
107

Науковий вісник Ужгородського національного університету, 2016
♦

Problem setting. Vocational training plays an impor-
tant role in promoting equal opportunities on obtaining 
decent work for all employees. Vocational skills devel-
opment – together with basic education – is one of the 
main preconditions for economic and social develop-
ment. Globalisation, ageing populations, urbanisation 
and the evolution of social structures also accelerate the 
pace of change in labour market and skills requirements. 

Ukraine is example of country working towards the 
development of skills policies based on more engage-
ment and cooperative approaches at the national and 
sub-national levels.

Analysis of recent researches and publications. 
A great contribution to the study of legal regulation in 
the sphere of vocational training of employees made 
Ukrainian and foreign scientists, such as: V. Artemova, 
M. Baru, B.K. Begichev, O. Betliy, A. Bochi, G. Chany-
sheva, N. Downey, S. Dunkerley, M. Inshyn, L. Feiler, 
V. Karbysheva, A. Loutskaya, O. Lokshyna, L. MacIn-
nis, E. Magnitskaya, B. Mansfield, S. Melnyk, K. Miro-
shnichenko, M.  Molodtsov, Y.  Orlovsky, A.  Pashkov, 
V.  Povoroznyk, S.  Prylypko, G.  Sapargaliev, I.  Sen-
nik, O. Shcherbak, L. Shcherbak V. Soifer, V. Suprun, 
V. Uvarov, K. Urzhinsky, G. Veramejchyk, etc. 

The purpose of this article is to research issues of 
ensuring the right to vocational training of employees as 
an independent right which should be regarded in con-
junction with the right to education.

Article’s main body. The cornerstones of a policy 
framework for developing a suitably skilled workforce 
are: broad availability of good-quality education as a 
foundation for future training; a close matching of skills 
supply to the needs of enterprises and labour markets; 
enabling employees and enterprises to adjust to changes 
in technology and markets; and anticipating and prepar-
ing for the skills needs of the future.

When applied successfully, this approach nurtures a 
virtuous circle in which more and better education and 
training fuels innovation, investment, economic diversi-
fication and competitiveness, as well as social and occu-
pational mobility  – and thus the creation of more but 
also more productive and more rewarding jobs.

Good-quality primary and secondary education, 
complemented by relevant vocational training and skills 
development opportunities, prepare future generations 
for their productive lives, endowing them with the core 
skills that enable them to continue learning.

Young women and men looking for their first jobs are 
better prepared for a smooth transition from school to 
work when they are given adequate vocational education 
and training opportunities, including in-work appren-
ticeships and on-the-job experience.

Working women and men periodically need opportu-
nities to update their skills and learn new ones. Lifelong 
learning for lifelong employability captures the guiding 
policy principle here.

In many developing countries, the range of voca-
tional skills development opportunities is insufficient. 
Existing options are usually limited to urban areas. 
Apprenticeships tend to be designed for the formal sec-
tor and are not sufficiently geared to economic demand. 
Moreover, there are high formal access barriers to be 
overcome. Dynamic economic development necessi-
tates flexible training and further education opportuni-
ties. These must enhance not only specific professional 
skills but also basic personal competences and social 
skills. The situation of poor and disadvantaged popula-
tion groups also requires the development of appropriate 
opportunities accessible to people with low elementary 
schooling. They should enable the reintegration of unem-
ployed persons in the job market, address the needs of 
the informal market as well as of persons living in rural 
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regions, and in particular promote self-employment. It is 
also important to ensure a good level of basic education 
which vocational skills development can build on and 
consolidate, where necessary.

The aim of vocational training in the EU policy con-
text is to produce a highly skilled and adaptable work-
force.

Training and skills development is understood in 
broad terms, covering the full sequence of life stages. 
Basic education gives each individual a basis for the 
development of their potential, laying the foundation 
for employability. Initial training provides the core work 
skills, general knowledge, and industry based and pro-
fessional competencies that facilitate the transition from 
education into the world of work. Lifelong learning 
maintains individuals’ skills and competencies as work, 
technology and skill requirements change.

Education and training is singled out as a crucial fac-
tor favouring greater employability. It indeed has many 
benefits. First, it contributes to increasing the human 
capital and skills base of the population. Therefore, it is 
a necessary precondition for modernising labour market 
policies, which can in turn combine flexible employment 
patterns with adequate security. Consequently, educa-
tion and training allows for greater ‘flexicurity’ and can 
thus benefit both employers and employees.

Skills development is a key factor in the employabil-
ity of employees and the sustainability of enterprises. 
One of the objectives of skills development systems is 
therefore to ensure that the skills acquired match the 
skills valued in the workplace. Skills development sys-
tems must also help employees and enterprises adjust to 
change and handle new conditions. These may be trig-
gered by climate change, globalization, demographic 
trends, technological progress or financial crisis.

Particularly, climate change is a major driver of tech-
nological change and innovation in the search for mea-
sures and policies to mitigate or help adjust to its effects 
[1]. “Green jobs” are defined as decent work which con-
tributes to the preservation or the restoration of the qual-
ity of the environment [2].

The notion of “green jobs” has become an emblem of 
a more sustainable economy and society. Jobs in all eco-
nomic sectors are subject to “greening”, but six sectors 
have particular salience in this respect: energy supply, 
especially of renewable energy; construction; transpor-
tation; basic industry; agriculture; and forestry. Millions 
of green jobs already exist worldwide [3, p. 13].

For instance, in Spain, high oil prices hurt the com-
petitiveness of the automotive industry in Navarre in the 
1980s and 1990s. Unemployment in the region soared 
to 13 per cent in 1993. The regional government, work-
ing with industry, promoted wind-generated electricity 
as an alternative source of employment as much as an 
alternative source of energy. Since then Navarre, a small 
region of Spain with a population of just 620,000 has 
become Europe’s sixth largest producer of wind power. 
The policy mix incorporated environmental and skill 
measures to respond to an immediate economic crisis 
through a long-term development strategy. In the cur-
rent economic and employment downturn, Navarre 

boasts the lowest unemployment levels of any region in 
the country. In the Environmental Training Plan of the 
Autonomous Community of Navarre, begun in 2002, the 
regional government responded to assessments carried 
out with regional industry showing that skills gaps were 
opening up in areas not covered by initial vocational 
training and were largely company-specific. To meet this 
need, the regional government and enterprises set up a 
public training centre for renewable energies [4, p. 37]. 

Education, vocational training and lifelong learn-
ing are central pillars of employability, employment of 
employees and sustainable enterprise development.

Austria is one of the countries (including Germany 
and Switzerland) which, alongside vocational training 
in schools and company in-service training and further 
training, has established the dual system of vocational 
training as a particularly important institution. Under 
this system, which is regulated by the 1969 Vocational 
Training Act, training in a range of occupations speci-
fied by ministerial order is provided in the context of an 
apprenticeship relationship combining practical on-the-
job training from an employer (this element constitutes 
some 80% of the training) with compulsory attendance 
by the apprentice for a specified number of hours at a 
vocational training school for theoretical instruction. 
The usual period of apprenticeship is three years, and it 
culminates in a final examination conducted by a special 
board set up for the purpose.

Vocational training has always had an impact on the 
increased mobility of in employees Portugal, leading to 
13% greater mobility, on average, or a 5% increase when 
comparing similar companies. Another positive effect of 
vocational training is the small rise in the probability of 
an employee moving from a short-term to a permanent 
employment contract – which increases by an average of 
0.6%, or by 2.8% when comparing similar companies. 
Vocational training has a significant impact on the prob-
ability of a greater number of merit-based promotions 
in enterprises: on average, the probability of promo-
tion based on merit increases by 74%. When comparing 
companies with similar characteristics, this differential 
amounts to 24.7%, which is still a high value.

Ukraine’s vocational education and training system 
comprises both initial vocational education and training 
and continuing vocational education and training com-
ponents.

Under Ukrainian law, the principle actors involved 
in formulating the future of the vocational education and 
training system and implementing the changes required 
in this area are public authorities, who are responsible 
for implementing the approved strategic plans.

A number of important legal acts have been passed 
in Ukraine to develop, in particular an adult education 
system capable of meeting the current level of social and 
industrial development, including: the Law of Ukraine 
“On the professional development of employees” on 
12.012012 №  4312-VI aimed to ensure the effective 
functioning of the professional development system for 
employees of enterprises, institutions and organisations, 
and confirmation of the informal learning outcomes of 
their professional training, certification and qualifica-
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tions; the Law “On employment” of Ukraine 05.07.2012 
№ 5067-VI defines a vocational training system that will 
include: people completing primary vocational train-
ing in educational establishments and other institutions 
providing training for skilled workers; employees who 
undergo primary training, retraining and skills upgrad-
ing as part of their job, and; unemployed people seeking 
employment who require a primary vocational training, 
retraining and professional development.

At the same time for the vocational education and 
training system to be developed further in Ukraine, 
the following elements are needed: implementation 
of scientific labour market development forecasting 
that would respond to the true conditions and trends in 
the economy; creation of a mechanism for interaction 
among central, regional authorities and social partners 
in drawing up a state order for training of skilled work-
ers; transformation to a vocational education and train-
ing quality management model based on administering 
qualitative changes in the system rather than controlling 
vocational education and training institutions, and; full 
financial support [5, p. 11]. 

The problem of vocational education and train-
ing funding is multidimensional and includes both the 
underfunding of vocational schools by both state and 
local budgets and the ineffectiveness of the current fund-
ing practice [6, p. 46]. 

The creation of a more employable workforce through 
investment in training and retraining will require a coor-
dinated approach involving, on the one hand, the voca-
tional education and training system and, on the other, 
employers and their representatives. Training invest-
ment needs to be based on short-term training needs 
assessment as well as on mid-term macroeconomic and 
sectoral forecasts of skill needs [7, p. 20]. Data monitor-
ing and prediction systems will have to be developed.

It should be noted that the development of policies 
for matching vocational education and training with 
employment and social demands in Ukraine is based on 
a centralised approach, led by the Ministry of Education 
and Science [8, p. 27]. Roles are clearly defined and sea-
soned actors and partnership organisations provide the 
government with expert advice. 

However, for the Ukrainian legislative framework 
relating to vocational education and training to be suc-
cessfully implemented, mechanisms need to be estab-
lished for effectively involving regional authorities and 
social partners. 

Social dialogue and collective bargaining at the 
enterprise, sector and/or national levels are highly effec-
tive in creating incentives for investment in skills and 
knowledge. These processes can create a broad commit-
ment to education and training and a learning culture, 
strengthen support for the reform of training systems, 
and provide channels for the continuous exchange of 
information between employers, workers and govern-
ments. In addition to promoting skills development, 
social dialogue and collective bargaining can also be 
instrumental in ensuring that the benefits of improved 
productivity are distributed equitably and efficiently. 
Employers are important providers of training. Young 

people entering the labour market acquire both technical 
skills and insight into the world of work through formal 
and informal systems of apprenticeship, internship and 
other types of workplace experience. Employers have a 
responsibility to provide, and employees a responsibility 
to pursue, opportunities for lifelong learning, whether on 
the job or through training providers, to help maintain 
productivity and employability in the face of change. 
Agreements between employers and workers are impor-
tant means of promoting workplace learning and of 
ensuring that increased skills lead to higher productivity, 
benefiting both employers and workers [9, p. 23]. 

Large Ukrainian enterprises systematically offer 
human capital development and continuing vocational 
training programmes to support skills development and 
qualifications upgrading. They usually have their own 
in-service training system, and are open to working with 
external providers to cover the whole range of training 
needs. Some of the biggest companies have established 
corporate universities as tools for strategic management 
and an inherent part of business processes. These com-
panies are able to build alliances with training institu-
tions at the level of strategic partnerships [10, p. 20]. 

Improving productivity is not an end in itself, but a 
means to improving employees’ lives, enterprises’ sus-
tainability, social cohesion and economic development. 
Continued improvement of productivity is also a condi-
tion for competitiveness and economic growth. Produc-
tivity gains arising from skills development should be 
shared between enterprises and employees – including 
through collective bargaining – and with society in order 
to sustain the virtuous circle of improved productivity, 
employment growth and development, and decent work.

Attention should be drawn to occupational standards, 
consistent with the format and structure of standards in 
the EU have been developed by a number of organisa-
tions and agencies and there is active interest in the 
approach and available materials from the Institute of 
Vocational–Technical Education of the National Acad-
emy of Sciences of Ukraine [11, p. 23].

Consequently, effective skills development requires 
a holistic approach. This approach encompasses the fol-
lowing features:

1) continuous and seamless pathways of learning that 
start with pre-school and primary education that ade-
quately prepares young people for secondary and higher 
education and vocational training; that provide career 
guidance, labour market information, and counseling as 
young women and men move into the labour market; 
and that offer employees and entrepreneurs opportuni-
ties for continuous earning to upgrade their competen-
cies and learn new skills throughout their lives;

2) development of core skills  – including literacy, 
numeracy, communication skills, teamwork and prob-
lem-solving and other relevant skills – and learning abil-
ity – as well as awareness of employees’ rights and an 
understanding of entrepreneurship as the building blocks 
for lifelong learning and capability to adapt to change;

3) development of higher level skills – professional, 
technical and human resource skills to capitalize on or 
create opportunities for high-quality or high-wage jobs;
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4) portability of skills is based firstly on core skills to 
enable employees to apply knowledge and experience to 
new occupations or industries and secondly on systems 
that codify, standardize, assess and certify skills so that 
levels of competence can be easily recognized by social 
partners in different labour sectors across national, 
regional or international labour markets; 

5) employability (for wage work or self employ-
ment) results from all these factors  – a foundation of 
core skills, access to education, availability of training 
opportunities, motivation, ability and support to take 
advantage of opportunities for continuous learning, 
and recognition of acquired skills  – and is critical for 
enabling employee s to attain decent work and manage 
change and for enabling enterprises to adopt new tech-
nologies and enter new markets [12, p. 2, 3]. 

Workplace training has many advantages. To take 
full advantage of it, the training needs to be of high qual-
ity and employers need to be willing to provide it. This 
means good quality assurance mechanisms, balanced by 
effective incentives for employers.

Employees can benefit from skills development 
and productivity gains if translated into better working 
conditions, respect for labour rights, further training, 
adaptability to changes, better employment prospects, 
higher wages and other factors that contribute to a bet-
ter quality of life.

This is especially true that becoming a safety and 
health professional requires multidisciplinary training. 
The Occupational Safety and Health (OSH) profession 
calls for a broad-based educational background com-
bined with specialized knowledge in physical sciences 
(medicine, physics, chemistry and engineering) and 
social sciences (behaviour, motivation and communica-
tion) together with the principles and concepts of man-
agement. Many professionals require updating their 
competences in line with this situation. In this context, 
professionals should organize the efforts of an enterprise 
to improve its OSH; formulate, implement and evaluate 
a safety and health management plan for an enterprise, 
incorporating essential OSH concepts and fundamental 
techniques of OSH management; manage the resources 
to conduct the required prevention activities to manage 
OSH [13].

Enterprises will benefit from skills development and 
productivity gains by reinvesting in product and process 

innovations, diversifying business activities, maintain-
ing and improving competitiveness and market share.

Ukraine has begun its ambitious plan to improve 
vocational education and training by taking the Torino 
Process to 25 regions. The country has been involved in 
the Torino Process since the beginning in 2010. Prog-
ress, updates and results are tracked through the Torino 
Process – a participatory review involving many stake-
holders. It’s a two-year cycle with three key phases. 
Beginning at the national level, participating countries 
collect and analyse data. The next phase takes place at 
the regional level where countries share common chal-
lenges and solutions in vocational education and training 
development and governance [14, p. 18]. 

Nevertheless, skills development will not automati-
cally lead to improved productivity or more and better 
jobs unless there is a conducive economic and social 
environment to translate productivity improvement into 
employment growth and development. Other critical fac-
tors include: respect for employees’ rights, gender equal-
ity, health and safety standards; good labour relations; 
effective social protection; good leadership and a high 
standard of organizational processes; and effective and 
active labour market policies and employment services.

The education, training and employment policies of 
Ukraine must focus on increasing and adapting skills 
and providing better learning opportunities at all levels, 
to develop a workforce that is high skilled and respon-
sive to the needs of the economy. Similarly, businesses 
must have an acute interest in investing in human capi-
tal and improving their human resource management. 
Moreover, gender equality is a key factor to responding 
to new skills needs.

Conclusions. Finally it is important to mention that 
the right to training is complex in its structure and it 
includes the right to vocational training, retraining and 
professional development. Nowadays, art. 2 of the current 
Labour Code of Ukraine among the fundamental labour 
rights of employees the right to vocational training is not 
fixed, contrary to European and international labour stan-
dards. In particular, the provisions of the European Social 
Charter (revised), in which contains two articles: Article 9 
“The right to vocational guidance” and Art. 10 “The right 
to vocational training”. In this regard, it is proposed to 
bring Art. 2 of the Labour Code of Ukraine in accordance 
with international and European labour standards.
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