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Abstract
What currently are the legislations in terms of training in the U.K’s closest neighbour which is France ?
This essay will present to you a part of the current state of France in terms of policies concerning training and development and evaluate them so we can get a better understanding of the aims of the french governments and today’s challenges in terms of training.
[bookmark: _Toc2719859]Introduction
For a few decades, our world is evolving at an incredible speed and governments, people and companies constantly have to adapt to those changes. This results in a change of the needs that those structures have which as a consequence has an impact on the way employees and people in general are educated, developped and trained. This means that education and training are adapted so they develop certain skills that are needed in the workplace at the moment it is the most important.
In France, in 2014, there has been a rather important reform of legislation concerning workplace, training and education. The reform which will be the first part of this essay is from the 5th of March 2014 ( Guide pratique de la réforme , 2014 ) and aims to create better conditions to prepare better trained employees, more qualified to suit the new jobs and technologies of today ( Guide pratique de la réforme , 2014 ) . The second part of this essay will be about the funding policies regarding apprenticeships in France. It would be worth noting that as this essay will be about french legislation, most of the sources will be in french. It is also worth noting that a certain part of this report has been made in collaboration with Romain LeMoal, student in UWTSD.
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[bookmark: _Toc2719861]Presentation of the law and what the changes are
The law N° 2014-288 known as the 5th of march 2014 law is a law that was published in the Journal Officiel on the 5th of March 2014 which is the official journal in which all legislation and regulatory texts are published. When a text is published in the Journal Officiel, the text is applied the next day ( Quand la loi entre-t-elle en vigueur ?, 2018 ) and therefore the law was applied since the 6th of March 2014 in France.
The goals of this law were to ( Guide pratique de la réforme , 2014 ) :
· Develop the wish of training of the employees
According to the guide, this objective could be reached by reforming the professional training to respond better to the current economical challenges and suit better the evolution of the workplace.
· Let every employer manage the training plans that he thinks is the most adapted to his company
The training plan is now under the responsability of the employer who decides of the amount spent on training but every year, employeurs will have to contribute at an amount of 1 % of the salary mass for companies with ten or more employees and 0.55 % of the salary mass for the companies with under 10 employees.
· Mutualize the contributions of all the companies 
The contributions that the companies make for the training of employees finance the access of employees to the « Compte personnel de formation » or CPF ( translation : Personnal account of training ) which is a structure that allows people to acquire rights to professional training. These contributions also finance the access to the Congé Individuel de Formation or CIF  ( translation : Individual leave for training ) which allows the employees to leave work to attend a training course while still getting paid.
· Renew the dialogue between the employer and the employee to find the formation that will best profit the company and the employee
The law in order to favorize the dialogue between the employers and the employees made now mandatory to have an interview between them every two years to discuss the personnal evolution perspectives for the employee and also to take stock of what training has already been done and what is required.
· Make the employee become an active actor of the evolution of his skills, as well as his employer
In order to make the employee be an active part of his evolution, he has the right at any moment to be followed by an operator of the Conseil en Evolution Personnelle or CEP ( translation : Council of personnal evolution ). This will be financed by the Compte personnel de formation


· Reinforce the social dialogue on professional training inside the companies and in the different professional branches 
The work’s council has now increased obligations of information notably about the Compte Personnel de Formation to employees
· Make training respond better to the reality of the workplace and therefore, of employers
The training courses that are available from the Compte Personnel de Formation are defined by all the actors : social partners, professional branches …
[bookmark: _Toc2719862]The impact of the law and the reactions that it generates
Firstly, what is the opinion of companies towards this new law ?
According to a study conducted by the cabinets Fidal and Amplitude and relayed in « Le Figaro », the majority of company directors that they interviewed had a negative overall opinion on the law N°2014-288 ( Les entreprises très critiques sur la réforme de la formation professionnelle , 2014 ).
Indeed, 60 % of interviewed think that this law won’t have a significant impact on the system. 70 % of interviewed also admit that they don’t have enough knowledge of the law. « The perception on the 5th of March 2014 law is doubly negative : the great majority of the directors and HR responsibles do have a poor knowledge ; and those who know about it say they have a bad perception of it » says Philippe Rossignol, general director of Amplitude ( personnal translation )
There was also said about the CPF that 53 % of interviewed think that the new CPF system will make the access to training more difficult for employees and according to Cyril Parlant, partner lawyer of Fidal, it is because companies don’t know how it works.
More than four interviewed out of ten also think that this system will increase the expenses of the company. According to Philippe Rossignol, the directors understood that they will now have to auto finance their training plans which will greatly influence the choices they will make in terms of training as they will want a return on investment.

To conclude on this law, some aspects of it could have some positive impact. Notably the Compte Personnel de Formation could have a positive impact on a certain extent as it replaces an old system, the Droit Individuel de Formation ( Loi du 5 Mars 2014 relative à la formation professionnelle : quelles conséquences pour les employeurs ? ,2014 ).This system allowed people to do training but it was linked to their employee status so they weren’t able to benefit from the right of training when they were unemployed. Now with the CPF, it is linked to the person which allows them to do training courses when unemployed. 
But some features of this law also might be good looking on paper but in the reality of companies might be useless. Notably the features that says there must be an individual interview between employee and employer every two years about the professional perspectives for the employee. This in theory would favorize the dialogue between the two and help preparing for the future but it may not be taken seriously in some companies and result in a short interview only because it is mandatory.
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« Apprenticeships allow you to combine work and study by mixing on-the-job training with classroom learning. You'll be employed to do a real job while studying for a formal qualification, usually for one day a week either at a college or a training centre » ( What is an apprenticeship ? , 2017 )
In France, in order to do an apprenticeship, you must sign a contract with a company that will hire you. It is a fixed-term contract which can last from 6 months up to 3 years and it is up to the lenght of the academic diploma ( Comment fonctionne le contrat d’apprentissage ? ,2015 ). When a apprenticeship contract is signed, the apprentice gains an employee status which means the apprentice gains a salary. This salary depends on the age and how long the apprentice has already been working and it is calculated in percentage of the SMIC ( Salaire Minimum Interprofessionnel de Croissance ) which is the name for the minimal wage in France and in 2019, the SMIC is of 10.03 euros per hour or 1521.22 euros per month for 151.67 hours worked ( Salaire minimum interprofessionnel de croissance (Smic) en 2019, 2019 )
The first year of apprenticeship that the employee will do, he will gain 25 % of the minimum wage if he is under 18 years old, 41 % if between 18 and 20 years old and 53 % if over 21 years old. The second year of apprenticeship, it will be 37 % if under 18, 49 % if 18 to 20 and 61 % if over 21. If there is a third year of apprenticeship, the rates will respectively be of 53 %, 65 % and 78 %. To be noted that the apprentice can still ask for financial support from the region to support transport, accomodation and costs for food for example.( Comment fonctionne le contrat d’apprentissage ?, 2015 )
[bookmark: _Toc2719865]The « taxe d’apprentissage »
In France, every company has to pay the « taxe d’apprentissage » except those who don’t make profit ( Contribution unique à la formation professionnelle et à l’alternance : taxe d’apprentissage, 2019 ). This tax is used to finance the various apprenticeship and other professional training courses by the companies and the amount due is 0.68 % of the salarial mass of the company. In order to reward the companies to hire apprentices, there is a system of tax exhoneration for companies for those who have apprentices. Indeed, companies that hire apprentices and which doesn’t pay in taxes an equivalent to 6 times the SMIC or approximately 107 889.60 € per year doesn’t pay the « Taxe d’apprentissage » ( Contribution unique à la formation professionnelle et à l’alternance : taxe d’apprentissage, 2019 ) . This means that small companies that hire apprentices will have a small economical advantage which will help them when still training apprentices that in an average of approximately 70 % of the cases will be officially hired after his training is finished ( MEN-MESR DEPP, Enquête IPA, 2013 ) as this map shows
[image: ]
This is a map from the French ministry of education and it shows the percentage of cases of apprentices that were hired after their apprenticeship was finished. This map includes the isle of the reunion and Martinique, but no data were collected from Mayotte, the french Guyanne and Guadeloupe.

. This also means that bigger companies that hire apprentices will benefit from having new personnel that will be trained for the company when still participating in the financing of apprenticeships by paying the tax and their business not being threatened by the tax as it has a low impact for bigger structures.
But it is important to note that if there is financial aids to access apprenticeships in France, it doesn’t mean that they are favorized. In France, it is even the opposite
[bookmark: _Toc2719866]Does the system favorize apprenticeship ?
[bookmark: _GoBack]As said before, in France, the system doesn’t seem to incite people to pick the way of the apprenticeship. In fact, for decades, the proportion of people that pick the way of the bachelor’s degree has been increasing a lot. It has been increasing from 20 % in the 1970’s to 30 % in the 1980’s and then to 60 % in the 1990’s and the proportion of people that choose to pass a bachelor’s degree was 77 % in 2015 for an objective of 80 % ( Choix d’orientation au Lycée, motivation et parcours scolaires : une étude longitudinale, 2017 ) and it could be due to an increasing « need in a vital minimum in culture » ( Poirrier, 2002 ). It is worth noting as well that the introduction of the « Baccalauréat Professionnel » which is a compromise between an apprenticeship and the generic bachelor’s degree which consists in some generic knowledge classes , professional knowledge classes which are linked to the specialization of the formation and some internships during all the training course ( Onisep, 2017 ) . This new « Baccalauréat » has been introduced and people could have shifted from apprenticeship to « Bac Professionnel » to acquire professional as well as generic knowledge which suits the needs of the companies better.
To conclude, the current system in France doesn’t favorize apprenticeships but it favorizes for people that still want to acquire professional knowledge the « Baccalauréat Professionnel » which provides generic knowledge which is advised to have nowadays 
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To conclude this essay, the french government seems to be trying to adapt the training and development system to suit the needs of the companies. They are trying to bring dialogue and communication through interviews about training with every employee every 2 years. They also give the managers the ability to manage their training plans to suit their needs as best as possible. They are changing the system so that employees can train themselves when unemployed, that training courses are adapted and relevant… But what the government is trying to implement is complicated and can be confusing for managers, employees… A problem of those complex reforms is that they require a certain amount of time and reading skills that not all managers have so the way that those laws are applied can sometimes be not optimum and waste some of it’s potential.
The french government seems to be trying to adapt the training courses to the needs of the companies and i think the case of the apprenticeship shows that. The « Baccalauréat Professionnel » was certainly introduced in response to the demand of companies of generic knowledge in addition to the pure knowledge of a particular job. This also allows the students to focus on a certain range of jobs instead of one specific job which adds some flexibility to their choices. 
As said in the introduction of this essay, the world in the 2000’s is changing rapidly and the trend won’t reverse, and legislations are no different. But the changes brought by legislations take time to noticably affect a country so the results of the various changes of legislation done recently in France may only have an impact on employment and competitivity in a few years. Hopefully for the best.
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