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Introduction
In order to understand the current situation of the training employee and development in Finnish organisations, the following components will be study. Firstly with a presentation of the labor market in Finland including social legislation, professional training and employee development. Secondly with the study of one Finnish company in order to analyse their functioning and policy in term of employee welfare and development. 
In the 50’s, employment in Finland was focused in the primary sector and the per capita national income was quit low. From the 60’s, the country known a quick industrialisation with forests which had a serious impact given birth to an important woodworking transformation industry, but also with commercialisation with the old Soviet Union which contributed at the metalworking and engineering industry growth. Since the beginning of the 1980s, thanks to a relatively low unemployment rate, high productivity and employment growth, per capita income has remained above the Europe of twelve (expression used to consider European countries between 1986 and 1995) for almost 10 years. To give an indication, in 1994, employment rate, in Finland, was around 56.5% in comparison with the Community average of 58.2%. This activity rate is quite low because of the recession started in 1991. In fact, in 1990, employment rate in Finland was around 70.1% and the Community average was around 61%. This situation between 1994 and 1990 has significantly changed because of the new employment contracts signed in Finland. Actually, in 1989, the majority of employment contracts were full-time and permanent. Whereas, in 1993, these contracts accounted for only 28% of new commitments. In the public sector, only 10% of new employment contracts were full-time and permanent, and it was only 15% among young people. At that time, during 1990s, the people employee percentage in services sector was 64%, in agriculture 9% and in industry 27%, close to European average (respectively, 63%, 6%, and 31%). Because of the economies of scale in metallurgy and woodworking sectors, and a high level of State ownership, employment in the industrial sector was mainly concentrated in large companies. In 1990, almost 65% of employees was working in companies with more than 500 employees. On average, SMB (Small and medium business) absorb almost 4% more jobs in the other EU Member States than in Finland. In the case of small businesses employing less than 10 people, the difference is even greater. In the EU members, small companies absorb for almost 29% of all posts whereas in Finland this figure represented only 23%. (European Parliament, 1996).
Nowadays, Finland is approximately populated with 5.5 million of people. During the next years, the population which are able to work are going to reduce because of mass retirements. However, immigration are going to increase and people will stay longer in activity. From 1995 to 2000 the number of employed people has increased from approximately 2 to 2.3 million (Statistics Finland, 2002) and in 2016, Finland had around 2.5 million workforces. The annual average number of job seekers was 240 000 and the unemployment rate was around 8.8%. Despite the Finnish population ageing, its workforce is particularly skilled and well trained. In fact, Finnish companies have a pool of potential employees which having a relatively high level of general education thanks to their universal national education system. The Finish workforce also have very good linguistics and Information and Communication technologies (ICT) competences. Moreover, Finnish people are reputed for their high productivity (M2 GRH Multinationales, May, 2016). In Finland, services have significantly more employees than industry and construction (contrary to 1990s). Sectors offering the most job are: 

· Transportation
· Trade
· Hotel and restaurant services 
· Education 
· Health 
· Socials services 
Employment in services is expected to continue to grow in the future. Finnish companies employing the highest workforce are: 

· Posti group Oy in the postal and messaging services sector
 
· OP-ryhmä group in the bank and insurance sector

· ISS palvelutOy company in the real estate services sector 

Most of the new hiring contracts have been signed with small and medium-sized companies. Nowadays, the share of micro-companies (employing less than 10 people) is increasing. In Finland, the public sector is also an important source of employment with for example the city of Helsinki which is the largest employer in the country. It offers jobs in education, health, social services, transportation and maintenance (European Commission, 2017). 



About social legislation. 
Social legislation has been developed in Finland, as in the Nordic countries in general, through cooperation between labor market actors and the government. Parliament has barely been involved in the daily activities of the labor market, as the legislative initiative is based on the joint proposals of employers and employees. Actually, collective agreements played an important role after the World War 2, governing most aspect of social affairs, including individual employment conditions. In theory, these agreements are legally binding only the signatories and employees affiliated to the central union which negotiated them. However, an employer has the obligation to respect the terms of an agreement, including regarding employees who are not part of the central union. 
The main non-salary agreements applicable include: 
· Training agreements 
· Health and work protection agreements 
· Safety at work agreements 
· Etc. 

In the Continuous Vocational Training system, the role of the social partners is very important. However, they cannot take part in the agreements and collective negotiations, but they are present by participating in boards of directors in educational and training institutes. Actually, social partners have their own representative in the management board of National Board of Education. 


Training and employee development.
In a relatively poor country in natural resources, special emphasis has been placed on human resources. Two development have pushed people to consider vocational training more seriously as a possible option. Firstly with the fact that in many, if not all, industrialized countries, improvement in technology and automation have stimulated the demand for skilled and well-trained people to the detriment of a massive and relatively unskilled labor force. Secondly, with the sudden rise of unemployment in the early 1990s, workers were forced to switch to others economy sectors to find a job, sectors in which they had no qualifications or training (European Parliament, 1996). 
In Finland, a special emphasis is put on human resource development (HRD). The HRD is a field of activity designed to maintain and develop knowledge and skill at work. Central activities of the HRD are related to training and development but also management organisation. The emphasis being increasingly put on various forms of learning on the job and supporting management strategies (Walton, 1999, 52-61). Nowadays, HRD is a crucial strategical activity in private and public sector. To give an example, in last half of the 1990s, firms in Finland industry spent about 3% of their budget in various forms of trainings (Cedefop, 1997). Moreover, in comparison with the rest of the European countries which are answering to strategical issues by increasing competitiveness, increasing client focus or increasing products and services. In Finland, the HRD strategies are more designed towards employees with for example improving knowledge sharing, improving competence management and employee learning. Among the first to work in this way, this pioneering practice seemed to be a new way of seeing and managing things by implementing new types of training courses, stimulating workplace learning and by set up teamwork and using benchmarketing. The aim of these method was to promote the development of employees as well as to build loyalty and improve quality of life and therefore the quality of their work (Tjekpema et al. 2008: 81). 
About training, adult vocational training on the job is not governed by any formal regulation and is considered as a company’s responsibility, which usually acquire their training programs (diploma or not) from formal education institutions. However, the State support Finnish companies to train their employees. Companies are obliged to realise training annual plan when they have more than 30 employees and update their in case of employees’ reduction (Ministry of Labour, Law 725, 1978). The law also encourages the use of on-the-job training through legislative provisions and national income agreements when a restructuring of production results in an incompatibility between the skills of staff and the business model of the organization. Law 55 dating from 2001 on employment contracts obliges employers to organize training when professional development makes it possible to avoid dismissals. Adult training is also taken into account in collective agreements. The most recent national agreement between the central organizations of the social partners for the period 2005-2007 contains a proposal calling on the government to increase benefits for higher-level adult education and training.
In Finland, training is one of the first levers of companies to cope with the aging population in the country. In fact, up-to-date professional skills are an essential condition for staying in the workforce. The HR functions of Finnish companies indeed well aware of the importance of developing lifelong learning for their employees in the face of active country’s aging. In order to avoid the shortage of labor force and skills lack in the future, induced by future retirements, Finland has started a vocational training project named “ActivAge”. Actually, Finnish companies are developing real vocational training policy in order to boost the transfer of skills from old to youngest people and to enable companies to keep their competitive advantage. 
In practice, most Finnish companies offer in-house training and focus on developing skills at workplace (Learning by doing principle). Most Finnish companies tend to set up training policies that focus on management and leadership concepts, but also on employees’ motivation, in particular with senior to encourage them to continue their profession until the retirement age. In addition, Finland is well known as a country that is particularly innovative in research and development. The Finnish company Nokia is also the best known in the country and its business sector reflects the position of Finland as one of the pioneers countries in information and communication technology (ICT). This speciality in ICT translates into the implementation of innovative training practices. 
In one of the above paragraph, we have seen that an employer has to do a personnel training plan for one year which must include possible changes in the company that potentially could impact the personnel. This plan is done in order to maintain and improve employees’ skills. This training plan include: 

· Personnel structure and numbers of workers (number of fixed-term contracts and estimated development)

· Principles concerning the use of different types of employment relationship 

· An assessment of the professional skills of employees, changes in needs and skill requirements and reasons for them, as well as annual training objectives based on this assessment for each group of staff

· Etc.


If necessary, in the case where the employee did not had a development skills training for a long period of time, the employer has to explain how the occupational skills of employee is sufficient to be maintained in the company. Moreover, before firing people, the employer, in reasonable limits, has to find a relevant training in order to keep the employee in the company. In the situation where an employer need more employees to realize a task suitable for employees already working in part time, the employer is required to give the possibility to the current workers to do the job and to obtain a full-time job if necessary. If part time workers need a training to complete successfully the job, the employer, still in reasonable limits, is obliged to provide such training (European Monitoring Centre on Change, July 2017).
[bookmark: _GoBack]
Case study: Sol Company 

Sol is a company that has succeeded in reinventing its management, located in Finland, more precisely in Helsinki, capital of Finland. This company is the Finnish leader in industrial cleaning, it has about 13,000 employees responsible for cleaning airports, offices, hotels or public roads and has a turnover of 200 million euros in 2014. The particularity of this company is its management is mainly based on trust, they are based on the principle of human fulfilment and its desire to succeed. For example, on sites where employees are responsible for cleaning the premises, no managers are present to organize and control the work, the employees are divided tasks between them and control their work themselves
Nowadays, SOL is one of the most important employer in Finland and they put a particular importance on their know-how, actually they invest until 2 percent of their income for training. The aim of these training are to meet customers’ needs, increasing professional personnel skills and give at the employees the possibility to complete degrees, such as competence degrees. 
The SOL training program consist of on-the-job training, each with its own coaching and training programs. Besides, regions have their own training and joint service staff and formal training workers. Internal online orientation and local training provide basic information and competences needed for the job. Online training is part of day-to-day learning. Sol work with educational institution in order to develop the training in their sector with training specialists. Each year, this company train regional tutors, services expert in different sectors, which, apart from their regular job, lead and introduce news employees. 


Apprenticeship training-work 
Apprenticeship training is a practical way to prove skills and complete a degree with work experience. The training updates an employee's information and skills, and in addition, the apprenticeship training allows them to complete almost any degree in the SOL business areas. Apprenticeship training is available everywhere in Finland and at all levels. Sol has particularly invested in apprenticeship activities and received for its commitment the reward of the Helsinki Bureau on Apprenticeship.  Sol training courses are designed to meet the objectives of the degrees of different fields in a way that they prepare trainees for the basic, vocational and specialist degrees and partial degrees in the field. The basic degree are designed for those changing fields, those beginning in a new field and immigrants. As work experience accumulates, the vocational degrees will become relevant. 






Conclusion
To conclude this essay, we can say that Finland, aware of the aging of its population, focuses a lot on the continuous training and well-being of employees within companies. Indeed, it is very important for these companies to retain their employees and allow them to evolve with training that is sometimes offered. We have thus been able to observe the importance placed on the training and the development of the employee but also the absence of the State in the regulation and the social legislation of the work. Quite different from what one may come to know in countries such as France or the United Kingdom, in Finland the advantage is given to the discussions and conventions signed between companies and social partners. Thanks to SOL's case study, we were able to observe how it works and how it relates to its employees, however, it is good to keep a critical eye and realize that the management techniques implemented at SOL are not the same everywhere. One may therefore be led to ask the following question: would the non-commitment of the State, under certain conditions, lead to a dominant position of the employer over the employee?























REFERENCES 


EURES - INFORMATIONS SUR LE MARCHÉ DU TRAVAIL - NATIONAL LEVEL - COMMISSION EUROPÉENNE / INFORMATION ON THE LABOR MARKET - NATIONAL LEVEL - EUROPEAN COMMISSION
In-text: (Ec.europa.eu, 2017)
Bibliography: Ec.europa.eu. (2017). EURES - Informations sur le marché du travail - National Level - Commission européenne. [Online] Available at: https://ec.europa.eu/eures/main.jsp?catId=2597&countryId=FI&acro=lmi&lang=fr&regionId=FI0&nuts2Code=%20&nuts3Code=&regionName=Niveau%20National [Accessed 19 Feb. 2018].


FINLAND: COLLECTIVE BARGAINING AND CONTINUOUS VOCATIONAL TRAINING | EUROFOUND
In-text: (Eurofound.europa.eu, 2009)
Bibliography: Eurofound.europa.eu. (2009). FINLAND: Collective bargaining and continuous vocational training | Eurofound. [Online] Available at: https://www.eurofound.europa.eu/observatories/eurwork/comparative-information/national-contributions/finland/finland-collective-bargaining-and-continuous-vocational-training [Accessed 19 Feb. 2018].


FINLAND: EMPLOYERS OBLIGATION TO PROVIDE SKILL DEVELOPMENT PLANS OR TRAINING | EUROFOUND
In-text: (Eurofound.europa.eu, 2017)
Bibliography: Eurofound.europa.eu. (2017). Finland: Employers obligation to provide skill development plans or training | Eurofound. [Online] Available at: https://www.eurofound.europa.eu/observatories/emcc/erm/legislation/finland-employers-obligation-to-provide-skill-development-plans-or-training [Accessed 19 Feb. 2018].





HYTONEN, T.
International briefing 14: Training and development in Finland
In-text: (Hytonen, 2003)
Your Bibliography: Hytonen, T. (2003). International briefing 14: Training and development in Finland. International Journal of Training and Development, 7(2), pp.124-137.



LA FORMATION PROFESSIONNELLE EN FINLANDE - M2 GRH EMN / Professional training in Finland. 
In-text: (M2 GRH EMN, 2018)
Bibliography: M2 GRH EMN. (2018). La formation Professionnelle en Finlande - M2 GRH EMN. [Online] Available at: http://grh-multi.net/fr/2016/05/la-formation-professionnelle-en-finlande/ [Accessed 19 Feb. 2018].


LA POLITIQUE SOCIALE EN FINLANDE: LA FORMATION PROFESSIONNELLE (6) - LA POLITIQUE SOCIALE EN FINLANDE - RÉSUMÉ / Social Policy in Finland : Professional training (6) - 
In-text: (Europarl.europa.eu, 1996)
Bibliography: Europarl.europa.eu. (1996). LA POLITIQUE SOCIALE EN FINLANDE: LA FORMATION PROFESSIONNELLE (6) - LA POLITIQUE SOCIALE EN FINLANDE - Résumé -. [Online] Available at: http://www.europarl.europa.eu/workingpapers/soci/w9/voca_fr.htm [Accessed 19 Feb. 2018].



LA POLITIQUE SOCIALE EN FINLANDE: LE MARCHE DU TRAVAIL (3) - LA POLITIQUE SOCIALE EN FINLANDE - RÉSUMÉ - / Social Policy in Finland : Labor market (3)
In-text: (Europarl.europa.eu, 1996)
Bibliography: Europarl.europa.eu. (1996). LA POLITIQUE SOCIALE EN FINLANDE: LE MARCHE DU TRAVAIL (3) - LA POLITIQUE SOCIALE EN FINLANDE - Résumé -. [Online] Available at: http://www.europarl.europa.eu/workingpapers/soci/w9/market_fr.htm#FOOTNOTE_12 [Accessed 19 Feb. 2018].


LA POLITIQUE SOCIALE EN FINLANDE: LE MARCHÉ DU TRAVAIL (4) - LA POLITIQUE SOCIALE EN FINLANDE - RÉSUMÉ - / Social Policy in Finland : Labor market (4). 
In-text: (Europarl.europa.eu, 1996)
Bibliography: Europarl.europa.eu. (1996). LA POLITIQUE SOCIALE EN FINLANDE: LE MARCHÉ DU TRAVAIL (4) - LA POLITIQUE SOCIALE EN FINLANDE - Résumé -. [Online] Available at: http://www.europarl.europa.eu/workingpapers/soci/w9/legis_fr.htm [Accessed 19 Feb. 2018].



TRAINING
In-text: (SOL, n.d.)
Bibliography: SOL. (n.d.). Training. [Online] Available at: https://www.sol.fi/en/careers/training.html 




TRUC, O.
EMPLOI. Ces boîtes où il fait bon vivre. Finlande. «Se comporter comme son propre manager ». À la blanchisserie Sol, 3600 salariés, ni horaires, ni hiérarchie, et un espace de travail excentrique. / EMPLOYMENT. These companies where life is good. Finland. "Behave like your own manager". At the SOL laundry, 3,600 employees, no schedules, no hierarchy, and an eccentric workspace.
In-text: (TRUC, 2000)
Bibliography: TRUC, O. (2000). EMPLOI. Ces boîtes où il fait bon vivre. Finlande. «Se comporter comme son propre manager». A la blanchisserie Sol, 3600 salariés, ni horaires, ni hiérarchie, et un espace de travail excentrique. [Online] Libération.fr. Available at: http://www.liberation.fr/cahier-special/2000/03/27/emploi-ces-boites-ou-il-fait-bon-vivre-finlande-se-comporter-comme-son-propre-manager-a-la-blanchiss_319986.
















image1.png
Prifysgol Cymru
Y Drindod Dewi Sant
University of Wales

Trinity Saint David




