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[bookmark: _Hlk507325406]The notions of trainings and development of the employees are appeared in 20th century in Europe (Fournier M ,2015). These terms can be defined in the following way: a training and development plan is to optimize the match between an individual and the position he / she occupies, by integrating the objectives defined by the company's strategy. In addition, it is the objectives and strategic orientations that define the priorities for staff development policy. But the purpose is not only the development of the individual, but its development in an organizational context (HR4Free, 2016). In order to better understand the trainings and development of the employees, I’m going to study the current legislation in a country in the EU, but also to the help of case studies. 
The purpose of this essay falls into two parts:

A -	Historic and presentation of the current legislation of the trainings and development of the employees in the country chose for the subject. 

B -	Two case studies based on companies founded in the country in question. With an analyse and description, we going to know how these companies applicate the current legislation of the country.  




[bookmark: _Hlk506731264]The appearance of the trainings and development of the employee it's done during the 20th century in Europe. But from the 1980s, a voluntarist attitude prevails on the part of States to develop continuing education. The countries of the European Union adopt various formulas (work-linked training, training in company ...). Some adopt forms of obligation of financial participation (France, Italy, Belgium, Spain ...) or annual training plan (France, Austria, Finland ...). In the Scandinavian countries, where there is a long tradition of continuing education, some initiatives come from the employees themselves, like in Sweden (Fournier M, 2015). So, the country that I’ve choose for identify and analyse the current legislation related to employee training and development in the EU, is Sweden. 
Indeed, in this country the vocational training and the development of the employee, was launched following a reform of the training system in 1995 and in 1996. Training and development of employees aims to train a skilled workforce for industry and commerce, on the basis of training 40 to 120 weeks and through courses organized in cooperation between the company and different providers that may be municipalities, private training organizations, and higher education institutions (Hours V, Lefebvre A, Lefebvre A; 2008).
There is no public regulation imposing on companies or partners to provide continuing vocational training to employees or members. On the contrary, these questions are often the subject of negotiated solutions between partners at the sector or company level. It is open to people coming directly from upper secondary school as well as to employed employees who wish to develop their skills in a specific field. Today, there are two types of training and development of employees: those meeting the specific needs of the companies, decided and financed by them, and those set up with the assistance of public authorities (Hours V, Lefebvre A, Lefebvre A; 2008).
This usually takes place during working hours and is organized partly by companies and partly by the public authorities. Providers can be municipalities, universities, or private consultants. The employer is responsible for organizing this training, but sometimes the unions can exert some influence. However, this type of training is not a major element in the negotiation of collective agreements, except in the education sector (Hours V, Lefebvre A, Lefebvre A; 2008).
The subventions can be awarded to companies for training under national programs. Employers can thus receive 50% subsidies for a maximum amount per employee of 55 000 crowns over two years for the continuous training of an employee. The subventions rate is reduced to 25% if it is a training that is considered specific to the company. Supported expenses may include teachers’ salaries, training materials, travel, employee salaries, and the cost of counselling required for training. The training must follow a plan that specifies its purpose, the target group and the content of the training. This plan is forwarded to the county employment services (regional level) who must approve it (Hours V, Lefebvre A, Lefebvre A; 2008). 
In addition, it is established by the 1974 law, amended in 1994: an individual right to training. This law grants rights to employees to have access to unpaid training leave and the duration of this training is not restricted. Paid training leave may be agreed at case by case at company level or, more often, at individual level. There are no Sweden's individual training accounts, which no doubt is hardly surprising the combined features of free adult vocational training, the right to unpaid training leave. It provides that all public and private sector employees who wish to undergo training must be allowed to be absent according to certain rules established by law. It also provides that some of its provisions may be amended by collective agreements concluded under the conditions laid down by the Act on co-determination in the workplace (Cedefop, 2009).
[bookmark: _Hlk506730942]But to go further and to reduce inequalities of access to training according to skill levels or sectors of activity, the government decided to change his mind and since January 2002, individual training accounts has been set up. These accounts are available to all employees to finance their skills development needs throughout their working lives. If these funds are not used before retirement age, they become savings or pension insurance (Europe international et formation, 2005).
Sweden is innovating and initiating reforms to promote employee training. By offering the possibility to employees to borrow from their employer computer equipment for their private use. Net of taxes, these equipment’s can be redeemed after a few years for a symbolic sum (Europe international et formation, 2005).
[bookmark: _Hlk506731294]Several projects have been led, either by employers or unions. The General Confederation of Labour (CO) which supports a large number of study circles by its partner organization, the Workers Training Association (WTA), which allows unions to provide training opportunities every year. to tens of thousands of workers. A very ambitious project led by the CO and the WTA in 2003 (KUL project = Skills Development and Learning in Professional Life) provides many good examples of national and local agreements between trade union and employer organizations on employee training (Cedefop, 2009).
There is a range of skills development and informal learning process in Swedish companies. Training Continuous professional development is often a reaction to job rotation or the restructuring of the organization of work. In other cases, employers make available to their employees specialized literature or learning materials for them to learn independently. In many companies, employees learn from each other, but these informal apprenticeships are usually not included in the statistics. Many employees also participate in study circles in one of the major associations such as the Association for the Training of Workers or WTA or others, affiliated to the national Federation educational associations. The training of employees has progressed over the last two decades with the introduction of new technologies - especially computer science - and the transformation of the organization of work. In many companies, management has become decentralized, giving employees new tasks and new responsibilities (Cedefop, 2009).
Today, Sweden is a polyforming country with both a high rate of people taking courses or internships: 48%, for an average of 38% in Europe, and a high rate of adults reporting work-based training: 24%, for an average of 20% in Europe. In this country, almost all companies, large or small, are training in one form or another (Fournier M, 2015). These numbers reflect and represent very well the implication of the government of the country, as the Swedish Minister of Education in 2009, Jan Björklund shows: “Most of the proposed reforms are aimed at improving the quality and status of vocational training. A certificate of vocational training at the second cycle will be created, professional courses will occupy a larger place in the schedules, and companies will be better heard in vocational training” (Cedefop, 2009).
So, the current legislation set up in Sweden permit to the employees to have the right and the access to trainings, to development their skills and capacities. This thanks to the strong link with the education that the country has since a long time and the commitment from the government which tries to maintain over the years.

For illustrate and better understand how the enterprise of Sweden applies the current legislation about the training and the development of the employees, I’m going to used two case studies. 


The first case study is based on the Ikea company. The company IKEA has been founded in 1943 by Ingvar Kamprad in Sweden, more precisely in Älmhult. The Ikea Company is a specialist in the production and sells of the following products: furniture and decoration for the home and garden, services... Ikea had known to find the right formula, to create its own style which is unique and always in the mood of the times but stay accessible for everyone Its innovations, its stores have made it famous all over the world and also by great diversity of products and services that it propose.  Currently, the company is the market leader in home equipment. Ikea owns and operates 410 stores, allocated in 49 countries, thanks to an average of 183 000 employees and the current CEO Peter Agnefjäll (Ikea, 2017). 
For maintain its reputation and success, Ikea put the accent on the well being of its employees. Indeed, the company have set up its proper learning system and training designed for each specific position. At the arrival of each collaborator, they receive introductory training as a new employee, to learn how the company works, what are the safety rules and safety, customer principles and the company's environmental approach. The new employees will also have a mentor, in other words a colleague who will answer all their questions, show his department and present it to his colleagues. Thereafter, employees will be able to pass more training based on their training plan.
For the employees present since a long time in the company, the group have set up: Discussion on development. This concept is a friendly meeting, organized at least once a year with the employee's manager, where they agree together where the employee wants to go and develop in a year ahead. This can also be completely different from his current specialization. If the employee desires and has the ability to go further, his manager will help him choose the appropriate procedures and training to achieve his goal. Moreover, the group offer the possibility to its employee to develop himself abroad, and work in a store of the brand in other country (Ikea, 2017). 
Some programs have been impulse by the head office in Sweden. There is the "My leadership" program. This six-day program, outside the store, initially developed for managers, is used to acquire new skills, deepen its ability to manage a team, take responsibility or delegate. Or the “Ikea trainee program”, is an opportunity to show the employee himself what he can do, which his personality is the key. The program propose: leading a small group of people and being responsible for an area, supported and coached by experienced managers, take an active part in the program. After 12 months of internship, the employee will be able to resume a function of team leader in a store of the company (Ikea, 2017). 
[bookmark: _Hlk507161373]This politic is apply in all stores where the company is present. For example, in France each employee benefits from a six-month integration program: "On the program: the discovery of our concept, our culture and our values and an introduction to interior design. This common core, supplemented by a more technical part on the job, allows everyone to better understand our activity. and makes it easier to work together" says the French human resources manager, Majda Vincent. Throughout their professional development, employees have several opportunities that they are offered. An internal portal, called " my training " is also currently deployed to personalize the training courses and to inform the employees of the modules to which they can access. The content is currently mainly focused on sales and security. The gradual implementation in the 33 stores will be completed by August 2018 (Delvallée J, 2018).
So, in Sweden or abroad, Ikea know offers trainee and programs of development for the employees according to its politics and enterprise culture, while respect the rights of the employees. 



The second case study is based on the H&M company. The history of this brand begins in the 1940’s by Erling Persson in Sweden. The group H&M sells various products: clothes, furniture, beauty products.... Currently, H&M is present in the world with 4 553 shops allocated in 66 countries, which operate thanks to an average of 161 000 employees and by the current CEO, Karl-Johan Persson. It’s a brand which is present among the leaders on her market, known by everyone which achieved to touch a wide audience thanks to the creation of new style and collections very quickly. All of this permit to the company to establish its named with distinction (H&M, 2017). Indeed, last year, the Forbes magazine have published the ranking of (Forbes, 2017): The world’s most valuable brands, where H&M appears at the thirty sixth rank.
Just like the previous case study, H & M puts everything in place so that its employees have access to training and personalized development. Indeed, the group offers internal training at all levels. H & M wants its premises to be a place where employees feel valued and have the chance to grow. This is achieved with opportunities for internal job rotation and promotion possibilities, as well as offering international opportunities. The company also offers introductory training programs for sales advisors, department managers, visual merchandisers and store managers (H&M, 2017).
H&M think also to the student who works for the company. The head office in Sweden had impulse three different trainee programs: Business Trainee; International Talent Program; IT Trainee Program. The goal of these programs is to finding talents and future leaders for the different parts of the expanding organization both in Sweden and around the world. But there are conditions for to be able to apply to these programs, the applicant have to be graduates, or young professionals with up to two years of work experience, who wants to kick-start their career and grow with H&M (H&M, 2017).
So, as Ikea, H&M take care about their employees and set up different programs of trainings and meeting for accompany them, in order to they grow up and develop himself in the best environment within the company. 

The Sweden is a country with a strong link with the education, the trainings and development of their Swedish citizens. The government had set up rights and law in their current legislation for permit to the workers to have an access of trainings and opportunities to develop their talent, skills and capacities but also thanks to the associations. This can be done by the companies with different providers or by the employee themselves by the utilisation of their individual right to training and the personal account for develop themselves. Some data and survey show that Sweden figure among the countries of the EU which a large numerous of employee had already assisted or participated to a training, courses or internship. Moreover, the case study based on Swedish groups, H&M and Ikea, show also that the companies of the country are involved and committed on the well-being and growing of their employee.
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