocational 
training and investment in quality apprenticeships (Box 4).

Examples of trade union engagement at the national, 
sectoral and enterprise levels 

Workers’ organizations are engaged in a variety of different 
activities at national, sectoral and enterprise levels to support 
policy formation and implementation, by means of contributing 
to national strategies, negotiating collective agreements and 
participating in consultative bodies. In more specific terms 
they support skills development in the following ways:

• advising on skills anticipation 

• advising on training standards, curricula, training pro-
grammes and assessment procedures

• negotiating pay rates, paid time off and entitlement for 
training 

• supporting links with local training providers, including 
trade unions training centers 

• supporting recruitment to training.12 

Why unions in Canada are actively involved in skills 
development programs (continued)
Unions in Canada understand the role of skills deve-
lopment in reducing social and economic inequality 
by building a more inclusive workforce that includes 
key groups who are traditionally under-represented. For 
example, many unions deliver skills development pro-
grams that are specifically aimed at recruiting Indige-
nous peoples, women, immigrants, and young workers 
facing barriers to participation in the job market.

Finally, skills development is an essential ingredient 
in human development. It is about helping workers 
develop their individual capacities and enhancing 
their ability to participate fully in the life of their 
families and communities. A society with an active and 
engaged citizenry, with the skills needed to participate 
fully in all aspects of life, is more vital, inclusive and 
democratic.

Box 3 - Workers’ organizations - four dimensions of 
engaging in skills development
Four important dimensions of engagement in skills 
development for workers’ organizations are:

• influencing State policy on education and training

• integrating the learning agenda with other trade 
union functions

• focusing on the institutionalisation of learning 
with employers

• enhancing membership activity and representa-
tion (Rainbird & Stuart, 2011, quoted in ILO, 
2017).

Box 4 - Potential benefits for trade unions and workers’ 
representatives

1. Productivity gains and better working conditions
Workers may benefit collectively from the skills acquired 
by a new generation of trained workers. An increase 
in productivity may increase the bargaining power of 
workers’ representatives in companies and sectors as 
well as in collective bargaining and wage negotiations 
at the national level. 

2. New members
By providing relevant information, defending the rights 
of apprentices and workers and representing appren-
tices in negotiations, unions can inform apprentices 
about the mission and importance of their union and 
in this way attract new members. 

3. Improved culture of vocational training and invest-
ment in quality apprenticeships
Successfully demonstrating the effects of training 
on productivity improves the learning culture of the 
enterprise and may result in an increase in investment 
in training. Quality apprenticeships are a proven 
mechanism for the cost-effective development of com-
petencies provided by the presence of a VET institution 
and contribute to closer collaboration between the VET 
institution and the enterprise. By providing practical 
training through quality apprenticeships and harnes-
sing the benefits of skills development, it is possible to 
increase the employers’ commitment to learning (OIT/
Cinterfor, 2017a). 

12 An extensive list of ways in which trade unions support skills development can 
be found in Unions and Skills (TUAC, 2016) 
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merumuskan, menerapkan dan meninjau pengembangan 
sumber daya manusia nasional, pelatihan pendidikan 
dan kebijakan pembelajaran seumur hidup (Kotak 1).

7	 https://www.ilo.org/dyn/normlex/en/f?p=1000:12100:::NO:12100:P12100_
INSTRUMENT_ID:312533
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Introduction

As the discussions within the International Labour Organization 
(ILO) on the Future of Work have shown, technological inno-
vation, demographic trends, globalisation and climate change 
are all having an increasingly significant impact on the world 
of work. Together they will affect the composition of tasks and 
skills requirement for most jobs, generate new occupations, 
condition the skills needs of the young and an ageing workforce 
and transform the demand for and supply of skills. ‘Given the 
constant and accelerating pace of change, skills development 
strategies will be obliged to ensure the continual renewal of 
skills over the life cycle’ (ILO, 2018) a fact reflected in the  
unprecedented focus on skills development in the 2030 
Sustainable Development Goals (SDGs)1 and ongoing ILO  
discussions in the framework of the Future of Work2 or normative 
work, including on apprenticeships.3 

As part of the 2030 Sustainable Development Agenda, the 
ILO has stressed the importance of quality education. It has 
committed to ensuring that all, boys and girls, complete free 
primary and secondary education and have access to pre-primary 
education and affordable technical, vocational and tertiary  
education. In addition, it has pledged to substantially increase 
the number of youths and adults who have relevant skills, 
including technical and vocational skills, for employment, de-
cent jobs and entrepreneurship.4 The notion of a job for life 
is receding,  and Guy Ryder, the ILO Director-General, has 
recently called for a new approach, - ‘We need to replenish 
skills throughout a working career, and this calls for revisiting 
the models and concepts of lifelong learning to create the 
future we want’.5

This will necessitate the revision of schools-based education 
for employment and/or self-employment, and also of appren-
ticeships which combines on-the-job training and off-the-job 
learning, thus enabling learners from all walks of life to acquire 
the knowledge, skills and competencies required to carry out 
a specific occupation. It will also require a commitment to 
continuing vocational education and training which enables 
workers to improve or update their knowledge and skills and/
or acquire new skills for career progression. While recognizing 
that education, training and lifelong learning are contributing 
factors to personal development, access to culture and active 
citizenship.

The ILO Director-General went on to say that ‘tripartite social 
dialogue and involvement of social partners in governance 
arrangements have to make sure that policies are not only fair 
but are relevant and practical as well’. In short, these develop-
ments in the world of work will exert a major influence over the 
lives of working men and women who will require the effective 
support of trade unions.

ILO support for the engagement of social partners 
- employers’ and workers’ organizations - in skills 
development strategies

The ILO has advocated for the involvement of social partners in 
the development of vocational guidance and training (Article 5 
of ILO Convention No. 142 on Human Resources Development, 
1975).6 Moreover, the ILO has spelt out in great detail the ways 
in which social partners - employers’ and workers’ organizations 
- can engage in formulating, applying and reviewing national 
human resources development, education training and lifelong 
learning policies (Box 1).

The objective of this policy brief is to highlight ILO support 
for the engagement of social partners - employers’ and 
workers’ organizations - in skills development strategies; 
to provide examples of existing trade union engagement 
at the national, sectoral and enterprise levels; and to 
propose priority areas for workers’ organizations as they 
engage in skills development in the future.

1 Most specifically SDG 4 on Quality Education and SDG 8 on Decent Work and 
Economic Growth: https://www.un.org/sustainabledevelopment/sustainable-
development-goals/; See also the ILO ACTRAV Trade Union Reference Manual 
on the 2030 Agenda for Sustainable Development:   
https://www.ilo.org/actrav/info/pubs/WCMS_553141/lang--en/index.htm 
2 https://www.ilo.org/global/topics/future-of-work/lang--en/index.htm; 
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/
meetingdocument/wcms_711674.pdf 
3 https://www.ilo.org/skills/areas/work-based-learning/lang--en/index.htm

4  https://www.un.org/sustainabledevelopment/education/ 
5 https://www.ilo.org/global/about-the-ilo/how-the-ilo-works/ilo-director-general/
statements-and-speeches/WCMS_644530/lang--en/index.htm 
6  https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_
INSTRUMENT_ID:312287; see also C140 on Paid Educational Leave, which 
addresses paid educational leave for various training needs, including trade 
union education.

Kotak 1 - Rekomendasi ILO No. 195 tentang 
Pengembangan Sumber Daya Manusia, 2004 
mengidentifikasi berbagai bidang untuk 
keterlibatan mitra sosial dan dialog sosial7

•	 Strategi nasional: mendefinisikan strategi 
nasional untuk pendidikan dan pelatihan (Pasal 
5.a)

•	 Tingkat kebijakan berbeda: menetapkan 
kerangka pedoman untuk kebijakan pelatihan 
di tingkat nasional, regional, lokal, dan sektoral 
dan perusahaan (Pasal 5.a)

•	 Keselarasan: kebijakan yang selaras dengan 
kebijakan ekonomi, fiskal, dan sosial (Pasal 1)

•	 Tahap-tahap pengembangan keterampilan: 
merumuskan, menerapkan, dan meninjau 
kebijakan nasional pengembangan sumber 
daya manusia, pendidikan, pelatihan, dan 
pembelajaran seumur hidup (Pasal 1)

•	 Inklusivitas: pendidikan dan pelatihan adalah 
hak untuk semua dan, dengan bekerjasama 
dengan mitra sosial, berupaya memastikan 
akses bagi semua ke pembelajaran seumur 
hidup (Pasal 4.a); dan meningkatkan akses bagi 
semua untuk meningkatkan kelayakan kerja 
dan untuk memfasilitasi inklusi sosial (Pasal 8.a 
dan 10.b)

•	 Mengidentifikasi kebutuhan keterampilan: 
mendorong identifikasi tren yang sedang 
berkembang dalam hal kompetensi yang 
dibutuhkan oleh individu, perusahaan, 
perekonomian dan masyarakat secara 
keseluruhan (Pasal 9.a)

•	 Sektor publik: mempromosikan pengembangan 
kebijakan dan peluang pelatihan yang adil 
untuk semua pekerja sektor publik (Pasal 9.k)

•	 Pengakuan keterampilan: mempromosikan 
pengembangan, penerapan, dan pembiayaan 
sebuah mekanisme yang transparan 
untuk penilaian, sertifikasi dan pengakuan 
keterampilan, yang diperoleh secara formal 
atau informal (Pasal 11.1)

•	 Keragaman pelatihan: mempromosikan 
keragaman penyediaan pelatihan untuk 
memenuhi berbagai kebutuhan individu dan 
perusahaan dan untuk memastikan standar 
berkualitas tinggi (Pasal 13 dan Pasal 14.b)

•	 Peran dan tanggung-jawab: mengidentifikasi 
peran dan tanggung-jawab layanan 
ketenagakerjaan, penyedia pelatihan dan 
penyedia layanan terkait lainnya berkenaan 
dengan informasi dan bimbingan kejuruan 
dan karir (Pasal 15.c); dan dengan 
mempertimbangkan tanggung-jawab utama 
pemerintah, serta mengakui peran mitra sosial 
dalam pelatihan lebih lanjut (Pasal 6.1 dan 9.b)

•	 Perundingan bersama: mendukung prakarsa 
mitra sosial di bidang pelatihan dalam dialog 
bipartit, termasuk perundingan bersama 
(Pasal 9.c); dan mendukung dialog sosial dan 
perundingan bersama mengenai pelatihan di 
tingkat internasional, nasional, regional, lokal, 
dan sektoral dan perusahaan sebagai prinsip 
dasar untuk pengembangan sistem, relevansi 
program, kualitas dan efektivitas biaya (Pasal 
5.f)

•	 Peningkatan kapasitas: mempromosikan 
peningkatan kapasitas nasional untuk 
mereformasi dan mengembangkan kebijakan 
dan program pelatihan (Pasal 21.c); dan 
memberikan dukungan kepada mitra sosial 
untuk memungkinkan mereka berpartisipasi 
dalam dialog sosial mengenai pelatihan, 
dalam menganalisis tren di pasar tenaga kerja 
dan pengembangan sumber daya manusia, 
dan untuk berkontribusi pada kebijakan 
pembelajaran seumur hidup yang dinamis 
(Pasal 5.1, 17 dan 21.e)

•	 Penelitian: Anggota harus, dengan berkonsultasi 
dengan mitra sosial, mendukung dan 
memfasilitasi penelitian tentang pengembangan 
sumber daya manusia dan pelatihan (Pasal 19)
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Moreover, skills development is an area which supports and 
fosters social dialogue at the global level. Workers’ organizations 
have also joined with the employers’ associations - Business 
20 (B20) - to deliver a common message on skills to the G20 
Ministers’ meetings. Already in 2013 they proposed a series 
of key principles on apprenticeships.11 In 2018 they called 
on G20 governments to develop overall national strategies for 
lifelong learning aimed at transforming all aspects of human life 
(labour, social and personal), to actively promote and engage in 
retraining and to ensure that the key role social partners play as 
real actors in the labour market is fully taken into account when 
developing or modernising national training strategies (B20 - L 
20, 2018).

Why do workers’ organizations engage in skills  
development ?

Why do trade unions engage in skills development? As illustrated 
by the following two statements, trade unions from different 
parts of the world, with different contexts and traditions, con-
sider themselves to be stakeholders in the skills development 
process.

 
 

COSATU is a stakeholder in the skills development 
process
Bhabhali Ka Maphikela Nhlapo, Education and 
Training Secretary, ‘Congress of South African Trade 
Unions’ (COSATU) - South Africa

We support a demand- or industry-led system which 
cannot proceed without the involvement of organised 
labour. We want to promote a skills revolution where 
many workers and unemployed young people will be 
involved in training. We jealously guard against the 
mainstreaming of adult education or the prioritisation 
of lower level skills. We value and guard the principles 
of equity, progression, articulation and mobility. We 
want a skills development system at the workplace 
linked to grading and pay. We need to work for the 
levy exclusion of the public sector and for increased 
investment in skills development in all enterprises. We 
need a system that mainstreams public providers - the 
most affordable and most accessible. We need to 
increase the profile and status of the apprenticeship 
system to make it equal in social esteem with higher 
education. This can only be done through trade union 
engagement.

COSATU is a stakeholder in the skills development 
process (continued)
The policies of skills development have a trade union 
footprint. We have a compulsory system of skills deve-
lopment, except in the public sector where there is a 
levy exemption. We have a levy system that also funds 
trade union capacity building in skills development. 
Along with employers’ associations we manage the sec-
toral skills development bodies. We have the relevant 
training institutions that drive the system forward and 
respond to issues of accreditation. We have revived the 
public Technical and Vocational Education and Training 
(TVET) colleges so that they to respond to the needs of 
industry. We can point to many case studies indicating 
that successful enterprises support skills training. We 
have a good system of planning, at enterprise and 
sectoral levels, that examines skills needs and ensures 
that training providers respond to these needs.  
South African legislation operates on the basis of 
consultation, and not on collective bargaining, so trade 
unions need to organise better and recruit more mem-
bers in the workplace to be the key voice in the system.

Why unions in Canada are actively involved in skills 
development programs
Mike Luff, National Representative, ‘Canadian Labour 
Congress’ (CNC) - Canada

Skills development is crucial to help workers obtain 
the qualifications they need to get jobs in high-demand 
fields, and construction unions, for example, operate 
state-of-the-art union training centres that deliver 
world-class apprenticeship programs connecting wor-
kers with good jobs in the construction sector.

Unions in Canada help workers upgrade their skills 
to advance in their careers and get jobs with higher 
pay, and in the hotel sector, for example, unions offer 
hands-on skills development so workers can climb 
potential job ladders.

Canadian unions recognize the need for workers to 
gain a broad set of essential skills that are portable. A 
broad set of skills helps workers adapt to the changing 
nature of work and gives them more leverage in the 
job market. Unions provide programs that help workers 
gain computer and digital skills, literacy and numeracy 
skills, communication skills, problem solving, critical 
thinking, leadership and teamwork skills.

11 Key elements of quality apprenticeship – a joint understanding of the B20 
and L20 https://www.ituc-csi.org/IMG/pdf/1306_b20-l20_paper_on_quality_
apprenticeships.pdf 
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Contoh keterlibatan organisasi pekerja dalam 
pengembangan keterampilan di tingkat global

Organisasi pekerja di tingkat global - Labour 20 (L20)8- 
telah menerima tantangan untuk mengadvokasi 
pengembangan keterampilan yang lebih baik, dengan 
serangkaian pernyataan kepada pertemuan G20 (Kotak 
2).

utama tentang pemagangan.11 Pada tahun 2018 mereka 
meminta pemerintah G20 untuk mengembangkan 
keseluruhan strategi nasional untuk pembelajaran 
seumur hidup yang bertujuan mengubah semua aspek 
kehidupan manusia (ketenagakerjaan, sosial dan 
pribadi), untuk aktif mempromosikan dan terlibat dalam 
pelatihan ulang dan untuk memastikan bahwa peran 
kunci yang dimainkan oleh mitra sosial sebagai aktor 
nyata di pasar tenaga kerja sepenuhnya diperhitungkan 
ketika mengembangkan atau memodernisasi strategi 
pelatihan nasional (B20 - L 20, 2018).

Mengapa organisasi pekerja terlibat dalam 
pengembangan keterampilan?

Mengapa serikat pekerja terlibat dalam pengembangan 
keterampilan? Seperti yang diilustrasikan oleh dua 
pernyataan berikut, serikat pekerja dari berbagai belahan 
dunia, dengan berbagai konteks dan tradisi berbeda, 
menganggap diri mereka sebagai pemangku kepentingan 
dalam proses pengembangan keterampilan.

8	 Labour 20 - L20 mewakili kepentingan pekerja di tingkat G20. Organisasi ini 
menyatukan serikat pekerja dari negara-negara G20 dan Global Unions dan 
diundang oleh International Trade Union Confederation (ITUC) dan Trade Union 
Advisory Committee (TUAC) ke OECD.

9	 L20 Priorities for the G20 Summit – Osaka, Jepang, 28-29 Juni 2019: https://www.
ituc-csi.org/l20-priorities-for-the-g20-summit

10	 L20 Statement to the G20 Labour and Employment Ministers’ Meeting, Mendoza, 
Argentina, 6-7 September 2018 https://www.g20.org/sites/default/files/media/ 
l20declarationen.pdf

11	 Unsur-unsur kunci pemagangan berkualitas – kesepahaman bersama B20 
and L20 https://www.ituc-csi.org/IMG/pdf/1306_b20-l20_paper_on_quality_ 
apprenticeships.pdf

Kotak 2 - Pengajuan L20 kepada pertemuan G20 
pada tahun 2018/2019

L20 meminta Menteri Perburuhan dan 
Ketenagakerjaan untuk:

•	 memastikan peluang seperti pengembangan 
keterampilan kerja, pendidikan, dan pelatihan 
seumur hidup tersedia untuk semua (L20, 
2019)2

•	 berinvestasi dalam peningkatan akses ke 
pendidikan publik dan pelatihan kejuruan yang 
berkualitas

•	 memasukkan perwakilan pengusaha dan 
serikat pekerja dalam tata kelola sistem 
pengembangan keterampilan, pemagangan 
dan pembelajaran orang dewasa

•	 merancang dan melakukan langkah-langkah 
yang mendorong akses dan peluang bagi 
perempuan ke pelatihan

•	 meningkatkan kebijakan industri di tingkat 
nasional, regional, dan sektoral melalui inisiatif 
pembuatan estimasi kebutuhan keterampilan 
dan, memperbaharui kebutuhan pendanaan 
yang sesuai kebutuhan tersebut

•	 membangun sistem pengakuan pra - 
pembelajaran di bidang ekonomi formal dan 
informal (L20, 2018)3

Selain itu, pengembangan keterampilan adalah bidang 
yang mendukung dan memupuk dialog sosial di tingkat 
global. Organisasi pekerja juga bergabung dengan 
asosiasi pengusaha - Business 20 (B20) - untuk 
menyampaikan pesan bersama tentang keterampilan 
kepada pertemuan para Menteri G20. Pada tahun 
2013 mereka sudah mengusulkan serangkaian prinsip 

COSATU adalah pemangku kepentingan dalam 
proses pengembangan keterampilan

Bhabhali Ka Maphikela Nhlapo, Sekretaris 
Pendidikan dan Pelatihan, ‘Congress of South African 
Trade Unions’ (COSATU) - Afrika Selatan

Kami mendukung sistem yang diarahkan oleh 
permintaan atau oleh industri yang tidak dapat 
dilanjutkan tanpa keterlibatan pekerja yang 
terorganisir. Kami ingin mempromosikan revolusi 
keterampilan di mana banyak pekerja dan kaum 
muda menganggur akan terlibat dalam pelatihan. 
Kami berusaha keras menjaga pengarusutamaan 
pendidikan orang dewasa atau prioritisasi 
keterampilan tingkat rendah. Kami menghargai 
dan menjaga prinsip-prinsip keadilan, progresi, 
artikulasi, dan mobilitas. Kami menginginkan sistem 
pengembangan keterampilan di tempat kerja yang 
terkait dengan kepangkatan dan upah. Kita perlu 
memperjuangkan pengecualian retribusi sektor 
publik dan untuk peningkatan investasi dalam 
pengembangan keterampilan di semua perusahaan. 
Kami membutuhkan sistem yang mengarusutamakan 
penyedia publik - yang paling terjangkau dan paling 
mudah diakses. Kita perlu meningkatkan profil 
dan status sistem pemagangan agar setara dalam 
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There are important potential benefits for trade unions to be 
involved in skills development, and they may be found along 
four dimensions - vis-à-vis the State, their own organizations, 
employers and their members (Box 3).

The ILO has already summed up the potential benefits for 

trade unions and workers’ representatives of engaging in skills 
development of apprenticeships, in terms of achievements in 
productivity shared through better working conditions, reaching 
out to new members and an improved culture of vocational 
training and investment in quality apprenticeships (Box 4).

Examples of trade union engagement at the national, 
sectoral and enterprise levels 

Workers’ organizations are engaged in a variety of different 
activities at national, sectoral and enterprise levels to support 
policy formation and implementation, by means of contributing 
to national strategies, negotiating collective agreements and 
participating in consultative bodies. In more specific terms 
they support skills development in the following ways:

• advising on skills anticipation 

• advising on training standards, curricula, training pro-
grammes and assessment procedures

• negotiating pay rates, paid time off and entitlement for 
training 

• supporting links with local training providers, including 
trade unions training centers 

• supporting recruitment to training.12 

Why unions in Canada are actively involved in skills 
development programs (continued)
Unions in Canada understand the role of skills deve-
lopment in reducing social and economic inequality 
by building a more inclusive workforce that includes 
key groups who are traditionally under-represented. For 
example, many unions deliver skills development pro-
grams that are specifically aimed at recruiting Indige-
nous peoples, women, immigrants, and young workers 
facing barriers to participation in the job market.

Finally, skills development is an essential ingredient 
in human development. It is about helping workers 
develop their individual capacities and enhancing 
their ability to participate fully in the life of their 
families and communities. A society with an active and 
engaged citizenry, with the skills needed to participate 
fully in all aspects of life, is more vital, inclusive and 
democratic.

Box 3 - Workers’ organizations - four dimensions of 
engaging in skills development
Four important dimensions of engagement in skills 
development for workers’ organizations are:

• influencing State policy on education and training

• integrating the learning agenda with other trade 
union functions

• focusing on the institutionalisation of learning 
with employers

• enhancing membership activity and representa-
tion (Rainbird & Stuart, 2011, quoted in ILO, 
2017).

Box 4 - Potential benefits for trade unions and workers’ 
representatives

1. Productivity gains and better working conditions
Workers may benefit collectively from the skills acquired 
by a new generation of trained workers. An increase 
in productivity may increase the bargaining power of 
workers’ representatives in companies and sectors as 
well as in collective bargaining and wage negotiations 
at the national level. 

2. New members
By providing relevant information, defending the rights 
of apprentices and workers and representing appren-
tices in negotiations, unions can inform apprentices 
about the mission and importance of their union and 
in this way attract new members. 

3. Improved culture of vocational training and invest-
ment in quality apprenticeships
Successfully demonstrating the effects of training 
on productivity improves the learning culture of the 
enterprise and may result in an increase in investment 
in training. Quality apprenticeships are a proven 
mechanism for the cost-effective development of com-
petencies provided by the presence of a VET institution 
and contribute to closer collaboration between the VET 
institution and the enterprise. By providing practical 
training through quality apprenticeships and harnes-
sing the benefits of skills development, it is possible to 
increase the employers’ commitment to learning (OIT/
Cinterfor, 2017a). 

12 An extensive list of ways in which trade unions support skills development can 
be found in Unions and Skills (TUAC, 2016) 
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Mengapa serikat pekerja di Kanada terlibat aktif 
dalam program pengembangan keterampilan

Mike Luff, Perwakilan Nasional, ‘Canadian Labour 
Congress’ (CNC) - Kanada

Pengembangan keterampilan sangat penting untuk 
membantu pekerja mendapatkan kualifikasi yang 
mereka butuhkan untuk mendapatkan pekerjaan di 
bidang-bidang yang memiliki permintaan tinggi, dan 
serikat pekerja konstruksi, misalnya, mengoperasikan 
pusat pelatihan serikat pekerja yang sangat maju 
yang memberikan program pemagangan kelas 
dunia yang menghubungkan para pekerja. dengan 
pekerjaan bagus di sektor konstruksi.

Serikat pekerja di Kanada membantu pekerja 
meningkatkan keterampilan mereka untuk 
melangkah maju dalam karir mereka dan 

Mengapa serikat pekerja di Kanada terlibat aktif 
dalam program pengembangan keterampilan 
(lanjutan)

COSATU adalah pemangku kepentingan dalam 
proses pengembangan keterampilan (lanjutan)

penghargaan sosial dengan pendidikan tinggi. Ini 
hanya dapat dilakukan melalui keterlibatan serikat 
pekerja.

Kebijakan pengembangan keterampilan memiliki jejak 
serikat pekerja. Kita memiliki sistem pengembangan 
keterampilan wajib, kecuali di sektor publik di 
mana ada pembebasan retribusi. Kita memiliki 
sistem retribusi yang juga mendanai peningkatan 
kapasitas serikat pekerja dalam pengembangan 
keterampilan. Bersama dengan asosiasi pengusaha, 
kami mengelola badan-badan pengembangan 
keterampilan internasional. Kami memiliki lembaga 
pelatihan yang relevan yang mendorong maju 
sistem tersebut dan menjawab masalah akreditasi. 
Kita telah menghidupkan kembali perguruan tinggi 
Pendidikan dan Pelatihan Teknis dan Kejuruan 
(TVET) agar mereka dapat menjawab kebutuhan 
industri. Kami dapat menunjukkan banyak studi 
kasus yang menunjukkan bahwa perusahaan yang 
sukses itu mendukung pelatihan keterampilan. Kami 
memiliki sistem perencanaan yang baik, di tingkat 
perusahaan dan sektoral, yang mengkaji kebutuhan 
keterampilan dan memastikan bahwa penyedia 
pelatihan menanggapi kebutuhan ini.

Undang-undang Afrika Selatan beroperasi atas 
dasar konsultasi, dan bukan perundingan bersama, 
sehingga serikat pekerja perlu mengorganisasi lebih 
baik dan merekrut lebih banyak anggota di tempat 
kerja untuk menjadi suara kunci dalam sistem 
tersebut.

mendapatkan pekerjaan dengan upah lebih tinggi, 
dan di sektor perhotelan, misalnya, serikat pekerja 
menawarkan pengembangan keterampilan praktis 
sehingga pekerja dapat mendaki tangga pekerjaan 
potensial.

Serikat pekerja Kanada memahami perlunya pekerja 
memperoleh serangkaian keterampilan penting 
yang portabel. Serangkaian keterampilan yang 
luas membantu pekerja beradaptasi dengan sifat 
pekerjaan yang berubah-ubah dan memberi mereka 
lebih banyak pengaruh di pasar kerja. Serikat pekerja 
menyediakan program yang membantu pekerja 
mendapatkan keterampilan komputer dan digital, 
keterampilan literasi dan berhitung, keterampilan 
komunikasi, pemecahan masalah, pemikiran kritis, 
keterampilan kepemimpinan dan kerja tim.

Serikat pekerja di Kanada memahami peran 
pengembangan keterampilan dalam mengurangi 
ketimpangan sosial dan ekonomi dengan 
membangun angkatan kerja yang lebih inklusif yang 
mencakup kelompok-kelompok kunci yang biasanya 
kurang terwakili. Contohnya, banyak serikat pekerja 
memberikan program pengembangan keterampilan 
yang khusus ditujukan untuk merekrut masyarakat 
adat (Indigenous people), kaum perempuan, imigran, 
dan pekerja muda yang mengalami kendala untuk 
berpartisipasi di pasar tenaga kerja.

Terakhir, pengembangan keterampilan adalah 
unsur penting dalam perkembangan manusia. Ini 
adalah tentang membantu pekerja mengembangkan 
kapasitas perorangan mereka dan meningkatkan 
kemampuan mereka untuk berpartisipasi penuh 
dalam kehidupan keluarga dan komunitas mereka. 
Sebuah masyarakat yang berwarga aktif dan terlibat, 
dengan keterampilan yang dibutuhkan untuk 
berpartisipasi penuh dalam semua aspek kehidupan, 
lebih penting, inklusif, dan demokratis.

Terdapat potensi manfaat penting bagi serikat pekerja 
untuk terlibat dalam pengembangan keterampilan, dan 
manfaat tersebut dapat ditemukan di empat dimensi - vis-
à-vis Negara, organisasi mereka sendiri, pengusaha dan 
anggota mereka (Kotak 3).
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Moreover, skills development is an area which supports and 
fosters social dialogue at the global level. Workers’ organizations 
have also joined with the employers’ associations - Business 
20 (B20) - to deliver a common message on skills to the G20 
Ministers’ meetings. Already in 2013 they proposed a series 
of key principles on apprenticeships.11 In 2018 they called 
on G20 governments to develop overall national strategies for 
lifelong learning aimed at transforming all aspects of human life 
(labour, social and personal), to actively promote and engage in 
retraining and to ensure that the key role social partners play as 
real actors in the labour market is fully taken into account when 
developing or modernising national training strategies (B20 - L 
20, 2018).

Why do workers’ organizations engage in skills  
development ?

Why do trade unions engage in skills development? As illustrated 
by the following two statements, trade unions from different 
parts of the world, with different contexts and traditions, con-
sider themselves to be stakeholders in the skills development 
process.

 
 

COSATU is a stakeholder in the skills development 
process
Bhabhali Ka Maphikela Nhlapo, Education and 
Training Secretary, ‘Congress of South African Trade 
Unions’ (COSATU) - South Africa

We support a demand- or industry-led system which 
cannot proceed without the involvement of organised 
labour. We want to promote a skills revolution where 
many workers and unemployed young people will be 
involved in training. We jealously guard against the 
mainstreaming of adult education or the prioritisation 
of lower level skills. We value and guard the principles 
of equity, progression, articulation and mobility. We 
want a skills development system at the workplace 
linked to grading and pay. We need to work for the 
levy exclusion of the public sector and for increased 
investment in skills development in all enterprises. We 
need a system that mainstreams public providers - the 
most affordable and most accessible. We need to 
increase the profile and status of the apprenticeship 
system to make it equal in social esteem with higher 
education. This can only be done through trade union 
engagement.

COSATU is a stakeholder in the skills development 
process (continued)
The policies of skills development have a trade union 
footprint. We have a compulsory system of skills deve-
lopment, except in the public sector where there is a 
levy exemption. We have a levy system that also funds 
trade union capacity building in skills development. 
Along with employers’ associations we manage the sec-
toral skills development bodies. We have the relevant 
training institutions that drive the system forward and 
respond to issues of accreditation. We have revived the 
public Technical and Vocational Education and Training 
(TVET) colleges so that they to respond to the needs of 
industry. We can point to many case studies indicating 
that successful enterprises support skills training. We 
have a good system of planning, at enterprise and 
sectoral levels, that examines skills needs and ensures 
that training providers respond to these needs.  
South African legislation operates on the basis of 
consultation, and not on collective bargaining, so trade 
unions need to organise better and recruit more mem-
bers in the workplace to be the key voice in the system.

Why unions in Canada are actively involved in skills 
development programs
Mike Luff, National Representative, ‘Canadian Labour 
Congress’ (CNC) - Canada

Skills development is crucial to help workers obtain 
the qualifications they need to get jobs in high-demand 
fields, and construction unions, for example, operate 
state-of-the-art union training centres that deliver 
world-class apprenticeship programs connecting wor-
kers with good jobs in the construction sector.

Unions in Canada help workers upgrade their skills 
to advance in their careers and get jobs with higher 
pay, and in the hotel sector, for example, unions offer 
hands-on skills development so workers can climb 
potential job ladders.

Canadian unions recognize the need for workers to 
gain a broad set of essential skills that are portable. A 
broad set of skills helps workers adapt to the changing 
nature of work and gives them more leverage in the 
job market. Unions provide programs that help workers 
gain computer and digital skills, literacy and numeracy 
skills, communication skills, problem solving, critical 
thinking, leadership and teamwork skills.

11 Key elements of quality apprenticeship – a joint understanding of the B20 
and L20 https://www.ituc-csi.org/IMG/pdf/1306_b20-l20_paper_on_quality_
apprenticeships.pdf 
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Kotak 3 - Organisasi pekerja - empat dimensi 
terlibat dalam pengembangan keterampilan

Empat dimensi penting keterlibatan dalam 
pengembangan keterampilan untuk organisasi 
pekerja adalah:

•	 mempengaruhi kebijakan Negara tentang 
pendidikan dan pelatihan

•	 mengintegrasikan agenda pembelajaran 
dengan fungsi serikat pekerja lainnya

•	 fokus pada pelembagaan pembelajaran 
dengan pengusaha

•	 meningkatkan aktivitas dan representasi 
keanggotaan (Rainbird & Stuart, 2011, dikutip 
di ILO, 2017).

Kotak 4 - Potensi manfaat bagi serikat pekerja dan 
perwakilan pekerja

1.	 Peningkatan produktivitas dan kondisi kerja 
yang lebih baik

	 Pekerja dapat mendapatkan manfaat secara 
kolektif dari keterampilan yang diperoleh 
oleh generasi baru pekerja yang terlatih. 
Peningkatan produktivitas dapat meningkatkan 
daya tawar perwakilan pekerja di perusahaan 
dan sektor serta dalam perundingan bersama 
dan negosiasi upah di tingkat nasional.

2.	 Anggota baru
	 Dengan memberikan informasi yang relevan, 

membela hak-hak peserta pemagangan dan 
pekerja dan mewakili peserta pemagangan 
dalam negosiasi, serikat pekerja dapat memberi 
informasi kepada peserta pemagangan tentang 
misi dan pentingnya serikat pekerja mereka dan 
dengan cara ini menarik anggota baru.

3.	 Peningkatan budaya pelatihan kejuruan dan 
investasi dalam pemagangan berkualitas

	 Keberhasilan dalam menunjukkan pengaruh 
pelatihan terhadap produktivitas dapat 
meningkatkan budaya belajar perusahaan 
dan mengakibatkan peningkatan investasi 
dalam pelatihan. Pemagangan berkualitas 

merupakan mekanisme yang telah terbukti 
untuk pengembangan kompetensi yang hemat 
biaya melalui keberadaan lembaga VET serta 
berkontribusi pada kerjasama yang lebih 
erat antara lembaga VET dan perusahaan. 
Dengan memberikan pelatihan praktis melalui 
pemagangan berkualitas dan memanfaatkan 
keuntungan dari pengembangan keterampilan, 
maka dapat meningkatkan komitmen 
pengusaha pada pembelajaran (OIT/ Cinterfor, 
2017a).

ILO telah merangkum potensi manfaat bagi serikat 
pekerja dan perwakilan pekerja dari keterlibatan dalam 
pengembangan keterampilan pemagangan, dalam 
hal pencapaian produktivitas bersama melalui kondisi 
kerja yang lebih baik, penjangkauan anggota baru dan 
peningkatan budaya pelatihan kejuruan dan investasi 
dalam pemagangan berkualitas (Kotak 4).

Contoh keterlibatan serikat pekerja di tingkat 
nasional, sektoral, dan perusahaan

Organisasi pekerja terlibat dalam berbagai kegiatan yang 
berbeda di tingkat nasional, sektoral dan perusahaan 
untuk mendukung perumusan dan penerapan 
kebijakan, melalui berkontribusi pada strategi nasional, 
menegosiasikan perjanjian bersama dan berpartisipasi 
dalam badan konsultasi. Dalam istilah yang lebih spesifik, 
mereka mendukung pengembangan keterampilan 
dengan cara-cara berikut:

•	 memberi saran tentang antisipasi kebutuhan 
keterampilan

•	 memberi saran tentang standar pelatihan, 
kurikulum, program pelatihan dan prosedur penilaian

•	 menegosiasikan besaran upah, cuti berbayar dan 
hak atas pelatihan

•	 mendukung tautan dengan penyedia pelatihan 
lokal, termasuk pusat pelatihan serikat pekerja 

•	 mendukung perekrutan ke pelatihan.12 

Tingkat Nasional

Strategi pelatihan tripartit dan perjanjian bersama 
lintas sektoral

Strategi pelatihan tripartit dan perjanjian bersama multi-
sektor yang memuat isu keterampilan relatif jarang, tetapi 
kuat dalam arti bahwa itu memungkinkan serikat pekerja 
untuk memainkan peran langsung dalam perumusan 
kebijakan pelatihan. Contoh dari Eropa yang terkenal 
untuk strategi pelatihan tripartit adalah ‘Alliance for Initial 
and Further Training 2015-2018’ di Jerman dan perjanjian 
nasional antar-sektor Perancis tentang pelatihan kejuruan 
pada tahun 2003, 2009 dan 2013.13

12	 Daftar ekstensif cara-cara serikat pekerja mendukung pengembangan keterampilan 
dapat ditemukan di Unions and Skills (TUAC,  2016)

13	 https://www.bmwi.de/DE/Themen/Ausbildung-und-Beruf/allianz-fuer-aus-und- 
weiterbildung.html
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There are important potential benefits for trade unions to be 
involved in skills development, and they may be found along 
four dimensions - vis-à-vis the State, their own organizations, 
employers and their members (Box 3).

The ILO has already summed up the potential benefits for 

trade unions and workers’ representatives of engaging in skills 
development of apprenticeships, in terms of achievements in 
productivity shared through better working conditions, reaching 
out to new members and an improved culture of vocational 
training and investment in quality apprenticeships (Box 4).

Examples of trade union engagement at the national, 
sectoral and enterprise levels 

Workers’ organizations are engaged in a variety of different 
activities at national, sectoral and enterprise levels to support 
policy formation and implementation, by means of contributing 
to national strategies, negotiating collective agreements and 
participating in consultative bodies. In more specific terms 
they support skills development in the following ways:

• advising on skills anticipation 

• advising on training standards, curricula, training pro-
grammes and assessment procedures

• negotiating pay rates, paid time off and entitlement for 
training 

• supporting links with local training providers, including 
trade unions training centers 

• supporting recruitment to training.12 

Why unions in Canada are actively involved in skills 
development programs (continued)
Unions in Canada understand the role of skills deve-
lopment in reducing social and economic inequality 
by building a more inclusive workforce that includes 
key groups who are traditionally under-represented. For 
example, many unions deliver skills development pro-
grams that are specifically aimed at recruiting Indige-
nous peoples, women, immigrants, and young workers 
facing barriers to participation in the job market.

Finally, skills development is an essential ingredient 
in human development. It is about helping workers 
develop their individual capacities and enhancing 
their ability to participate fully in the life of their 
families and communities. A society with an active and 
engaged citizenry, with the skills needed to participate 
fully in all aspects of life, is more vital, inclusive and 
democratic.

Box 3 - Workers’ organizations - four dimensions of 
engaging in skills development
Four important dimensions of engagement in skills 
development for workers’ organizations are:

• influencing State policy on education and training

• integrating the learning agenda with other trade 
union functions

• focusing on the institutionalisation of learning 
with employers

• enhancing membership activity and representa-
tion (Rainbird & Stuart, 2011, quoted in ILO, 
2017).

Box 4 - Potential benefits for trade unions and workers’ 
representatives

1. Productivity gains and better working conditions
Workers may benefit collectively from the skills acquired 
by a new generation of trained workers. An increase 
in productivity may increase the bargaining power of 
workers’ representatives in companies and sectors as 
well as in collective bargaining and wage negotiations 
at the national level. 

2. New members
By providing relevant information, defending the rights 
of apprentices and workers and representing appren-
tices in negotiations, unions can inform apprentices 
about the mission and importance of their union and 
in this way attract new members. 

3. Improved culture of vocational training and invest-
ment in quality apprenticeships
Successfully demonstrating the effects of training 
on productivity improves the learning culture of the 
enterprise and may result in an increase in investment 
in training. Quality apprenticeships are a proven 
mechanism for the cost-effective development of com-
petencies provided by the presence of a VET institution 
and contribute to closer collaboration between the VET 
institution and the enterprise. By providing practical 
training through quality apprenticeships and harnes-
sing the benefits of skills development, it is possible to 
increase the employers’ commitment to learning (OIT/
Cinterfor, 2017a). 

12 An extensive list of ways in which trade unions support skills development can 
be found in Unions and Skills (TUAC, 2016) 
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‘Alliance for Initial and Further Training 2015-2018’ 
ditandatangani oleh konfederasi serikat pekerja Jerman, 
lima asosiasi pengusaha dan empat Kementerian 
Pemerintah Federal. Strategi umum ini memuat 
serangkaian langkah untuk meningkatkan transisi kaum 
muda ke dunia kerja dan pekerjaan pilihan mereka. 
Strategi ini bertujuan untuk meningkatkan kualitas dan 
daya tarik sistem pelatihan kejuruan; memberi setiap 
anak muda yang tertarik pada posisi pemagangan sebuah 
jalur menuju kualifikasi kerja; mengurangi jumlah lulusan 
sekolah tanpa sertifikat kelulusan atau tanpa kualifikasi 
yang sesuai untuk memulai pemagangan; meningkatkan 
jumlah posisi pemagangan dan perusahaan yang memberi 
pelatihan kepada kaum muda; dan meningkatkan 
pelatihan lanjutan untuk meningkatkan permeabilitas 
antara pelatihan kejuruan dan pendidikan akademik.14

Perjanjian nasional antar-sektor Perancis tentang 
pelatihan kejuruan ditandatangani oleh empat 
konfederasi serikat pekerja dan dua asosiasi pengusaha 
pada tahun 2013. Perjanjian ini memiliki sejumlah tujuan 
penting untuk pengembangan pendidikan dan pelatihan 
kejuruan: untuk meningkatkan keterampilan dan 
kualifikasi pekerja sehingga mendukung pengembangan 
profesi mereka sendiri serta meningkatkan daya saing 
perusahaan; untuk mendukung sektor profesional 
dengan mengembangkan keterampilan dan kualifikasi 
pekerja; untuk mempertahankan jalur pembelajaran 
seumur hidup melalui catatan pelatihan pribadi; untuk 
meningkatkan jumlah penerima manfaat cuti untuk 
pelatihan; untuk meningkatkan bimbingan karir; untuk 
membiayai pelatihan kejuruan; dan untuk meningkatkan 
tata kelola pengembangan keterampilan. Perjanjian 
ini semakin penting, karena membentuk dasar 
untuk ‘Undang-Undang tentang Pelatihan Kejuruan, 
Ketenagakerjaan dan Demokratisasi Sosial’ yang muncul 
setelahnya yang diadopsi pada bulan Maret 2014. 
Sebuah undang-undang baru yang menangani pelatihan 
kejuruan di Perancis – ‘Untuk Kebebasan Memilih Masa 
Depan Profesional’ - diperkenalkan pada tahun 2018,15 
dan peran yang dimainkan oleh ‘Confédération française 
démocratique du travail’ (CFDT) dalam pengesahannya 
disajikan dalam komentar berikut.

14	 Pada saat penulisan, diskusi sedang berlangsung untuk mempersiapkan strategi 
nasional lain

15	 https://travail-emploi.gouv.fr/IMG/pdf/act_for_the_freedom_to_choose.pdf

Pengembangan keterampilan dan undang-undang 
baru - ‘Untuk Kebebasan Memilih Masa Depan 
Profesional’

Yvan Ricordeau, Sekretaris Nasional yang 
bertanggung-jawab atas Pendidikan dan Pelatihan, 
‘Confédération française démocratique du travail 
(CFDT)’ - Perancis

Semua pekerja harus dapat memperbarui 
keterampilan mereka secara teratur, terutama mereka 
yang menghadapi revolusi digital dan perubahan 
ekologis. Mereka juga harus dapat menikmati hak 
atas pelatihan ulang. Semua pencari kerja harus 
memiliki kesempatan keterampilan mereka diakui, 
serta kesempatan untuk meningkatkan keterampilan 
tersebut atau untuk memperoleh keterampilan baru. 
Maka pelatihan untuk pencari kerja membutuhkan 
investasi besar dan konstan.

Pemerintah Perancis baru-baru ini memperkenalkan 
usulan undang-undang tanpa konsultasi sebelumnya 
dengan mitra sosial. Tanggapan CFDT adalah 
membela hak untuk mendukung anggota masyarakat 
dan kerangka kolektif sehingga hak individu atas 
pelatihan diakui, baik di tingkat perusahaan maupun 
tingkat regional.

Menyusul intervensi CFDT, pemerintah sepakat 
membentuk ‘Dewan untuk Pengembangan 
Profesional’ yang akan memberi konsultasi kepada 
semua pekerja secara gratis, baik sudah bekerja 
ataupun sedang mencari pekerjaan. Kami terus 
mengawasi penerapan kebijakan ini.

CFDT melangkah dengan fokus baru pada pendekatan 
berbasis hak untuk pengembangan profesional. 
Dengan meningkatkan tekanan terhadap badan-
badan pelatihan dan akreditasi kita masih harus 
memastikan kebijakan ini diterapkan.

CFDT juga telah membuka sebuah ruang baru dalam 
kerangka perundingan bersama, berkenaan dengan 
kontribusi keuangan yang diperlukan untuk catatan 
pelatihan pribadi pekerja, sehingga mengurangi 
ketimpangan akses ke pengembangan keterampilan.

Isu-isu lain perlu ditangani - misalnya, dimensi kolektif 
keterampilan profesional, yang signifikansi ekonomi 
dan sosialnya sering diabaikan oleh pengusaha dan 
negara.
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Moreover, skills development is an area which supports and 
fosters social dialogue at the global level. Workers’ organizations 
have also joined with the employers’ associations - Business 
20 (B20) - to deliver a common message on skills to the G20 
Ministers’ meetings. Already in 2013 they proposed a series 
of key principles on apprenticeships.11 In 2018 they called 
on G20 governments to develop overall national strategies for 
lifelong learning aimed at transforming all aspects of human life 
(labour, social and personal), to actively promote and engage in 
retraining and to ensure that the key role social partners play as 
real actors in the labour market is fully taken into account when 
developing or modernising national training strategies (B20 - L 
20, 2018).

Why do workers’ organizations engage in skills  
development ?

Why do trade unions engage in skills development? As illustrated 
by the following two statements, trade unions from different 
parts of the world, with different contexts and traditions, con-
sider themselves to be stakeholders in the skills development 
process.

 
 

COSATU is a stakeholder in the skills development 
process
Bhabhali Ka Maphikela Nhlapo, Education and 
Training Secretary, ‘Congress of South African Trade 
Unions’ (COSATU) - South Africa

We support a demand- or industry-led system which 
cannot proceed without the involvement of organised 
labour. We want to promote a skills revolution where 
many workers and unemployed young people will be 
involved in training. We jealously guard against the 
mainstreaming of adult education or the prioritisation 
of lower level skills. We value and guard the principles 
of equity, progression, articulation and mobility. We 
want a skills development system at the workplace 
linked to grading and pay. We need to work for the 
levy exclusion of the public sector and for increased 
investment in skills development in all enterprises. We 
need a system that mainstreams public providers - the 
most affordable and most accessible. We need to 
increase the profile and status of the apprenticeship 
system to make it equal in social esteem with higher 
education. This can only be done through trade union 
engagement.

COSATU is a stakeholder in the skills development 
process (continued)
The policies of skills development have a trade union 
footprint. We have a compulsory system of skills deve-
lopment, except in the public sector where there is a 
levy exemption. We have a levy system that also funds 
trade union capacity building in skills development. 
Along with employers’ associations we manage the sec-
toral skills development bodies. We have the relevant 
training institutions that drive the system forward and 
respond to issues of accreditation. We have revived the 
public Technical and Vocational Education and Training 
(TVET) colleges so that they to respond to the needs of 
industry. We can point to many case studies indicating 
that successful enterprises support skills training. We 
have a good system of planning, at enterprise and 
sectoral levels, that examines skills needs and ensures 
that training providers respond to these needs.  
South African legislation operates on the basis of 
consultation, and not on collective bargaining, so trade 
unions need to organise better and recruit more mem-
bers in the workplace to be the key voice in the system.

Why unions in Canada are actively involved in skills 
development programs
Mike Luff, National Representative, ‘Canadian Labour 
Congress’ (CNC) - Canada

Skills development is crucial to help workers obtain 
the qualifications they need to get jobs in high-demand 
fields, and construction unions, for example, operate 
state-of-the-art union training centres that deliver 
world-class apprenticeship programs connecting wor-
kers with good jobs in the construction sector.

Unions in Canada help workers upgrade their skills 
to advance in their careers and get jobs with higher 
pay, and in the hotel sector, for example, unions offer 
hands-on skills development so workers can climb 
potential job ladders.

Canadian unions recognize the need for workers to 
gain a broad set of essential skills that are portable. A 
broad set of skills helps workers adapt to the changing 
nature of work and gives them more leverage in the 
job market. Unions provide programs that help workers 
gain computer and digital skills, literacy and numeracy 
skills, communication skills, problem solving, critical 
thinking, leadership and teamwork skills.

11 Key elements of quality apprenticeship – a joint understanding of the B20 
and L20 https://www.ituc-csi.org/IMG/pdf/1306_b20-l20_paper_on_quality_
apprenticeships.pdf 
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Contoh menarik lainnya adalah ‘National Skills Accord’ 
di Afrika Selatan. Tiga konfederasi serikat pekerja 
menandatangani perjanjian tripartit pada tahun 2011 
dengan sebuah asosiasi pengusaha dan Kementerian 
Pendidikan Tinggi dan Pelatihan yang mengikat semua 
mitra sosial untuk ‘berupaya bersama guna memperkuat 
pengembangan keterampilan sebagai pilar penting 
jalur Pertumbuhan Baru’. Para pemangku kepentingan 
berkomitmen untuk melatih pengrajin dan keterampilan 
langka lainnya, berkontribusi pada penempatan lulusan 
pendidikan lebih lanjut ke pembelajaran di tempat kerja, 
meningkatkan kualitas perencanaan keterampilan dan 
fokus pada kinerja dewan keterampilan sektoral.16

Badan Konsultasi Nasional

Badan-badan konsultasi nasional memberikan 
kesempatan yang jelas kepada serikat pekerja untuk 
mengatur dan mendukung langsung pengembangan 
keterampilan.

Di Asia, contohnya, serikat pekerja di Filipina 
menempatkan perwakilan di ‘Dewan Pendidikan Teknis 
dan Otoritas Pengembangan Keterampilan’ (Kotak 5), 
di India di ‘Dewan Nasional Pelatihan Kejuruan’ tripartit 
yang memberikan saran kepada Kementerian Tenaga 
Kerja dan Ketenagakerjaan mengenai definisi standar 
untuk silabus, metode pelatihan dan sertifikasi (Smith, 
2014), dan di Bangladesh di ‘Dewan Pengembangan 
Keterampilan Nasional’ yang perannya adalah mengawasi 
dan memantau semua kegiatan penyedia pelatihan 
publik dan swasta terkait dengan pelatihan keterampilan 
(ILO, 2017).
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Another compelling example would be the ‘National Skills 
Accord’ in South Africa. Three trade union confederations 
signed a tri-partite agreement in 2011 with an employers’ 
association and the Ministry of Higher Education and Training 
which committed all social partners to combine their ‘efforts in 
order to strengthen skills development as a crucial pillar of the 
New Growth path’. Stakeholders committed to train artisans 
and other scarce skills, contribute to the placement of further 
education graduates into workplace learning, improve the 
quality of skills planning and focus on the performance of the 
sectoral skills councils.16

National Consultative Bodies

National consultative bodies provide trade unions with a clear 
opportunity to regulate and directly support skills development.

In Asia, as an example, trade unions are represented in the 
Philippines on the ‘Board of the Technical Education and 
Skills Development Authority’ (Box 5), in India on the tri-partite 
‘National Council for Vocational Training’ which advises the 
Ministry of Labour and Employment on the definition of stand-
ards for syllabi, methods of training and certification (Smith, 
2014), and in Bangladesh on the ‘National Skills Development 
Council’ whose role is to oversee and monitor all activities of 
public and private training providers related to skills training 
(ILO, 2017).

In the African region, trade unions are represented on a number 
of different national consultative bodies. In Kenya the ‘National 
Industrial Training Authority’ was established in 2011 to ‘promote 
the highest standards in the quality and efficiency of industrial 
training in Kenya and ensure the supply of properly trained man-
power at all levels in industry’. Three trade union representatives 
are members of its Board - out of a total of 11. In Mozambique 
the ‘National Authority for Vocational Education’, which is, inter 
alia, charged with developing a national TVET sector strategy, has 
trade union representatives on its Board (The Commonwealth, 
2016). In Senegal the most representative trade union confed-
erations are members of the ‘Board of the National Vocational 
Qualification Centre’. As can be seen from Box 6, South Africa 
provides for extensive trade union involvement in skills development 
(ILO, 2017).

Box 5 - Trade union representation on national consul-
tative bodies in the Philippines
In the Philippines there are six trade union repre-
sentatives (out of a total of 22) on the ‘Board of the 
Technical Education and Skills Development Authority’ 
which has a key role in TVET policy formulation and 
implementation. It is mandated by law ‘to provide rele-
vant, accessible, high quality and efficient technical 
education and skills development’ and is primarily 
responsible for the formulation of continuing tech-
nical education and skills development policies and 
programmes. As part of its quality assurance measures 
it has promoted the use of competency- and outcome-
based Training Regulations which contain minimum 
standards for trainers and training material, and it has 
established a National Qualification Programme for 
TVET trainers-assessors. In addition, it approves the 
National Technical Education and Skills Development 
Plan and allocates resources for the different training 
programmes. It defines and approves TVET skills 
standards and assessments. Further, it establishes and 
administers a system of accreditation of both public 
and private TVET institutions (ILO, 2017). 

16 http://www.economic.gov.za/communications/publications/national-skills-accord 

Box 6 - Trade union representation on national consul-
tative bodies in South Africa
Trade unions are represented on the ‘National Skills 
Authority’ which advises the Ministry of Labour on 
skills issues; the ‘Human Resource Development 
Council of South Africa’ – ‘a national, multi-tiered 
and multi-stakeholder advisory body’ which aims to 
stimulate employability and a culture of training and 
lifelong learning at individual, organizational and 
national levels, and which is supported by a technical 
working group chaired by the Congress of South Afri-
can Trade Unions (COSATU), the largest South African 
trade union confederation; the ‘South African Quali-
fications Authority’ which oversees the development 
and implementation of the ‘National Qualifications 
Framework and the Quality Council on Trades and 
Occupations’, which is responsible for overseeing the 
design, implementation, assessment and certification 
of occupational qualifications (ILO, 2017). 

16	 http://www.economic.gov.za/communications/publications/national-skills-accord

Kotak 5 – Perwakilan serikat pekerja di badan-
badan konsultasi nasional di Filipina

Di Filipina terdapat enam perwakilan serikat pekerja 
(dari total 22) di ‘Dewan Pendidikan Teknis dan 
Otoritas Pengembangan Keterampilan’ yang memiliki 
peran penting dalam perumusan dan penerapan 
kebijakan TVET. Dewan ini diamanatkan oleh undang-
undang ‘untuk menyediakan pendidikan teknis 
dan pengembangan keterampilan yang relevan, 
terakses, berkualitas tinggi dan efisien’ dan terutama 
bertanggung-jawab atas perumusan kebijakan dan 
program pendidikan teknis dan pengembangan 
keterampilan berkelanjutan. Sebagai bagian dari 
langkah-langkah jaminan kualitasnya, Dewan ini 
mempromosikan penggunaan Peraturan Pelatihan 

Kotak 5 – Perwakilan serikat pekerja di badan-
badan konsultasi nasional di Filipina (lanjutan)

berbasis kompetensi dan hasil yang berisi standar 
minimum untuk pelatih dan materi pelatihan, dan 
membentuk Program Kualifikasi Nasional untuk 
penilai-pelatih TVET. Selain itu, Dewan ini menyetujui 
Rencana Pendidikan Teknis dan Pengembangan 
Keterampilan Nasional dan mengalokasikan sumber 
daya untuk berbagai program pelatihan. Dewan 
ini mendefinisikan dan menyetujui standar dan 
penilaian keterampilan TVET. Selanjutnya, Dewan 
ini menetapkan dan mengelola sistem akreditasi 
lembaga TVET publik maupun swasta (ILO, 2017).

Di kawasan Afrika, serikat pekerja menempatkan 
perwakilan di sejumlah badan konsultasi nasional 
berbeda. Di Kenya, ‘Otoritas Pelatihan Industrial Nasional’ 
dibentuk pada tahun 2011 untuk ‘mempromosikan 
standar tertinggi dalam kualitas dan efisiensi pelatihan 
industri di Kenya dan memastikan penawaran tenaga 
kerja yang terlatih dengan tepat di semua tingkatan di 
industri’. Tiga perwakilan serikat pekerja menjadi anggota 
Dewannya - dari total 11. Di Mozambik ‘Otoritas Nasional 
Pendidikan Kejuruan’, yang, antara lain, diberi tanggung-
jawab mengembangkan strategi sektor TVET nasional, 
menempatkan perwakilan serikat pekerja di Dewannya. 
(The Commonwealth, 2016). Di Senegal konfederasi-
konfederasi serikat pekerja paling representatif menjadi 
anggota ‘Dewan Pusat Kualifikasi Kejuruan Nasional’. 
Sebagaimana dapat dilihat dari Kotak 6, Afrika Selatan 
menetapkan keterlibatan ekstensif serikat pekerja dalam 
pengembangan keterampilan (ILO, 2017).
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There are important potential benefits for trade unions to be 
involved in skills development, and they may be found along 
four dimensions - vis-à-vis the State, their own organizations, 
employers and their members (Box 3).

The ILO has already summed up the potential benefits for 

trade unions and workers’ representatives of engaging in skills 
development of apprenticeships, in terms of achievements in 
productivity shared through better working conditions, reaching 
out to new members and an improved culture of vocational 
training and investment in quality apprenticeships (Box 4).

Examples of trade union engagement at the national, 
sectoral and enterprise levels 

Workers’ organizations are engaged in a variety of different 
activities at national, sectoral and enterprise levels to support 
policy formation and implementation, by means of contributing 
to national strategies, negotiating collective agreements and 
participating in consultative bodies. In more specific terms 
they support skills development in the following ways:

• advising on skills anticipation 

• advising on training standards, curricula, training pro-
grammes and assessment procedures

• negotiating pay rates, paid time off and entitlement for 
training 

• supporting links with local training providers, including 
trade unions training centers 

• supporting recruitment to training.12 

Why unions in Canada are actively involved in skills 
development programs (continued)
Unions in Canada understand the role of skills deve-
lopment in reducing social and economic inequality 
by building a more inclusive workforce that includes 
key groups who are traditionally under-represented. For 
example, many unions deliver skills development pro-
grams that are specifically aimed at recruiting Indige-
nous peoples, women, immigrants, and young workers 
facing barriers to participation in the job market.

Finally, skills development is an essential ingredient 
in human development. It is about helping workers 
develop their individual capacities and enhancing 
their ability to participate fully in the life of their 
families and communities. A society with an active and 
engaged citizenry, with the skills needed to participate 
fully in all aspects of life, is more vital, inclusive and 
democratic.

Box 3 - Workers’ organizations - four dimensions of 
engaging in skills development
Four important dimensions of engagement in skills 
development for workers’ organizations are:

• influencing State policy on education and training

• integrating the learning agenda with other trade 
union functions

• focusing on the institutionalisation of learning 
with employers

• enhancing membership activity and representa-
tion (Rainbird & Stuart, 2011, quoted in ILO, 
2017).

Box 4 - Potential benefits for trade unions and workers’ 
representatives

1. Productivity gains and better working conditions
Workers may benefit collectively from the skills acquired 
by a new generation of trained workers. An increase 
in productivity may increase the bargaining power of 
workers’ representatives in companies and sectors as 
well as in collective bargaining and wage negotiations 
at the national level. 

2. New members
By providing relevant information, defending the rights 
of apprentices and workers and representing appren-
tices in negotiations, unions can inform apprentices 
about the mission and importance of their union and 
in this way attract new members. 

3. Improved culture of vocational training and invest-
ment in quality apprenticeships
Successfully demonstrating the effects of training 
on productivity improves the learning culture of the 
enterprise and may result in an increase in investment 
in training. Quality apprenticeships are a proven 
mechanism for the cost-effective development of com-
petencies provided by the presence of a VET institution 
and contribute to closer collaboration between the VET 
institution and the enterprise. By providing practical 
training through quality apprenticeships and harnes-
sing the benefits of skills development, it is possible to 
increase the employers’ commitment to learning (OIT/
Cinterfor, 2017a). 

12 An extensive list of ways in which trade unions support skills development can 
be found in Unions and Skills (TUAC, 2016) 
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The Importance of Continuing Technical Vocational 
Education and Training 

Elke Hannack, Vice President, ‘Deutscher Gewerk-
schaftsbund‘ - Germany

We are going through a period of fundamental change 
- in terms of work, the economy and society. Digitalisa-
tion on the one hand and climate change on the other 
are driving a profound technological change in entire 
industries, and this will lead to massive restructuring of 
production processes and employment. The ‘Deutscher 
Gewerkschaftsbund (DGB)’, our trade union confedera-
tion, has around 6 million members and is committed 
to supporting the participation of all members of society 
in obtaining good quality employment and their own 
personal development. Learning at the workplace needs 
clear structures. The DGB demands guaranteed time off 
for learning, secure funding, better advice and counsel-
ling and transparency.

In Latin America, trade unions are represented on the board 
of directors of national vocational training institutions, such as: 
‘National Employment and Vocational Training Institute’ in the 
Dominican Republic, the ‘National Learning Institute’ in Costa 
Rica, the ‘National Vocational Training Institute for Human Devel-
opment’ in Panama, the ‘National Training Service’ in Colombia 
and the ‘Technical Institute for Training and Productivity’ in Guate-
mala. They are also involved in public bodies that are responsible 
for national skills standardisation and certification systems and 
national qualification frameworks, such as is the ‘Occupational 
Competency Standardisation and Certification Council’ in Mexico 
and ChileValora in Chile. (OIT/Cinterfor, 2017b). In addition, in the 
Caribbean trade unions are represented on national consultative 
bodies of the ‘Registered Apprenticeship Board’ in Jamaica and 
the ‘National Training Agencies/Councils’ in Anguilla, Antigua and 
Barbuda, Barbados, St Lucia and Trinidad and Tobago. There are 
also trade union representation on national consultative bodies 
supporting skills development in many European countries - for 
example, Belgium, Bulgaria, Cyprus, Denmark, France, Germa-
ny, Ireland, Latvia, Luxembourg and the Netherlands (ETUC/
Unionlearn, 2016).

Sectoral level

At the sectoral level trade unions are involved in skills develop-
ment by means of negotiating collective agreements, participat-
ing in industry sector skills bodies and in the direct provision of 
technical vocational education and training.

Collective agreements

In Europe there are numerous examples of sectoral agreements 
that have been signed by trade unions and employers’ associa-
tions. In the chemical sector in Italy trade unions and employers’ 
associations have negotiated general agreements for the entire 
sector, and the latest 2018 agreement includes issues such as the 
funding of VET, continuing VET, certification and the identification 
of training representatives and a series of different issues for 
sub-sectors: glass; tires, cables and plastic materials; ceramics; 
textiles and clothing; footwear; leather; and tannery (CISL, 2018). 

In Germany trade unions have negotiated collective agreements 
in many different sectors, thus providing practical support for 
continuing technical vocational education and training, as pointed 
out by Elke Hannack, the Vice President of the Deutscher 
Gewerkschaftsbund.

Tingkat Sektoral

Di tingkat sektoral, serikat pekerja terlibat dalam 
pengembangan keterampilan dengan cara 
menegosiasikan perjanjian bersama, berpartisipasi 
dalam badan keterampilan berbasis sektor industri dan 
dalam penyediaan langsung pendidikan dan pelatihan 
kejuruan teknis.

Perjanjian bersama

Di Eropa terdapat banyak contoh perjanjian sektoral yang 
telah ditandatangani oleh serikat pekerja dan asosiasi 
pengusaha. Di sektor kimia di Italia serikat pekerja dan 
asosiasi pengusaha menegosiasikan perjanjian umum 
untuk seluruh sektor, dan perjanjian terbaru tahun 
2018 mencakup isu-isu seperti pendanaan VET, VET 
berkelanjutan, sertifikasi dan identifikasi perwakilan 
pelatihan dan serangkaian isu berbeda untuk subsektor: 
kaca; ban, kabel dan bahan plastik; keramik; tekstil dan 
pakaian; alas kaki; kulit; dan penyamakan kulit (CISL, 
2018).

Di Jerman, serikat pekerja menegosiasikan perjanjian 
bersama di banyak sektor berbeda, sehingga 
memberikan dukungan praktis untuk pendidikan dan 
pelatihan kejuruan teknis berkelanjutan, sebagaimana 
dikemukakan oleh Elke Hannack, Wakil Presiden 
Deutscher Gewerkschaftsbund.

Kotak 6 – Perwakilan serikat pekerja di badan-
badan konsultasi nasional di Afrika Selatan

Serikat pekerja menempatkan perwakilan di ‘Otoritas 
Keterampilan Nasional’ yang memberi saran kepada 
Kementerian Ketenagakerjaan tentang isu-isu 
keterampilan; ‘Dewan Pengembangan Sumber 
Daya Manusia Afrika Selatan’ – ‘sebuah badan 
konsultasi nasional, multi-lapis dan multi-pemangku 
kepentingan’ yang bertujuan untuk merangsang 
kelayakan kerja dan budaya pelatihan dan 
pembelajaran seumur hidup di tingkat perorangan, 
organisasi dan nasional, dan yang didukung oleh 
sebuah kelompok kerja teknis yang diketuai oleh 
Congress of South African Trade Unions (COSATU), 
konfederasi serikat pekerja Afrika Selatan terbesar; 
‘Otoritas Kualifikasi Afrika Selatan’ yang mengawasi 
pengembangan dan penerapan ‘Kerangka Kualifikasi 
Nasional dan Dewan Kualitas Perdagangan dan 
Pekerjaan’, yang bertanggung jawab mengawasi 
rancanganb, penerapan, penilaian dan sertifikasi 
kualifikasi pekerjaan (ILO, 2017).

Di Amerika Latin, serikat pekerja menempatkan 
perwakilan di dewan direksi lembaga pelatihan kejuruan 
nasional, misalnya: ‘Institut Ketenagakerjaan dan 
Pelatihan Kejuruan Nasional’ di Republik Dominika, 
‘Institut Pembelajaran Nasional’ di Kosta Rika, ‘Institut 
Pelatihan Kejuruan Nasional untuk Pengembangan 
Manusia’ di Panama, ‘Layanan Pelatihan Nasional’ 
di Kolombia dan ‘Institut Teknis untuk Pelatihan dan 
Produktivitas’ di Guyana. Mereka juga terlibat dalam 
badan-badan publik yang bertanggung-jawab atas 
sistem standardisasi dan sertifikasi keterampilan 
nasional serta kerangka kualifikasi nasional, misalnya 
di ‘Dewan Standardisasi dan Sertifikasi Kompetensi 
Kerja’ di Meksiko dan ChileValora di Chili. (OIT/Cinterfor, 
2017b). Selain itu, di kawasan Karibia serikat pekerja 
menempatkan perwakilan di badan-badfan konsultasi 
nasional, yaitu ‘Dewan Pemagangan Terdaftar’ di Jamaika 
dan ‘Lembaga/Dewan Pelatihan Nasional’ di Anguilla, 
Antigua dan Barbuda, Barbados, St Lucia dan Trinidad 
dan Tobago. Terdapat juga perwakilan serikat pekerja 
di badan-badan konsultasi nasional yang mendukung 
pengembangan keterampilan di banyak negara Eropa 
- misalnya, Belgia, Bulgaria, Siprus, Denmark, Perancis, 
Jerman, Irlandia, Latvia, Luksemburg, dan Belanda 
(ETUC/ Unionlearn, 2016).
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Moreover, skills development is an area which supports and 
fosters social dialogue at the global level. Workers’ organizations 
have also joined with the employers’ associations - Business 
20 (B20) - to deliver a common message on skills to the G20 
Ministers’ meetings. Already in 2013 they proposed a series 
of key principles on apprenticeships.11 In 2018 they called 
on G20 governments to develop overall national strategies for 
lifelong learning aimed at transforming all aspects of human life 
(labour, social and personal), to actively promote and engage in 
retraining and to ensure that the key role social partners play as 
real actors in the labour market is fully taken into account when 
developing or modernising national training strategies (B20 - L 
20, 2018).

Why do workers’ organizations engage in skills  
development ?

Why do trade unions engage in skills development? As illustrated 
by the following two statements, trade unions from different 
parts of the world, with different contexts and traditions, con-
sider themselves to be stakeholders in the skills development 
process.

 
 

COSATU is a stakeholder in the skills development 
process
Bhabhali Ka Maphikela Nhlapo, Education and 
Training Secretary, ‘Congress of South African Trade 
Unions’ (COSATU) - South Africa

We support a demand- or industry-led system which 
cannot proceed without the involvement of organised 
labour. We want to promote a skills revolution where 
many workers and unemployed young people will be 
involved in training. We jealously guard against the 
mainstreaming of adult education or the prioritisation 
of lower level skills. We value and guard the principles 
of equity, progression, articulation and mobility. We 
want a skills development system at the workplace 
linked to grading and pay. We need to work for the 
levy exclusion of the public sector and for increased 
investment in skills development in all enterprises. We 
need a system that mainstreams public providers - the 
most affordable and most accessible. We need to 
increase the profile and status of the apprenticeship 
system to make it equal in social esteem with higher 
education. This can only be done through trade union 
engagement.

COSATU is a stakeholder in the skills development 
process (continued)
The policies of skills development have a trade union 
footprint. We have a compulsory system of skills deve-
lopment, except in the public sector where there is a 
levy exemption. We have a levy system that also funds 
trade union capacity building in skills development. 
Along with employers’ associations we manage the sec-
toral skills development bodies. We have the relevant 
training institutions that drive the system forward and 
respond to issues of accreditation. We have revived the 
public Technical and Vocational Education and Training 
(TVET) colleges so that they to respond to the needs of 
industry. We can point to many case studies indicating 
that successful enterprises support skills training. We 
have a good system of planning, at enterprise and 
sectoral levels, that examines skills needs and ensures 
that training providers respond to these needs.  
South African legislation operates on the basis of 
consultation, and not on collective bargaining, so trade 
unions need to organise better and recruit more mem-
bers in the workplace to be the key voice in the system.

Why unions in Canada are actively involved in skills 
development programs
Mike Luff, National Representative, ‘Canadian Labour 
Congress’ (CNC) - Canada

Skills development is crucial to help workers obtain 
the qualifications they need to get jobs in high-demand 
fields, and construction unions, for example, operate 
state-of-the-art union training centres that deliver 
world-class apprenticeship programs connecting wor-
kers with good jobs in the construction sector.

Unions in Canada help workers upgrade their skills 
to advance in their careers and get jobs with higher 
pay, and in the hotel sector, for example, unions offer 
hands-on skills development so workers can climb 
potential job ladders.

Canadian unions recognize the need for workers to 
gain a broad set of essential skills that are portable. A 
broad set of skills helps workers adapt to the changing 
nature of work and gives them more leverage in the 
job market. Unions provide programs that help workers 
gain computer and digital skills, literacy and numeracy 
skills, communication skills, problem solving, critical 
thinking, leadership and teamwork skills.

11 Key elements of quality apprenticeship – a joint understanding of the B20 
and L20 https://www.ituc-csi.org/IMG/pdf/1306_b20-l20_paper_on_quality_
apprenticeships.pdf 
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Serikat pekerja di Amerika Latin juga terlibat dalam 
menegosiasikan perjanjian kerja bersama yang 
mencakup ketentuan tentang pendidikan dan pelatihan 
kejuruan teknis. Di Argentina terdapat perjanjian-
perjanjian di sektor-sektor berikut: minyak; konstruksi; 
plastik; toko roti; kesehatan; dan cuci kering. Di Uruguay 
terdapat perjanjian-perjanjian di sektor-sektor berikut: 
industri umum; lemari es, perikanan; tekstil; kulit, 
pakaian dan alas kaki; kayu, selulosa dan kertas; kimia 
dan farmasi; pengerjaan logam dan teknik; konstruksi; 
eceran; perhotelan; transportasi dan penyimpanan; dan 
pertanian.17

Badan Keterampilan berbasis Sektor Industri

Di tingkat sektoral, serikat pekerja menempatkan 
perwakilan di badan-badan di berbagai negara, misalnya: 
Argentina, Bangladesh, Brasil, Kamboja, Kanada, 
Denmark, Perancis, Jerman, Ghana, India, Italia, Yordania, 
Filipina, Senegal, Afrika Selatan, Swedia, dan Uruguay.

Di Denmark, komisi perdagangan sektoral – ‘tulang 
punggung sistem VET’ – beranggotakan perwakilan 
serikat pekerja dan asosiasi pengusaha dalam jumlah 
yang sama dan bertanggung-jawab atas sekira 100 
program pelatihan. Tanggung-jawab inti mereka sangat 
luas (Kotak 7).

Arti Penting Pendidikan dan Pelatihan Kejuruan 
Teknis Berkelanjutan

Elke Hannack, Wakil Presiden, ‘Deutscher Gewerk- 
schaftsbund’ - Jerman

Kita akan melalui sebuah periode perubahan 
mendasar - dalam hal pekerjaan, perekonomian dan 
masyarakat. Digitalisasi di satu sisi dan perubahan 
iklim di sisi lain mendorong perubahan teknologi 
yang sangat besar di seluruh industri, dan ini akan 
menghantarkan pada restrukturisasi besar-besaran 
proses produksi dan Ketenagakerjaan. ‘Deutscher 
Gewerkschaftsbund (DGB)’, konfederasi serikat 
pekerja kami, memiliki sekitar 6 juta anggota 
dan berkomitmen mendukung partisipasi semua 
anggota masyarakat dalam mendapatkan pekerjaan 
yang berkualitas dan pengembangan pribadi. 
Pembelajaran di tempat kerja membutuhkan struktur 
yang jelas. DGB menuntut terjaminnya cuti untuk 
belajar, terjaminnya pendanaan, dan konseling yang 
lebih baik sertra transparans.

TVET berkelanjutan tidak terjadi secara otomatis, 
dan kami di serikat pekerja telah berupaya untuk 
menegosiasikan perjanjian bersama tentang 
pelatihan di banyak sektor berbeda. Perjanjian-
perjanjian ini berkenaan dengan isu-isu seperti 
menganalisis kebutuhan pelatihan perorangan dan 
membuat rencana untuk pelatihan berkelanjutan, 
mendukung pengembangan personil yang sistematis 
dan menyiapkan struktur pelatihan berkelanjutan 
di perusahaan. Partisipasi dalam pelatihan 
berkelanjutan sangat tergantung pada apakah pekerja 
dapat memperoleh saran dan konseling, apakah 
pelatihan itu membawa pada peningkatan prospek 
karir, apakah waktu untuk belajar merupakan bagian 
integral dari proses kerja, apakah ada cuti berbayar 
untuk tujuan belajar. Oleh karena itu penting bagi 
perusahaan menciptakan pemahaman baru tentang 
pelatihan dan pengembangan kompetensi serta 
mendukung dan mengkoordinasikan organisasi 
pekerja, pelatihan berkelanjutan dan pengembangan 
personil. Dan itulah sebabnya DGB menyerukan agar 
pendanaan perusahaan untuk pelatihan lanjutan 
ditingkatkan.

17	 http://www.oitcinterfor.org/base-de-datos-convenios-colectivos-fp 

Kotak 7 – Tanggung-jawab Inti Komite Perdagangan 
di Denmark

Komite perdagangan nasional memiliki tanggung-
jawab berikut:

•	 menjalankan peran sentral dalam penciptaan 
dan pembaruan pelatihan VET dan merumuskan 
tujuan pembelajaran serta standar ujian akhir 
berdasarkan kompetensi utama yang dianggap 
diperlukan di pasar tenaga kerja

•	 memutuskan kerangka peraturan untuk 
pelatihan individual di dalam kerangka 
undang-undang. Mereka memutuskan sector 
perdagangan mana yang akan memberikan 
pelatihan inti, durasi program, dan rasio antara 
pengajaran berbasis perguruan tinggi serta 
kerja praktik di perusahaan

•	 menyetujui perusahaan sebagai lembaga 
pelatihan yang memenuhi kualifikasi dan 
membuat keputusan tentang konflik yang 
mungkin berkembang antara peserta 
pemagangan dan perusahaan yang 
menyediakan pelatihan praktis
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There are important potential benefits for trade unions to be 
involved in skills development, and they may be found along 
four dimensions - vis-à-vis the State, their own organizations, 
employers and their members (Box 3).

The ILO has already summed up the potential benefits for 

trade unions and workers’ representatives of engaging in skills 
development of apprenticeships, in terms of achievements in 
productivity shared through better working conditions, reaching 
out to new members and an improved culture of vocational 
training and investment in quality apprenticeships (Box 4).

Examples of trade union engagement at the national, 
sectoral and enterprise levels 

Workers’ organizations are engaged in a variety of different 
activities at national, sectoral and enterprise levels to support 
policy formation and implementation, by means of contributing 
to national strategies, negotiating collective agreements and 
participating in consultative bodies. In more specific terms 
they support skills development in the following ways:

• advising on skills anticipation 

• advising on training standards, curricula, training pro-
grammes and assessment procedures

• negotiating pay rates, paid time off and entitlement for 
training 

• supporting links with local training providers, including 
trade unions training centers 

• supporting recruitment to training.12 

Why unions in Canada are actively involved in skills 
development programs (continued)
Unions in Canada understand the role of skills deve-
lopment in reducing social and economic inequality 
by building a more inclusive workforce that includes 
key groups who are traditionally under-represented. For 
example, many unions deliver skills development pro-
grams that are specifically aimed at recruiting Indige-
nous peoples, women, immigrants, and young workers 
facing barriers to participation in the job market.

Finally, skills development is an essential ingredient 
in human development. It is about helping workers 
develop their individual capacities and enhancing 
their ability to participate fully in the life of their 
families and communities. A society with an active and 
engaged citizenry, with the skills needed to participate 
fully in all aspects of life, is more vital, inclusive and 
democratic.

Box 3 - Workers’ organizations - four dimensions of 
engaging in skills development
Four important dimensions of engagement in skills 
development for workers’ organizations are:

• influencing State policy on education and training

• integrating the learning agenda with other trade 
union functions

• focusing on the institutionalisation of learning 
with employers

• enhancing membership activity and representa-
tion (Rainbird & Stuart, 2011, quoted in ILO, 
2017).

Box 4 - Potential benefits for trade unions and workers’ 
representatives

1. Productivity gains and better working conditions
Workers may benefit collectively from the skills acquired 
by a new generation of trained workers. An increase 
in productivity may increase the bargaining power of 
workers’ representatives in companies and sectors as 
well as in collective bargaining and wage negotiations 
at the national level. 

2. New members
By providing relevant information, defending the rights 
of apprentices and workers and representing appren-
tices in negotiations, unions can inform apprentices 
about the mission and importance of their union and 
in this way attract new members. 

3. Improved culture of vocational training and invest-
ment in quality apprenticeships
Successfully demonstrating the effects of training 
on productivity improves the learning culture of the 
enterprise and may result in an increase in investment 
in training. Quality apprenticeships are a proven 
mechanism for the cost-effective development of com-
petencies provided by the presence of a VET institution 
and contribute to closer collaboration between the VET 
institution and the enterprise. By providing practical 
training through quality apprenticeships and harnes-
sing the benefits of skills development, it is possible to 
increase the employers’ commitment to learning (OIT/
Cinterfor, 2017a). 

12 An extensive list of ways in which trade unions support skills development can 
be found in Unions and Skills (TUAC, 2016) 
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Di Afrika Selatan serikat pekerja menempatkan perwakilan 
di 21 ‘Sector Education and Training Advisory Boards’ 
(SETAB – sebelumnya dikenal sebagai SETA - ‘Sector 
Education and Training Authorities’). SETAB menyusun 
dan melaksanakan ‘Rencana Keterampilan Sektor’. 
Selain itu, mereka menyetujui rencana keterampilan 
praktis di tempat kerja dan laporan pelatihan; membuat 
program pembelajaran (dan materi terkait); mendaftarkan 
perjanjian dan mengelola dana sektoral berdasarkan 
retribusi perusahaan untuk mendukung penyediaan 
pelatihan. Mereka juga bertanggung-jawab atas 
identifikasi penempatan kerja dan peningkatan informasi 
tentang peluang penempatan (ILO, 2017).

Di Asia, terdapat sejumlah contoh. Di Filipina terdapat 
‘Dewan Tripartit Industri’ konsultatif di enam sektor 
(pakaian dan tekstil, konstruksi, perakitan otomotif, 
perbankan, dan perhotelan, restoran, dan gula). Di 
Bangladesh terdapat ‘Dewan Keterampilan Industri’ (ISC) 
di sektor-sektor, seperti kulit, konstruksi, pakaian jadi 
dan makanan dari pertanian, dengan perwakilan serikat 
pekerja, dan, sebagaimana dapat dilihat dari pernyataan 
berikut, ‘Serikat Pekerja Penyamakan Kulit’ terlibat dalam 
mendukung pengembangan keterampilan di industri kulit 
(ILO, 2017).

Kotak 7 – Tanggung-jawab Inti Komite Perdagangan 
di Denmark (lanjutan)	

•	 berfungsi sebagai penjaga gerbang 
perdagangan, karena mereka bertanggung-
jawab menerbitkan sertifikat pekerja 
harian dalam hal konten, penilaian, dan 
penyelenggaraan ujian yang sebenarnya 
(Andersen & Kruse, 2016).

Serikat pekerja dan pengembangan keterampilan 
di industri kulit Bangladesh

Abul Kalam Azad, Presiden, ‘Serikat Pekerja 
Penyamakan Kulit’ - Bangladesh

Industri kulit merupakan salah satu sektor terbesar di 
Bangladesh, saat ini mempekerjakan sekira 200.000 
pekerja, dan dengan potensi akan mempekerjakan 
ratusan ribu lainnya dalam waktu dekat. Namun 
hanya sebagian kecil pekerja (sekira 5%) yang telah 
menerima pelatihan.

Pekerja di industri ini menyadari kurangnya 
keterampilan mereka, tetapi tidak mau mengakui 
ini kepada manajer mereka, karena dapat 
membahayakan peluang mereka untuk dipekerjakan 
dan/atau tetap bekerja. Pekerja merasa lebih aman 
berbagi keprihatinan mereka mengenai kebutuhan 
keterampilan dengan Serikat Pekerja Penyamakan 
Kulit yang memainkan peran penting dalam 
keseluruhan program pengembangan keterampilan. 
Di serikat pekerja, kami menyadari bahwa pelatihan 
pengembangan keterampilan untuk pekerja dan 
penyelia sangat penting untuk meningkatkan 
produktivitas dan kualitas produk, dan kami 
memberikan sumbangsih yang signifikan dalam 
menilai kebutuhan pelatihan pekerja dan memantau 
keberhasilan pelaksanaan program pelatihan.

Serikat kami juga menempatkan perwakilan di 
‘Board of the Centre of Excellence for Leather Skill 
Bangladesh Limited’ yang merupakan prakarsa 
‘Dewan Keterampilan Industri’. Dalam kapasitas 
ini, kami menyediakan dukungan berkelanjutan 
untuk pengembangan keterampilan yang didorong 
oleh permintaan di sektor ini dan mendukung 
pelaksanaan program.

Serikat pekerja yang efektif dalam subsektor 
pembuatan produk tidak dapat diharapkan hingga 
serikat pekerja yang efisien dikembangkan di sana, 
dan kami juga terlibat dalam memenuhi kebutuhan 
ini. Kami juga berkontribusi terhadap perumusan 
program pelatihan berbasis kebutuhan yang 
melibatkan pekerja di tingkat perusahaan.
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Moreover, skills development is an area which supports and 
fosters social dialogue at the global level. Workers’ organizations 
have also joined with the employers’ associations - Business 
20 (B20) - to deliver a common message on skills to the G20 
Ministers’ meetings. Already in 2013 they proposed a series 
of key principles on apprenticeships.11 In 2018 they called 
on G20 governments to develop overall national strategies for 
lifelong learning aimed at transforming all aspects of human life 
(labour, social and personal), to actively promote and engage in 
retraining and to ensure that the key role social partners play as 
real actors in the labour market is fully taken into account when 
developing or modernising national training strategies (B20 - L 
20, 2018).

Why do workers’ organizations engage in skills  
development ?

Why do trade unions engage in skills development? As illustrated 
by the following two statements, trade unions from different 
parts of the world, with different contexts and traditions, con-
sider themselves to be stakeholders in the skills development 
process.

 
 

COSATU is a stakeholder in the skills development 
process
Bhabhali Ka Maphikela Nhlapo, Education and 
Training Secretary, ‘Congress of South African Trade 
Unions’ (COSATU) - South Africa

We support a demand- or industry-led system which 
cannot proceed without the involvement of organised 
labour. We want to promote a skills revolution where 
many workers and unemployed young people will be 
involved in training. We jealously guard against the 
mainstreaming of adult education or the prioritisation 
of lower level skills. We value and guard the principles 
of equity, progression, articulation and mobility. We 
want a skills development system at the workplace 
linked to grading and pay. We need to work for the 
levy exclusion of the public sector and for increased 
investment in skills development in all enterprises. We 
need a system that mainstreams public providers - the 
most affordable and most accessible. We need to 
increase the profile and status of the apprenticeship 
system to make it equal in social esteem with higher 
education. This can only be done through trade union 
engagement.

COSATU is a stakeholder in the skills development 
process (continued)
The policies of skills development have a trade union 
footprint. We have a compulsory system of skills deve-
lopment, except in the public sector where there is a 
levy exemption. We have a levy system that also funds 
trade union capacity building in skills development. 
Along with employers’ associations we manage the sec-
toral skills development bodies. We have the relevant 
training institutions that drive the system forward and 
respond to issues of accreditation. We have revived the 
public Technical and Vocational Education and Training 
(TVET) colleges so that they to respond to the needs of 
industry. We can point to many case studies indicating 
that successful enterprises support skills training. We 
have a good system of planning, at enterprise and 
sectoral levels, that examines skills needs and ensures 
that training providers respond to these needs.  
South African legislation operates on the basis of 
consultation, and not on collective bargaining, so trade 
unions need to organise better and recruit more mem-
bers in the workplace to be the key voice in the system.

Why unions in Canada are actively involved in skills 
development programs
Mike Luff, National Representative, ‘Canadian Labour 
Congress’ (CNC) - Canada

Skills development is crucial to help workers obtain 
the qualifications they need to get jobs in high-demand 
fields, and construction unions, for example, operate 
state-of-the-art union training centres that deliver 
world-class apprenticeship programs connecting wor-
kers with good jobs in the construction sector.

Unions in Canada help workers upgrade their skills 
to advance in their careers and get jobs with higher 
pay, and in the hotel sector, for example, unions offer 
hands-on skills development so workers can climb 
potential job ladders.

Canadian unions recognize the need for workers to 
gain a broad set of essential skills that are portable. A 
broad set of skills helps workers adapt to the changing 
nature of work and gives them more leverage in the 
job market. Unions provide programs that help workers 
gain computer and digital skills, literacy and numeracy 
skills, communication skills, problem solving, critical 
thinking, leadership and teamwork skills.

11 Key elements of quality apprenticeship – a joint understanding of the B20 
and L20 https://www.ituc-csi.org/IMG/pdf/1306_b20-l20_paper_on_quality_
apprenticeships.pdf 
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Penyediaan pendidikan dan pelatihan kejuruan 
teknis

Di Argentina, misalnya, ‘Confederación General del 
Trabajo’ (CGT) berkomitmen pada program penyediaan 
kejuruan dan pelatihan teknis yang luas. Serikat 
Pekerja Logamnya mengkoordinasikan sebuah jaringan 
24 pusat TVET dengan tujuan menetapkan standar 
kualitas nasional untuk pelatihan dan pelatihan ulang 
yang mencakup rancangan kurikulum, pengembangan 
materi pelatihan, kegiatan pelatihan pelatih, persyaratan 
prasarana dan peralatan minimum, dan prakarsa ini 
menghantarkan pada penganugerahan pengakuan 
Organisasi Standardisasi Internasional (ISO) (Gandara, 
2018). Dalam kasus lain, Serikat Pekerja Konstruksi 
telah menetapkan sebuah ‘Rencana Nasional Kualifikasi 
Pekerja di Industri Konstruksi’ yang, sebagaimana dapat 
dilihat dari komentar berikut, diyakini secara signifikan 
telah meningkatkan keterampilan pekerja di sektor ini.

Pelatihan Kejuruan di Industri Konstruksi Argentina

Gustavo Gándara, Direktur Eksekutif, Fundación 
UOCRA - Unión Obrera de la Construcción de la 
República Argentina – Argentina

Serikat pekerja di Argentina berkontribusi pada 
pembentukan serangkaian lembaga dan tindakan 
yang akan memberikan tanggapan bersama terhadap 
kebutuhan pekerja dan keluarga mereka, terlepas 
dari status ketenagakerjaan mereka. Pengembangan 
sebuah ‘Sistem Pelatihan dan Sertifikasi (SiFoC)’ 
ditentukan bersama dan kemudian diperkuat di 
dewan-dewan sektoral, di dalam kerangka ‘Dewan 
Nasional Produktivitas Kerja’.

Serikat pekerja merancang dan mengelola proyek 
pelatihan dan akreditasi keterampilan, dan 
pendekatan ini memungkinkannya menggabungkan 
proposal pendidikan dengan pelatihan terpadu yang 
menggabungkan dimensi teknis, ketenagakerjaan 
dan sosial dari pekerjaan.

Menyusul penetapan kebijakan sektoral, dewan-
dewan sektoral tripartit, yang mencakup perwakilan 
dari Negara, organisasi pengusaha dan serikat 
pekerja, bertemu secara rutin, dengan tujuan 
mengadopsi keputusan kebijakan ketenagakerjaan 
di sektor tersebut, melakukan studi tentang 
perkembangan pasar tenaga kerja dan menetapkan 
keterampilan yang dibutuhkan oleh pekerja.

Pelatihan Kejuruan di Industri Konstruksi Argentina

Di dalam kerangka dewan ini, ‘Program Pelatihan 
Nasional untuk Pekerja di Industri Konstruksi (PNCT)’ 
- telah dikembangkan. Dalam sepuluh tahun terakhir 
ini Program tersebut telah mencapai hasil-hasil 
penting:

•	 54.741 pekerja - terlatih dan tersertifikasi di 
bidang pelatihan kesehatan dan keselamatan 
dan lingkungan

•	 339.107 pekerja - terlatih dan tersertifikasi 
melalui pelatihan awal dan lanjutan

•	 109.221 pekerja - keterampilan tersertifikasi.

Industri konstruksi memberikan contoh lebih lanjut di 
belahan dunia lain. Di Filipina, misalnya, ‘Asosiasi Pekerja 
Konstruksi dan Informal’ mendirikan pusat pelatihan 
keterampilan yang menawarkan kursus pertukangan 
kayu, pengecatan, pertukangan batu, pipa ledeng, 
pengelasan elektroda terbungkus dan pemeliharaan 
instalasi listrik. Di Bangladesh empat serikat pekerja 
bekerjasama dengan ILO untuk memberikan pelatihan 
keterampilan di sektor konstruksi (ILO, 2017).

Tingkat perusahaan

Serikat pekerja di beberapa negara terlibat dalam 
pelaksanaan prakarsa pengembangan keterampilan 
di tingkat perusahaan, melalui dewan kerja dalam 
berbagai jenis, perjanjian perusahaan dan/atau 
kegiatan perwakilan serikat pekerja, serta lebih khusus 
delegasi serikat pekerja dengan tanggung-jawab atas 
pengembangan keterampilan.

Dewan Kerja

Dewan kerja menyediakan forum yang dapat digunakan 
oleh perwakilan serikat pekerja untuk mengembangkan 
keterampilan pekerja di tingkat perusahaan. Di Austria, 
misalnya, undang-undang memberi dewan kerja hak-hak 
yang luas dalam hal Pendidikan dan Pelatihan Kejuruan 
Berkelanjutan (CVET), khususnya hak atas informasi 
tentang program pelatihan terencana dan partisipasi 
dalam perencanaan dan pelaksanaan langkah-langkah 
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There are important potential benefits for trade unions to be 
involved in skills development, and they may be found along 
four dimensions - vis-à-vis the State, their own organizations, 
employers and their members (Box 3).

The ILO has already summed up the potential benefits for 

trade unions and workers’ representatives of engaging in skills 
development of apprenticeships, in terms of achievements in 
productivity shared through better working conditions, reaching 
out to new members and an improved culture of vocational 
training and investment in quality apprenticeships (Box 4).

Examples of trade union engagement at the national, 
sectoral and enterprise levels 

Workers’ organizations are engaged in a variety of different 
activities at national, sectoral and enterprise levels to support 
policy formation and implementation, by means of contributing 
to national strategies, negotiating collective agreements and 
participating in consultative bodies. In more specific terms 
they support skills development in the following ways:

• advising on skills anticipation 

• advising on training standards, curricula, training pro-
grammes and assessment procedures

• negotiating pay rates, paid time off and entitlement for 
training 

• supporting links with local training providers, including 
trade unions training centers 

• supporting recruitment to training.12 

Why unions in Canada are actively involved in skills 
development programs (continued)
Unions in Canada understand the role of skills deve-
lopment in reducing social and economic inequality 
by building a more inclusive workforce that includes 
key groups who are traditionally under-represented. For 
example, many unions deliver skills development pro-
grams that are specifically aimed at recruiting Indige-
nous peoples, women, immigrants, and young workers 
facing barriers to participation in the job market.

Finally, skills development is an essential ingredient 
in human development. It is about helping workers 
develop their individual capacities and enhancing 
their ability to participate fully in the life of their 
families and communities. A society with an active and 
engaged citizenry, with the skills needed to participate 
fully in all aspects of life, is more vital, inclusive and 
democratic.

Box 3 - Workers’ organizations - four dimensions of 
engaging in skills development
Four important dimensions of engagement in skills 
development for workers’ organizations are:

• influencing State policy on education and training

• integrating the learning agenda with other trade 
union functions

• focusing on the institutionalisation of learning 
with employers

• enhancing membership activity and representa-
tion (Rainbird & Stuart, 2011, quoted in ILO, 
2017).

Box 4 - Potential benefits for trade unions and workers’ 
representatives

1. Productivity gains and better working conditions
Workers may benefit collectively from the skills acquired 
by a new generation of trained workers. An increase 
in productivity may increase the bargaining power of 
workers’ representatives in companies and sectors as 
well as in collective bargaining and wage negotiations 
at the national level. 

2. New members
By providing relevant information, defending the rights 
of apprentices and workers and representing appren-
tices in negotiations, unions can inform apprentices 
about the mission and importance of their union and 
in this way attract new members. 

3. Improved culture of vocational training and invest-
ment in quality apprenticeships
Successfully demonstrating the effects of training 
on productivity improves the learning culture of the 
enterprise and may result in an increase in investment 
in training. Quality apprenticeships are a proven 
mechanism for the cost-effective development of com-
petencies provided by the presence of a VET institution 
and contribute to closer collaboration between the VET 
institution and the enterprise. By providing practical 
training through quality apprenticeships and harnes-
sing the benefits of skills development, it is possible to 
increase the employers’ commitment to learning (OIT/
Cinterfor, 2017a). 

12 An extensive list of ways in which trade unions support skills development can 
be found in Unions and Skills (TUAC, 2016) 
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pelatihan dan pelatihan ulang di perusahaan (Unionlearn, 
2013). Di Jerman serikat pekerja juga memiliki peluang 
untuk terlibat dalam pengembangan keterampilan 
melalui dewan kerja, yang bertanggung-jawab atas 
promosi pelatihan kejuruan, pembangunan fasilitas dan 
program pelatihan, dan pelaksanaan pelatihan kejuruan 
(Pasal 96-98 dari Undang-Undang Dasar Kerja).18

Di Italia serikat pekerja menempatkan perwakilan di dewan 
kerja untuk VET yang telah disebutkan di dalam perjanjian 
nasional yang ditandatangani di dalam sektor pengerjaan 
logam, dan atas dasar itu melaksanakan serangkaian 
kegiatan di tingkat perusahaan, sebagaimana dapat 
dilihat di Kotak 8.

Perjanjian bersama

Serikat pekerja di negara-negara tertentu mampu 
menegosiasikan perjanjian yang mencakup 
pengembangan keterampilan, baik dalam bentuk 
perjanjian perusahaan atau perjanjian pembelajaran.

Sebuah penelitian rinci di Jerman mengidentifikasi 
contoh-contoh pengembangan keterampilan di 504 
perjanjian perusahaan, yang meliputi 46 sektor 
perekonomian berbeda. Para penulis menyimpulkan 
bahwa perjanjian perusahaan bersifat komprehensif dan 
bahwa pengembangan keterampilan semakin dipandang 
sebagai pelengkap isu-isu tempat kerja lainnya (Busse & 
Heidemann, 2012).

Dalam hal perusahaan tertentu, terdapat contoh dari 
Amerika Latin - perjanjian di Brasil antara Serikat Pekerja 
Logam ABC dan Mercedes-Benz multinasional, yang 
mencakup klausul pelatihan kejuruan untuk pekerja di 
pabrik São Bernardo do Campo, di negara bagian São 
Paulo (Barretto Ghione, 2015). Contoh lain dari Amerika 
Latin adalah perjanjian yang ditandatangani di Kosta Rika 
oleh anak perusahaan Chiquita Brands International, 
dan serikat pekerja, ‘Trabajadores de la Compañía 
Bananera Atlántica Limitada’, untuk memberikan 
pelatihan bagi pekerja di bidang teknis seperti: perbaikan 
sistem pendingin; penggunaan alat perlindungan diri; 
pengelasan dan elektronik; keselamatan di tempat kerja, 
dan pendidikan umum misalnya keterampilan komputer 
dan bahasa Inggris (Brumat, 2012, dikutip di ILO, 2017).

Perwakilan Pembelajaran Serikat Pekerja (Union 
Learning Representatives)

Di Inggris, tidak ada hak hukum untuk berunding 
tentang pelatihan, tidak ada kewajiban pada pihak 
pengusaha untuk memberikan pelatihan, atau tradisi 
dewan kerja yang signifikan. Namun, ‘Undang-Undang 
Ketenagakerjaan tahun 2002’ memberikan peluang 
bagi serikat pekerja untuk memainkan peran kunci, 
melalui ‘Perwakilan Pembelajaran Serikat Pekerja (Union 
Learning Representatives, ULR)’, dalam membantu 
pekerja memasuki peluang pelatihan (Kotak 9).

18	 http://www.gesetze-im-internet.de/englisch_betrvg/
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18 http://www.gesetze-im-internet.de/englisch_betrvg/ 

The construction industry provides further examples in other 
parts of the world. In the Philippines, for example, the ‘Associa-
tion of Construction and Informal Workers’ has established skills 
training centres offering courses in carpentry, painting, masonry, 
plumbing, shielded metal arc welding and electrical installation 
maintenance. In Bangladesh four trade unions have cooperated 
with the ILO to deliver skills training in the construction sector 
(ILO, 2017). 

Enterprise level

Trade unions in some countries are involved in the implementation 
of skills development initiatives at the enterprise level, by means 
of works councils of different types, company agreements and/
or the activities of union representatives, and more specifically 
trade union delegates with responsibilities for skills development. 

Works Councils

Works councils provide a forum which can be used by trade 
union representatives to develop workers’ skills at the enterprise 
level. In Austria, for example, the law provides the works council 
with extensive rights in terms of Continuing Vocational Education 
and Training (CVET), notably the right to information on planned 
training programmes and participation in the planning and 
implementation of in-company training and retraining measures 
(Unionlearn, 2013). In Germany trade unions also have an op-
portunity to become involved in skills development via the works 
councils, which are responsible for the promotion of vocational 
training, the establishment of training facilities and programmes 
and the implementation of vocational training (Articles 96-98 of 
the Works Constitution Act) .18

In Italy trade unions are represented on works councils for VET 
which are foreseen in the national agreement signed within the 
metalworking sector, and on that basis carry out a series of activi-
ties at the enterprise level, as can be seen in Box 8.

Box 8 - Activities carried out by works councils for 
TVET in the Italian Metalworking Industry

• Monitoring the number of continuing VET ini-
tiatives carried out during the previous calendar 
year, the types of initiatives, the number of 
training days and the total number of employees 
involved

• Improving access to training by evaluating the 
feasibility of training projects for workers not 
involved in previously organised VET initiatives

• Contributing to disseminating amongst workers, 
in agreement with the enterprise, information 
about CVET training initiatives offered locally

• Examining the specific training needs of workers 
in line with technological developments within 
the enterprise

• Reporting training needs and the numbers of 
potentially interested workers, as well as any 
other useful information, to the competent local 
committees at the enterprise level (CISL, 2018).

Kotak 8 – Kegiatan yang dilaksanakan oleh dewan 
kerja untuk TVET di Industri Pengerjaan Logam 
Italia

•	 Memantau estimasi jumlah VET berkelanjutan 
yang dilaksanakan tahun sebelumnya, jenis 
inisitif, jumlah hari pelatihan dan total jumlah 
pekerja yang terlibat

•	 Meningkatkan akses ke pelatihan dengan 
mengevaluasi kelayakan proyek pelatihan untuk 
pekerja yang tidak terlibat dalam inisiatif VET 
yang telah diselenggarakan sebelumnya

•	 Berkontribusi pada penyebaran di kalangan 
pekerja, dalam perjanjian dengan perusahaan, 
informasi tentang inisiatif pelatihan CVET yang 
ditawarkan secara lokal

•	 Meneliti kebutuhan pelatihan khusus pekerja 
sejalan dengan perkembangan teknologi di 
dalam perusahaan

•	 Melaporkan kebutuhan pelatihan dan jumlah 
pekerja yang berpotensi tertarik, serta informasi 
bermanfaat lainnya, kepada komite lokal yang 
kompeten di tingkat perusahaan (CISL, 2018).
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Moreover, skills development is an area which supports and 
fosters social dialogue at the global level. Workers’ organizations 
have also joined with the employers’ associations - Business 
20 (B20) - to deliver a common message on skills to the G20 
Ministers’ meetings. Already in 2013 they proposed a series 
of key principles on apprenticeships.11 In 2018 they called 
on G20 governments to develop overall national strategies for 
lifelong learning aimed at transforming all aspects of human life 
(labour, social and personal), to actively promote and engage in 
retraining and to ensure that the key role social partners play as 
real actors in the labour market is fully taken into account when 
developing or modernising national training strategies (B20 - L 
20, 2018).

Why do workers’ organizations engage in skills  
development ?

Why do trade unions engage in skills development? As illustrated 
by the following two statements, trade unions from different 
parts of the world, with different contexts and traditions, con-
sider themselves to be stakeholders in the skills development 
process.

 
 

COSATU is a stakeholder in the skills development 
process
Bhabhali Ka Maphikela Nhlapo, Education and 
Training Secretary, ‘Congress of South African Trade 
Unions’ (COSATU) - South Africa

We support a demand- or industry-led system which 
cannot proceed without the involvement of organised 
labour. We want to promote a skills revolution where 
many workers and unemployed young people will be 
involved in training. We jealously guard against the 
mainstreaming of adult education or the prioritisation 
of lower level skills. We value and guard the principles 
of equity, progression, articulation and mobility. We 
want a skills development system at the workplace 
linked to grading and pay. We need to work for the 
levy exclusion of the public sector and for increased 
investment in skills development in all enterprises. We 
need a system that mainstreams public providers - the 
most affordable and most accessible. We need to 
increase the profile and status of the apprenticeship 
system to make it equal in social esteem with higher 
education. This can only be done through trade union 
engagement.

COSATU is a stakeholder in the skills development 
process (continued)
The policies of skills development have a trade union 
footprint. We have a compulsory system of skills deve-
lopment, except in the public sector where there is a 
levy exemption. We have a levy system that also funds 
trade union capacity building in skills development. 
Along with employers’ associations we manage the sec-
toral skills development bodies. We have the relevant 
training institutions that drive the system forward and 
respond to issues of accreditation. We have revived the 
public Technical and Vocational Education and Training 
(TVET) colleges so that they to respond to the needs of 
industry. We can point to many case studies indicating 
that successful enterprises support skills training. We 
have a good system of planning, at enterprise and 
sectoral levels, that examines skills needs and ensures 
that training providers respond to these needs.  
South African legislation operates on the basis of 
consultation, and not on collective bargaining, so trade 
unions need to organise better and recruit more mem-
bers in the workplace to be the key voice in the system.

Why unions in Canada are actively involved in skills 
development programs
Mike Luff, National Representative, ‘Canadian Labour 
Congress’ (CNC) - Canada

Skills development is crucial to help workers obtain 
the qualifications they need to get jobs in high-demand 
fields, and construction unions, for example, operate 
state-of-the-art union training centres that deliver 
world-class apprenticeship programs connecting wor-
kers with good jobs in the construction sector.

Unions in Canada help workers upgrade their skills 
to advance in their careers and get jobs with higher 
pay, and in the hotel sector, for example, unions offer 
hands-on skills development so workers can climb 
potential job ladders.

Canadian unions recognize the need for workers to 
gain a broad set of essential skills that are portable. A 
broad set of skills helps workers adapt to the changing 
nature of work and gives them more leverage in the 
job market. Unions provide programs that help workers 
gain computer and digital skills, literacy and numeracy 
skills, communication skills, problem solving, critical 
thinking, leadership and teamwork skills.

11 Key elements of quality apprenticeship – a joint understanding of the B20 
and L20 https://www.ituc-csi.org/IMG/pdf/1306_b20-l20_paper_on_quality_
apprenticeships.pdf 
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Kotak 9 – Peran Perwakilan Pembelajaran Serikat 
Pekerja (ULR) 

 ‘Perwakilan Pembelajaran Serikat Pekerja (ULR)’ 
adalah anggota serikat pekerja independen, yang 
diakui oleh pemberi kerja mereka, dan dipilih 
oleh serikat mereka di tempat kerja. Peran ULR 
menyangkut mempromosikan nilai pembelajaran, 
mendukung peserta didik, mengatur pembelajaran/
pelatihan dan mendukung pusat pembelajaran di 
tempat kerja untuk menanamkan pembelajaran di 
tempat kerja.

Apa fungsi utama ULR?

•	 Menganalisis kebutuhan pembelajaran atau 
pelatihan

•	 Mengatur dan mendukung pembelajaran dan 
pelatihan

•	 Berkonsultasi dengan pemberi kerja tentang 
melakukan kegiatan tersebut

•	 Bersiap untuk melakukan kegiatan di atas.

Apa hak-hak ULR?

Perwakilan pembelajaran serikat pekerja berhak 
atas cuti berbayar yang wajar untuk pelatihan dan 
untuk melaksanakan tugas mereka sebagaimana 
disebutkan di atas. Anggota serikat pekerja berhak 
atas cuti tidak berbayar untuk berkonsultasi 
dengan perwakilan belajar mereka, selama mereka 
termasuk dalam unit perundingan yang serikat 
pekerja tersebut diakui. 

Setiap tahun ULR mendukung sekitar seperempat juta 
pekerja dalam hal akses ke pengembangan keterampilan, 
yang sangat meningkatkan pekerjaan dan peluang 
pengembangan karir mereka, sebagaimana dijelaskan 
oleh Kevin Rowan, ‘Kepala Organisasi, Layanan, dan 
Keterampilan’ di ‘Trades Union  Congress (TUC)’.
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Collective agreements

Trade unions in certain countries have been able to negotiate 
agreements covering skills development, either in the form of 
company agreements or learning agreements.  

A detailed study in Germany has identified examples of skills 
development in a total of 504 company agreements, covering 
46 different sectors of the economy. The authors concluded 
that company agreements were comprehensive and that skills 
development was increasingly seen as a complement to other 
workplace issues (Busse & Heidemann, 2012).

In terms of specific enterprises, there are examples from Latin 
America - the agreement in Brazil between the ABC Metal Work-
ers Trade Union and the multinational Mercedes-Benz, which 
includes vocational training clauses for workers in the factory 
of São Bernardo do Campo, in the state of São Paulo (Barretto 
Ghione, 2015). Another example from Latin America is the agree-
ment, signed in Costa Rica by a subsidiary of Chiquita Brands 
International, and the union, ‘Trabajadores de la Compañía 
Bananera Atlántica Limitada’, to provide training for workers in 
technical subjects such as: refrigerating systems trouble-shooting; 
use of personal protection equipment; welding and electronics; 
workplace safety, and general education such as computer skills 
and English language (Brumat, 2012, quoted in ILO, 2017).

Union Learning Representatives

In the United Kingdom, there is no statutory right to bargain on 
training, no obligation on the part of employers to provide train-
ing,nor any significant tradition of works councils. However, 
the ‘Employment Act 2002’ provides an opportunity for trade 
unions to play a key role, via ‘Union Learning Representatives 
(ULRs)’, in helping workers into training opportunities (Box 9).

Box 9 - The role of Union Learning Representatives (ULR)
A ‘Union Learning Representative (ULR)’ is a member 
of an independent trade union, recognised by their 
employer, and elected by their union in the workplace. 
The ULR role involves promoting the value of learning, 
supporting learners, arranging learning/training and 
supporting workplace learning centres to embed lear-
ning in the workplace.

What are the main functions of a ULR?

• Analysing learning or training needs

• Arranging and supporting learning and training

• Consulting the employer about carrying out such 
activities

• Preparing to carry out the above activities.

What are the rights of a ULR?
Union learning representatives are entitled to reaso-
nable paid time off for training and for carrying out 
their duties as set out above. Union members are 
entitled to unpaid time off to consult their learning 
representative, as long as they belong to a bargaining 
unit for which the union is recognised.18 

18 https://www.unionlearn.org.uk/union-learning-reps-ulrs 

Pendidikan dan Pelatihan Kejuruan Berkelanjutan 
- Kontribusi yang dibuat oleh Perwakilan 
Pembelajaran Serikat Pekerja (ULR)

Kevin Rowan, ‘Kepala Organisasi, Layanan dan 
Keterampilan, Trades Union Congress (TUC)’ - Inggris

Mengakses peluang untuk mengembangkan dan 
mempelajari keterampilan baru adalah bagian 
integral dari apa yang membuat pekerjaan menjadi 
‘baik’, pekerja dan serikat pekerja jelas mengakui ini. 
Mereka juga memahami bahwa sistem keterampilan 
yang efektif merupakan fungsi yang diperlukan 
untuk perekonomian yang layak. Maka alamiah bila 
serikat pekerja menjadi mitra sosial yang antusias 
dalam perancangan kebijakan dan implementasi 
operasional pengembangan keterampilan, sebagai 
pemangku kepentingan utama dan sebagai bagian 
dari peran mereka dalam mewakili pekerja.

Serikat pekerja, melalui kerja Perwakilan 
Pembelajaran Serikat Pekerja (ULR), menunjukkan 
efektivitas yang tak tertandingi dalam mendorong, 
memungkinkan dan mendukung pekerja untuk 
mendapatkan keterampilan baru, dari keterampilan 
kunci fungsional hingga pengembangan karir 
profesional.

Setiap tahun di Inggris ULR mendukung sekira 
seperempat juta pekerja untuk mengakses 
pengembangan keterampilan, yang sangat 
meningkatkan pekerjaan dan peluang peningkatan 
karir mereka, serta meningkatkan produktivitas di 
tempat mereka bekerja. Banyak pembelajar dari 
serikat pekerja memperoleh kualifikasi pertama 
mereka, mendapatkan promosi dan kenaikan upah 
sebagai akibat dari dukungan serikat pekerja dan 
memastikan keterampilan yang dapat ditransfer. 

Melalui perjanjian pembelajaran, serikat pekerja 
juga dapat meningkatkan investasi keterampilan 
tambahan dari pengusaha dan menciptakan 
lingkungan belajar seumur hidup yang nyata yang 
memungkinkan pekerja untuk terus belajar dan 
mengembangkan keterampilan mereka dengan 
dukungan serikat pekerja.
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There are important potential benefits for trade unions to be 
involved in skills development, and they may be found along 
four dimensions - vis-à-vis the State, their own organizations, 
employers and their members (Box 3).

The ILO has already summed up the potential benefits for 

trade unions and workers’ representatives of engaging in skills 
development of apprenticeships, in terms of achievements in 
productivity shared through better working conditions, reaching 
out to new members and an improved culture of vocational 
training and investment in quality apprenticeships (Box 4).

Examples of trade union engagement at the national, 
sectoral and enterprise levels 

Workers’ organizations are engaged in a variety of different 
activities at national, sectoral and enterprise levels to support 
policy formation and implementation, by means of contributing 
to national strategies, negotiating collective agreements and 
participating in consultative bodies. In more specific terms 
they support skills development in the following ways:

• advising on skills anticipation 

• advising on training standards, curricula, training pro-
grammes and assessment procedures

• negotiating pay rates, paid time off and entitlement for 
training 

• supporting links with local training providers, including 
trade unions training centers 

• supporting recruitment to training.12 

Why unions in Canada are actively involved in skills 
development programs (continued)
Unions in Canada understand the role of skills deve-
lopment in reducing social and economic inequality 
by building a more inclusive workforce that includes 
key groups who are traditionally under-represented. For 
example, many unions deliver skills development pro-
grams that are specifically aimed at recruiting Indige-
nous peoples, women, immigrants, and young workers 
facing barriers to participation in the job market.

Finally, skills development is an essential ingredient 
in human development. It is about helping workers 
develop their individual capacities and enhancing 
their ability to participate fully in the life of their 
families and communities. A society with an active and 
engaged citizenry, with the skills needed to participate 
fully in all aspects of life, is more vital, inclusive and 
democratic.

Box 3 - Workers’ organizations - four dimensions of 
engaging in skills development
Four important dimensions of engagement in skills 
development for workers’ organizations are:

• influencing State policy on education and training

• integrating the learning agenda with other trade 
union functions

• focusing on the institutionalisation of learning 
with employers

• enhancing membership activity and representa-
tion (Rainbird & Stuart, 2011, quoted in ILO, 
2017).

Box 4 - Potential benefits for trade unions and workers’ 
representatives

1. Productivity gains and better working conditions
Workers may benefit collectively from the skills acquired 
by a new generation of trained workers. An increase 
in productivity may increase the bargaining power of 
workers’ representatives in companies and sectors as 
well as in collective bargaining and wage negotiations 
at the national level. 

2. New members
By providing relevant information, defending the rights 
of apprentices and workers and representing appren-
tices in negotiations, unions can inform apprentices 
about the mission and importance of their union and 
in this way attract new members. 

3. Improved culture of vocational training and invest-
ment in quality apprenticeships
Successfully demonstrating the effects of training 
on productivity improves the learning culture of the 
enterprise and may result in an increase in investment 
in training. Quality apprenticeships are a proven 
mechanism for the cost-effective development of com-
petencies provided by the presence of a VET institution 
and contribute to closer collaboration between the VET 
institution and the enterprise. By providing practical 
training through quality apprenticeships and harnes-
sing the benefits of skills development, it is possible to 
increase the employers’ commitment to learning (OIT/
Cinterfor, 2017a). 

12 An extensive list of ways in which trade unions support skills development can 
be found in Unions and Skills (TUAC, 2016) 
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Kendala keterlibatan serikat pekerja

Di sebagian besar, jika tidak semua kasus, organisasi 
pekerja terlibat pada tingkat tertentu dalam pengembangan 
keterampilan, namun, komitmen seringkali berfluktuasi, 
mengingat tuntutan lain yang diberikan kepada mereka, 
dan keterlibatan serikat pekerja tidak merata.

Bagi sebagian organisasi serikat pekerja isu-isu lain 
memiliki prioritas lebih tinggi. Di Filipina, misalnya, 
sebagian serikat pekerja memandang pengembangan 
keterampilan sebagai tanggung-jawab pengusaha, 
dan, sebagaimana di negara-negara lain, mereka 
memprioritaskan fungsi-fungsi inti seperti promosi 
organisasi serikat pekerja, perundingan bersama, 
perlindungan hak-hak pekerja dan keamanan kerja. 
Di Maroko, misalnya, serikat pekerja lebih tertarik 
pada persoalan hubungan industrial secara umum - 
kebebasan berserikat, dialog sosial dan perlindungan 
sosial, daripada TVET dan pengembangan keterampilan. 
Di Afrika Selatan, meskipun terdapat kenyataan bahwa 
serikat pekerja merupakan kekuatan pendorong utama 
dalam membentuk lanskap pendidikan dan pelatihan, 
pendidikan dan pelatihan tidak lagi sentral bagi agenda 
serikat pekerja pada pertengahan hingga akhir 2000-an, 
tidak juga ditekankan oleh serikat pekerja dalam proses 
perundingan bersama, karena isu utamanya adalah upah 
dan kondisi kerja. Selain itu, kelemahan utama di tingkat 
sektoral adalah bahwa pengaturan pengembangan 
keterampilan tetap terpisah dari dewan perundingan 
bersama (ILO, 2017).

Sebagian organisasi pekerja, misalnya di Denmark dan 
Jerman, sangat didukung oleh pusat-pusat keahlian 
eksternal – masing-masing komite perdagangan dan 
‘Institut Federal untuk Pelatihan Kejuruan’. Namun, ini 
bukan norma, dan sebagian besar organisasi pekerja 
tidak memiliki akses ke kuantitas dan kualitas keahlian 
ini. Di Maroko, misalnya, serikat pekerja tidak memiliki 
spesialis di bidang TVET, metodologi pelatihan, analisis 
kebutuhan dan pengembangan keterampilan. Di Filipina, 
dan lebih khusus ‘Board of the Technical Education 
and Skills Development Authority (TESDA)’, perwakilan 
pemerintah memiliki dukungan teknis penuh waktu 
dari lembaga masing-masing, dan pengusaha memiliki 
departemen sumber daya manusia sendiri, tetapi 
‘kedalaman dan kualitas partisipasi serikat pekerja 
dalam badan pembuat kebijakan seperti TESDA dapat 
ditingkatkan jika perwakilan pekerja mendapat dukungan 
staf teknis penuh waktu’ (ILO, 2017).

Bidang prioritas

Guna mendukung keterlibatan mereka dalam 
pengembangan keterampilan, dan sejalan dengan R195, 
organisasi pekerja harus mempertimbangkan bidang-
bidang prioritas berikut:

Mempengaruhi kebijakan Negara tentang pendidikan 
dan pelatihan

•	 Melobi pemerintah agar memberlakukan undang-
undang atau kebijakan yang mengatur kebijakan 
dan struktur yang jelas untuk pelibatan organisasi 
pekerja dalam pengembangan keterampilan, baik 
dalam hal perundingan bersama, atau partisipasi 
dalam badan konsultasi nasional atau sektoral atau 
perusahaan

•	 Melobi pemerintah agar memberlakukan undang-
undang yang memungkinkan perwakilan pekerja 
memainkan peran yang menentukan dalam 
pengembangan keterampilan dan memiliki 
cuti yang wajar untuk menganalisis kebutuhan 
pembelajaran atau pelatihan; memberikan informasi 
dan saran tentang hal-hal pembelajaran atau 
pelatihan; mengatur dan mendukung pembelajaran 
dan pelatihan; berkonsultasi dengan pengusaha 
tentang melaksanakan kegiatan-kegiatan tersebut; 
dan bersiap untuk melaksanakan kegiatan-kegiatan 
ini

•	 Melobi pemerintah agar memberlakukan undang-
undang yang memungkinkan pekerja berpartisipasi 
dalam pengembangan keterampilan, terutama hak 
atas pelatihan dan cuti berbayar untuk mengambil 
peluang pelatihan

•	 Melobi pemerintah untuk memastikan dana 
yang cukup tersedia untuk membangun kegiatan 
pengembangan keterampilan yang berkualitas

•	 Mendukung pengenalan langkah-langkah untuk 
memungkinkan pengakuan pembelajaran non-
formal dan informal untuk memfasilitasi peningkatan 
mobilitas pasar tenaga kerja

•	 Mendukung penguatan langkah-langkah untuk 
memastikan akses inklusif ke pelatihan untuk 
kelompok yang kurang terwakili

•	 Berkontribusi pada pengumpulan data tentang 
pelatihan keterampilan sehingga para pemangku 
kepentingan berada dalam posisi memantau 
pengembangan keterampilan dan memperkirakan 
dampak strategi keterampilan mereka.
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Mengintegrasikan agenda pembelajaran dengan fungsi 
serikat lainnya

•	 Berkomitmen pada tingkat tertinggi dalam 
organisasi pekerja pada kebijakan pengembangan 
keterampilan komprehensif dan pengembangan 
strategi multi-level untuk menyertainya

•	 Memastikan organisasi pekerja menghindari 
fragmentasi dan bersatu dalam persoalan 
pengembangan keterampilan

•	 Memastikan pengembangan keterampilan 
terintegrasi ke dalam prioritas serikat pekerja 
lainnya

•	 Meningkatkan kapasitas di dalam organisasi 
mereka sendiri sehingga pejabat serikat pekerja 
memenuhi syarat dan mampu membela kepentingan 
serikat pekerja dan pekerja di dalam badan-badan 
tripartit multi-sektoral dan sektoral yang menangani 
isu-isu pengembangan keterampilan dan, jika 
mungkin, menegosiasikan perjanjian kerja bersama.

Fokus pada pelembagaan pembelajaran dengan 
pengusaha

•	 Mengupayakan aliansi dengan asosiasi pengusaha 
dan pengusaha, untuk terlibat dalam proses dialog 
sosial di tingkat nasional, sektoral dan perusahaan, 
sehingga pengembangan keterampilan menjadi 
bagian integral dari perundingan bersama

•	 Memastikan kaum muda, terutama peserta 
pemagangan, memiliki akses ke pelatihan 
berkualitas dan kondisi kerja yang baik dan tidak 
digunakan sebagai tenaga kerja murah untuk 
menggantikan pekerja yang ada.

Meningkatkan kegiatan dan representasi keanggotaan

•	 Meningkatkan kapasitas di dalam organisasi 
mereka sendiri sehingga perwakilan serikat 
pekerja memenuhi syarat dan mampu membela 
kepentingan serikat pekerja dan pekerja di tempat 
kerja, mengkomunikasikan informasi tentang 
kegiatan pengembangan keterampilan kepada 
anggota mereka dan/atau pekerja, memberi 
mereka panduan dan konseling dan memotivasi 
mereka untuk mengambil peluang pengembangan 
keterampilan.




