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44 Trainin g Flexibl e Worker s in the Constructio n Industr y 

IfIf  Congress or state legislators adopt laws specifying benefits for temporary workers, 

demanddemand for the Company's services may be adversely affected. 

19977 Annual Report, Labor Ready, Inc. 

Inn this chapter I examine and discuss the presence of training arrangements for 
temporaryy workers and others employed in flexible staffing arrangements in the 
Dutchh and American construction industry. I start this chapter with a 
descriptionn of the nature of construction work and with a qualitative and 
quantitativee overview of the construction industry in the Netherlands and in 
thee United States. This is followed by descriptions of the industrial relations in 
thee construction industry in the two countries (section 4.2) and of the size and 
compositionn of flexible employment in the industry (section 4.3). In section 
4.4,, I describe the way training is organized and provided in the construction 
industryy in the Netherlands and in the United States. I subsequendy present 
andd analyze empirical evidence in both countries of training arrangements 
offeredd to construction workers employed in flexible employment relationships 
(sectionn 4.5). Finally, the main findings of this chapter are discussed in section 
4.6. . 

4.11 Work Organizatio n and Employmen t 

Att first sight, employment in the construction industry appears to be temporary 
byy nature: a worker is employed for the duration of a construction project, and 
thee job ends when the project is completed. The industry is characterized by 
short-termm seasonal cycles as well as by long-term conjuncture-related 
fluctuations.fluctuations. Another characteristic of the industry is that, no matter whether a 
projectt is carried out in residential, commercial or heavy construction, almost 
everyy building project involves multiple crafts. The nature of the industry thus 
requiress an organization of the work process that 1) is flexible to meet the 
variabilityvariability in the demand and 2) is able to cope with the variety in the demand for 
constructionn work. The first suggests the existence of a numerically flexible 
organizationn involving a "floating labor force, that is not tied to the fortune of 
anyy specific employer" (Colean and Newcomb 1952, 93); the second calls for 
functionall  flexibility,  requiring a range of different construction specializations. 
Buildingg firms could hire a large number of tradesmen with different 
specializedd skills during peak times and fire them when demand for 
constructionn work drops. This, however, would not be efficient. Instead, 
constructionn firms secure numerical and functional flexibility  by subcontracting 
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thee majority of the work, using specialized construction firms.1 Maisel (1953) 
explainss the use of subcontracting in American residential building as a 
necessaryy step toward efficiency: "[a]s long as houses require many different 
skillss in their assembly, a builder is better off using specialists rather than Jacks-
of-all-trades.. The question is simply whether it is more efficient to hire the 
specialistss himself or to let trade contractors do the jobs" (Maisel 1953, 58). 
Subcontractorss provide a flexible pool of workers to the main contractor, who 
iss commonly known as the 'general contractor'. Depending on the 
characteristicss of a construction project, a general contractor uses 
subcontractorss that specialize in the trades and skills required for the project. 
Givenn transaction costs, the general contractor is likely to continue, for future 
projects,, the relationship with the group of subcontractors he has worked with. 
Followingg the same logic, subcontractors wil l limi t recruiting, screening, hiring 
andd training costs by offering employment security or at least repeat 
assignmentss to (selected) workers. This would imply that the initial notion of 
constructionn employment being temporary — and thus insecure - by nature, 
mightt not be entirely justified. I discuss the implications of subcontracting for 
thee development of flexible employment in section 4.3. 

4.1.11 The Netherlands 

I nn the past two decades employment in the Dutch construction industry has 
beenn marked by a steady decline during the better part of the 1980s (from 
370,0000 in 1981 to 280,000 in 1987), followed by four years of growth, 
interruptedd by a brief spell of shrinkage, and ending the millennium well above 
thee 1981 employment volume. After years of growth in the 1990s, employment 
growthh has come to a stop. In 2002 the vacancy rate in the construction 
industryy dropped to 15 from 33 in the previous year. According to Statistics 
Netherlands,, the number of people employed in the building and construction 
industryy in 2002 was preliminarily estimated at 403,000, or approximately 6 
percentt of total employment in the Netherlands.2 These workers were 
employedd at 69,000 construction firms (AVBB 2003).3 Small establishments 
(withh fewer than 10 workers) comprise 75 percent of all firms in the industry. 

Thee number of workers employed in the construction industry is usually 
brokenn down between so-called 'main operations' (carried out by general 
buildingg contractors) and 'finishing operations' (the realm of specialized 
contractorss employing among others painters and plasterers). 'Main operations' 

11 Lefkoe (1970) contends that the large number of small contractors causes seasonal variability in 
constructionn employment: if specialty trade contractors were not as specialized they could do 
differentt types of work during different times. 
22 As Van der Meer (1998) states, unambiguous data for the Dutch construction industry are 
difficul tt to obtain. Sometimes employee data include unemployed construction workers. This 
partlyy explains why annual data in the tables in this section vary. 
33 More than 39,000 of these construction firms did not employ any workers at all and operated 
ass independent contractors or are self-employed. 
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coverr most construction-site workers and includes 120 different building trades 
occupationss varying from carpenters to bricklayers, from operating engineers 
too drivers, and from laborers to welders. These workers are employed in 
residentiall  and commercial builders (the so-called B&U segment, or 'burgerlijke 
&&  utiliteitsbouw*), and in construction related to soil, road and water 
infrastructuree ('grond-, weg- & waterbouw' in Dutch, or GWW for short). The 
mainn operations further include employees involved in clerical work, sales, 
planningg and marketing operations. These employees, who carry out 
supportingg tasks for the actual construction-site activities, are usually referred 
too as 'UTA' personnel, after its Dutch acronym ('uitvoerend, technisch en 
administratieff  personeel5). According to Statistics Netherlands, 193,000 people 
weree employed in residential and commercial building in 2000, whereas 79,000 
peoplee worked in the soil, road and water infrastructure building (see Tables 
4.11 and 4.2). These numbers include the approximately 50,000 UTA employees. 

Tablee 4.1 

Employmentt distribution in the Dutch building trades, 1993 and 2002 (in thousands) 

1993 3 

Residentiall and commercial (B&U) 111.5 

Soil,, road and water infrastructure (GWW) 85.8 

Otherr building trades 159.3 

Totall 356.6 

Source:Source: Statistics Netherlands 

Tablee 4.2 

Occupationall distribution in the Dutch B&U and GWW segments, 2001 

Carpenters s 

Less-skilledd workers (including e.g. laborers, demolition workers, drivers) 

Masonss and bricklayers 

First-linee supervisors 

Operators s 

Pavingg workers 

Ironworkers s 

Otherr (not specified or unknown) 

Total l 

Source:Source: AVBB (2003). De bouw in cijfers: 1998-2002. 

Thee industry is characterized by high worker volatility. In 1996 one in every ten 
workerss left the industry, a quarter of them younger than 25 years of age 
(Kranenbergg 1999). In the same year the outflow was matched with a 10 
percentt inflow, consisting for roughly 70 percent of workers who had never 
beenn employed in the building trades. The recent employment growth in the 
buildingg industry has been paired with a decrease in the supply of construction 
workers,, notably due to a sharp decline in school leavers with a diploma in pre-

2002 2 

120.5 5 

87.1 1 

195.3 3 

402.9 9 

78,700 0 

36,339 9 

35,689 9 

35,677 7 

16,719 9 

13,321 1 

3,669 9 

10,300 0 

230,423 3 
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vocationall  education.4 These school leavers constitute the principal newcomers 
too the trades. Some authors suggests that the decline in labor supply is caused 
byy lacking interest of young people in pursuing an education in building and 
construction,, combined with an increased social appreciation of general 
educationn compared to vocational educational (Snel 2001; Van der Meer 1998). 

Thee declining labor supply has produced a persistent shortage of qualified 
personnel5,, which largely offsets the rise in recent years of overall skill levels in 
thee trades as noted by Van der Meer (1998) (see Table 4.3). Data for 1995 show 
thatt 45 percent of GWW workers and 21 percent of B&U workers are without 
aa high-school diploma (EIB 1997). The shortage of qualified workers is 
probablyy best illustrated by the increase in the share of employers who consider 
aa lack of skilled personnel as a principal constraint of the business operations. 
Inn 1999 67 percent of residential and commercial builders and 64 percent of 
contractorss in sou, road and water infrastructure building saw the limited 
availabilityy of skilled workers as a major bottleneck in the construction work. In 
19955 these percentages were 37 and 42 respectively (Scholman 1999). 

Tablee 4.3 
Distributionn of skill levels in the Dutch building trades, 1995 and 2000 (percentages) 

19955 2000 

Primaryy education 

Juniorr general secondary education 

Pre-vocationall educational 

Seniorr general secondary education and pre-university education 

Intermediatee vocational education 

Higherr vocational education 

University y 

Totall (in thousands) 

12.6 6 

4.5 5 

28.5 5 

1.5 5 

48.0 0 

4.8 8 

--
396 6 

13.4 4 

3.7 7 

26.2 2 

2.2 2 

47.5 5 

5.9 9 

1.1 1 

455 5 

Source:Source: Statistics Netherlands 

Skilll  requirements for Dutch construction workers are affected by changes in 
thee organization of construction work as triggered by the tremendous scarcity 
off  housing in the 1960s. Construction firms felt a need to build more 
efficiendy.. Prefabricated concrete elements for assembly on the job-site and 
concretee pouring in large steel molds were introduced as mass production 
techniques.. These techniques subsequendy reduced the reliance on skilled 
craftsmen,, replacing journeyman carpenters, masons and plasterers by low-
skilledd outsiders. The 1970s and 1980s saw an increased demand for high 
qualityy building, combining craftsmanship and industrial production of 
buildingss and using new resources and flexible tools. However, with many 
experiencedd craftsmen having left the trades, builders tried to remedy the 
shortagee of all-round workers by relying more on specialized subcontractors. 

44 In Dutch: 'VBO' and 'VMBO' levels. 
55 See also New York Times, August 9, 2001. 
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Ass a consequence, residential and commercial building projects nowadays 
involvee an increasing number of subcontractors and specialized tradesmen. The 
developmentt toward subcontracting and specialization has produced several 
predicamentss for construction workers (Korevaar 2000). First, subcontractors 
typicallyy have littl e bargaining power, leading to price competition among them, 
whichh translates in low wages for workers. Second, specialized workers hold a 
smalll  skill set and are confined to a narrow range of activities on the job site; 
upwardd mobility is limited. Section 4.4.2 further discusses the skill needs of and 
thee training provision to workers in the Dutch construction industry. 

4.1.22 The United States 

Thee U.S. construction industry consists of three segments: general building, 
heavyy construction and special trades. General building includes residential and 
commerciall  building as well as industrial building. Heavy construction builders 
operatee in projects that involve building sewers, roads, highways, bridges and 
tunnels,, comparable to the Dutch GWW segment of the industry. Special trade 
contractorss are specialized in only one trade, such as carpentry, painting, 
plumbing,, electrical work or heating. Together approximately 667,000 
constructionn companies in the United States employ 6.7 million workers, with 
anotherr 1.6 million people being self-employed in the trades. Eighty percent of 
alll  establishments employ fewer than ten people. Table 4.4 shows the 
distributionn of employment over the different segments of the building 
industry,, illustrating that the majority of construction employment can be 
foundd in the special trades. 

Ass in the Netherlands, the U.S. construction industry faces a skill-shortage. 
Off  all U.S. industries skill levels and educational attainment are lowest in 
construction,, which is partly due to the high proportion of production workers 
(CPWRR 2002). In a 1999 survey of over 700 general contractors, 86 percent of 
thee respondents indicated that the shortage of trained workers is the area of 
greatestt challenge facing their firm. This figure has increased from 48 percent 
inn a similar survey in 1995.6 Thus the growth of the industry has not been 
sufficientlyy matched by the inflow of new, young workers. The prime cause for 
thiss resembles the Dutch situation, as illustrated by an industry training 
coordinator: : 

"Thee parents of high school students want them to pursue a college career and 
thenn to go work as a doctor or a computer programmer. Parents consider 
manuall  work to be inferior. As a result, we probably miss the bright kids; we 
gett the people who don't do well in academics, the kids who are not on a 
collegee track." (Union apprenticeship coordinator, December 6, 2000) 

66 Statement by the Associated General Contractors of America to the U.S. House of 
Representativess Small Business Committee, February 9, 2000. A 1997 study by the NCCER 
showedd that 92 percent of the surveyed U.S. construction firms reported a shortage of skilled 
workers. . 



900 Learning on the Fly 

Inn order to face the worker shortage in the construction industry, employers' 
associationss and unions set up a center to recruit military personnel for 
constructionn jobs in 2002. The center intends to recruit 700,000 men and 
womenn from the armed forces over a five-year period, partly matching the 
forecastedd shortage in the construction industry of 1.6 million workers for that 
samee period.7 

Ass mentioned, skill levels in the construction industry lag behind other 
industries,, it is improving gradually: the percentage of workers with post-
secondaryy education increased by 25 percent between 1980 and 2000 (CPWR 
2002). . 

Tablee 4.4 
Employmentt distribution in U.S. building trades by industry segment, 2000 

Industryy segment Employment in thousands Employment as share of total 

22.8 8 

12.3 3 

0.5 5 

10.0 0 

13.5 5 

4.2 2 

9.3 3 

63.7 7 

14.0 0 

3.4 4 

12.9 9 

8.5 5 

4.8 8 

3.8 8 

100.0 0 

Source:Source: Bureau of Labor Statistics. 

Generall building 

Residential l 

Operative e 

Nonresidential l 

Heavyy construction 

Highwayy and street construction 

Otherr heavy construction 

Speciall trades 

Plumbingg and heating 

Paintingg and paper hanging 

Electricall work 

Masonry,, stonework and plastering 

Carpentryy and floor work 

Roofing,, siding and sheet metal work 

Totall industry employment 

1,528 8 

826 6 

31 1 

670 0 

901 1 

280 0 

621 1 

4,269 9 

937 7 

228 8 

866 6 

567 7 

324 4 

253 3 

6,698 8 

77 Section 8115 of the Department of Defense Appropriations Act, 2003 (Public Law 107-248) 
providess for the creation of the Center for Military Recruitment, Assessment and Veterans 
Employment,, which facilitates access by veterans to opportunities for skilled employment in the 
constructionn industry. 
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Tablee 4.5 
Skil ll  level s in the U.S. buildin g trades by unio n status , 2000 

Educationa ll  attainmen t Union worke r Nonunio n worke r Total 

Lesss than high schoo l 

Highh schoo l 

Somee colleg e 

Bachelor' ss  degre e and highe r r 

13 3 

53 3 

30 0 

4 4 

32 2 

45 5 

20 0 

4 4 

25 5 

48 8 

27* * 

--
Source:Source: BLS cited in CPWR (2002). 
Note:Note: * Include s bachelor' s degre e and higher . 

4.1.33 Summary 

Thee Dutch and U.S. construction industries share two important 
characteristics.. First, construction work itself has been increasingly broken 
downn into specialized, narrowly defined tasks suitable for subcontracting. This 
developmentt has been further triggered by changes in the production process 
off  building material. This has led to easy market access for small, specialized 
subcontractorss and an opportunity to employ workers for simple tasks, not 
requiringg broad or high construction skills. A second feature of the industry in 
bothh countries is the fact that employers are faced with growing problems to 
attractt and retain skilled and motivated young workers. 

4.22 Industria l Relation s 

Traditionallyy the construction industry is one of the union strongholds in terms 
off  membership and bargaining power. However, as in other industries (see 
Chapterr 1), union membership has declined in the construction industry over 
thee past four decades. In this section I discuss the role of unions and 
employers'' associations as the key actors in the industrial relations systems of 
thee construction industry in the two countries. This section also preludes on 
thee response of social partners to flexible employment in the construction 
industryy (Section 4.3) and on their role in the provision of construction worker 
trainingg (Section 4.4). 

4.2.11 The Netherlands 

Employeess in the Dutch building industry are represented by two industry 
unionss and one craft union. Although membership of the building trades 
unionss has gradually declined union density in the construction industry is still 
aboutt 40 percent, making the industry one of the principal strongholds for 
organizedd labor in the country. The union affiliated with the FNV ('Federatie 
Nederlandsee Vakbeweging' or Netherlands Trade Union Confederation) is the 
largestt with 114,300 members in the building trades, followed by the building 
tradess union of the CNV ('Christelijk Nationaal Vakverbond' or National 
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Federationn of Christian Trade Unions), which has 38,600 members.8 The two 
industriall  unions organize construction workers from all crafts. The third 
employeee organization is the crafts' union HZC, with 11,500 members mainly 
workingg as crane operators in a variety of industries such as the building 
trades.9 9 

Constructionn firms differ in terms of the field of operation (labor-intensive 
residentiall  and commercial building versus more capital-intensive soil, road and 
waterr infrastructure segment), the firm size and whether they are contractors or 
subcontractors,, general contractors or specialized firms. These differences have 
producedd a network of contractors that has been characterized by some as 
"unstable,, strongly divided and ineffective" (Snel 2001, 65) and as "tight-knit 
andd well-organized" by others (Korevaar 2000, 140). The latest count indicates 
thatt there are about thirty different employers' associations, which mutually 
compete,, disintegrate and regroup (Van der Meer 1998). 

Thee various employers' associations negotiate with the building trades 
unionss on a number of collective agreements in the industry. The agreements 
typicallyy cover one or two-year periods. As many as two dozen collective 
agreementss can be distinguished in the Dutch construction industry. The major 
agreement,, commonly referred to as the 'building trades agreement', includes 
mostt construction-site personnel, employed in residential and commercial 
constructionn as well as in soil, road and water infrastructure building.10 

AA second principal collective agreement in the industry covers 
administrativee personnel and employees in marketing and sales occupations. 
Thesee two agreements are concluded between on the one hand the FNV and 
CNVV unions, the HZC (engineers and crane operators) and the union for 
administrativee personnel 'De Unie', and on the other hand the general 
associationn of construction firms AVB B ('Algemeen Verbond Bouwbedrijven'), 
whichh negotiates on behalf of a group of major contractors' associations that 
togetherr represent approximately 10,000 construction firms. Other notable, 
thoughh smaller, collective agreements are concluded for painters, plasterers, 
stonee masons and related specialized occupations. The FNV and CNV unions 
havee distinct units that are involved in preparing negotiations for these 
specializedd trades. Some of the specialized contractors are affected by the 
stipulationss of the building trades collective agreement mentioned above. The 
associationn of specialized contractors affected by the building trades agreement, 

88 The F NV and the CNV member data pertain to 2001. A t January 1 2002 the FNV 
Confederationn had 1.2 million members from all industries; the CNV Federation had 351,000 
memberss (source: Statistics Netherlands). The two unions differ in terms of their historic 
origins,, representing a phenomenon called 'pillarization' (see also Wilenksy 2001). The FNV 
comprisess the general and catholic labor movement, whereas the CNV traditionally represents 
Christiann workers. 
99 The acronym stands for 'Het Zwarte Corps' or The Black Corps. The crafts' union was named 
afterr the black coveralls worn by the engineers in the 1940s. 
100 When I discuss the building trades collective agreement in this chapter I refer to this 
agreement. . 
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Conga,, is not represented by the AVB B in the bargaining process for the 
agreement,, nor is it signatory party to the agreement.11 

Ass discussed in Chapter 1, Dutch collective bargaining is governed by two 
piecess of legislation. The CAO Act stipulates that all employees of a signatory 
employerr wil l be covered by the collective agreement and the A W Act 
providess the Ministry of Social Affairs and Employment with the authority to 
extendd the collective agreement to all non-signatory employers and their 
employees.. Generally most of the provisions of the collective agreements in the 
Dutchh construction industry are extended to all construction firms and their 
employees,, thereby covering approximately 250,000 workers in the 
constructionn industry (see Table 4.5 which covers the main collective 
agreementt in the industry). 

Becausee of its innovative character, the building trades agreement has 
traditionallyy been considered to be one of the crucial agreements in the Dutch 
economyy (Van der Meer 1998). Unions were particularly successful in 
advancingg the worker agenda during the 1985-1995 period, realizing a 36-hour 
workweekk and preventing a rationalization of generous retirement schemes. 
Thee increased pervasiveness of flexible staffing arrangements through 
subcontracting,, and the use of temporary workers and self-employed 
tradesmenn has fragmented the industrial relations system in the Dutch 
constructionn industry. Major construction firms, small establishments and 
subcontractorss have become more sharply divided in terms of their respective 
interestss in the bargaining processes. The AVB B employers' association is 
seekingg less detailed collective agreements, which provide individual 
constructionn firms with the flexibility  to make firm-specific arrangements. 
Somee say this strategy of decentralization and individualization of the terms 
andd conditions of employment has forced the unions to take up a defensive 
rolee of preventing and postponing the erosion of worker rights (Korevaar, 
2000). . 

Inn addition to collective bargaining, unions and construction management 
frequentlyy meet at the central level to discuss general policies and future 
strategies.. This consultation process (known as 'Bouwberaad') between the 
sociall  partners in the construction industry reflects one of the main features of 
thee Dutch concertation model, as embodied by the Labor Foundation (see 
Chapterr 1). 

111 Different sources estimate that approximately 900 firms are member of Conga, employing 
betweenn 10,000 and 14,000 people (Van der Meer 1998, 178). 
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Tablee 4.6 
Principall collective agreements in the Dutch construction industry, 2000-2002 

Agreement t Craftss and occupations Unions s Employers'' associations Employees s 
covered* * 

Building g 
trades s 

UTA A 

Painters s 

Plasterers s 

Naturall stone 

Employeess in residential 
andd commercial building 
(B&U),, and soil, road and 
waterr infrastructure (GWW) 

Administrativee personnel in 
B&UU and GWW segments 

Painters,, finishers and 
glazers s 

Plasterers,, wall and ceiling 
installers,, mosaic and floor 
installers s 

Stonee masons and related 
crafts s 

FNV V 
CNV V 
HZC C 

FNV V 
CNV V 
Dee Unie 

FNV V 
CNV V 

FNV V 
CNV V 

FNV V 
CNV V 

BouwNed,, NVB, NVWB, 
VBKO,, Bolegbo-vok, VAGWW, 
OBN,, vocBETONBOUW, 
AVM,, VNV, Bovatin, HHD, 
NVK,, VOGA, VSB 

BouwNed,, NVB, NVWB, 
BVKO,, Bolegbo-vok, VAGWW, 
OBN,, vocBETONBOUW, 
AVM,, VNV, Bovatin, HHD, 
NVK,, VOGA, VSB 

FOSAG G 

NAVAS S 

ABN N 

130,000 0 
(155,000) ) 

38,000 0 
(47,000) ) 

27,905 5 
(35,000) ) 

12,000 0 
(13,500) ) 

1,480(2,200) ) 

Source:Source: FNV, CNV and Ministry of Social Affairs and Employment. 
Note:Note: * Number of employees covered before extension to non-signatory employers; number of employees 
coveredd after extension between brackets. 

4.2.22 The United States 

Inn the American construction industry employers and workers have searched 
forfor ways to deal with the industry's instability, shaping an industrial relations 
systemm that is different than most industrial relations systems in the United 
States.. During the first half of the twentieth century a system of industrial 
relationss unfolded in the construction industry as contractors, suppliers and 
manufacturerss established strategic alliances through which they attempted to 
preservee their local markets and control prices in order to mitigate the risks of 
cutthroatt competition. In order to enforce compliance with the agreements 
betweenn these alliance partners, contractors sought the help of trade unions. 
Unionss in the construction industry were in control of the majority of the labor 
forcee following years of organizing drives. Nearly every craft in the 
constructionn industry had its own union; sometimes multiple crafts were 
representedd by a single union. Each union operated in its own jurisdiction, 
protectingg the rights of its members against encroachment by (members of) 
otherr unions. Every union was represented at the decentralized level by 
thousandss of local branches, so-called 'locals' and by regional building trades 
councils.. Unions were able to deprive non-complying construction firms of 
theirr manpower. In return for this enforcer's role, a union could demand that 
contractorss signed the union's collective agreement and accepted its work rules. 
Thesee rules enabled unions to control the number of workers employed by a 
contractorr as well as their productivity to the extent that "unnecessary men" 
weree hired and worker performance was intentionally limited (Colean and 
Newcombb 1952, 119). Under this so-called 'closed-shop' system contractors 
weree required to hire only union members, or workers who would join a union 
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ass soon as they were hired by the contractor. Union members who were 
temporaryy without employment registered at the union office's waiting list and 
weree sent out to a job site in the order of their registration. The closed-shop 
systemm thus provided union workers with significant employment security in an 
unstablee industry. 

Buildingg trades unions not only controlled the entrance of workers to the 
industry,, they also limited the number of people entering apprenticeships and 
refusedd potential members. By 1945 over 80 percent of all workers in the 
buildingg industry were covered by collective agreements, with approximately 95 
percentt of these workers employed under closed-shop provisions (Haber and 
Levinsonn 1956). The virtual union domination of the construction industry was 
aa reason for Congress to introduce the Labor Management Relations Act of 
19477 (commonly known as the Taft-Hartley Act). The Taft-Hartley Act 
amendedd the Wagner Act12 by banning closed-shop provisions from all 
collectivee bargaining agreements, giving more room to so-called 'open-shop' or 
nonunionn worksites. Under the Taft-Hartley Act an employer and a union are 
allowedd to conclude a collective agreement only if a union is a representative of 
thee employees and if the National Labor Relations Board (NLRB) has certified 
thatt a majority of the employees has voted to authori2e the union to conclude a 
collectivee agreement. These requirements are obviously hard to meet by parties 
inn the construction industry, since worksites come and go and the size and 
compositionn of the workforce employed at these sites vary, making it nearly 
impossiblee to organize elections. This issue was addressed by the 1951 
amendmentss of the Taft-Hartley Act, which legalized collective agreements in 
thee construction industry without the common requirement of special 
elections. . 

Unionss maintained their strong position in the construction industry until 
thee late 1960s. But, within a decade's time, both low and high volumes of 
constructionn work opened up the market for nonunion contractors and eroded 
thee position of unions (Bourdon and Levitt 1980). In the mid-1960s the 
demandd for construction work expanded tremendously, creating opportunities 
forr new, nonunion firms to enter the market and for other firms to grow. 
Duringg this low-unemployment period, wages in the union sector of the 
industryy rapidly rose.13 The union wage structure, in which wages develop 
similarlyy within and between trades, produced uniform pay increases among 
unionn workers. This further enabled the entry of small-size firms that were able 
too compete for less than union wages, exactly at a time when the volume of 
residentiall  and commercial building started a nosedive that continued until the 
mid-1970.144 Contractors circumvented high union wages by subcontracting 

122 As discussed in Chapter 1, the Wagner Act introduced procedures for union organization and 
collectivee bargaining. 
133 Annual increases of union wages in the construction industry ranged from 5.2 percent in 1966 
too 11.8 percent in 1971 (Bureau of Labor Statistics). 
144 The unemployment rate rose from 8 percent in 1966 to 18.1 percent in 1975 (Bureau of 
Laborr Statistics). 
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partss of the work to cheaper workers. Because (expensive) unions priced 
themselvess out of the market; union workers lost their union jobs and got hired 
(att lower wages) by open-shop contractors. This new pool of skilled workers 
furtherr contributed to the competitiveness of nonunion firms. Consequendy 
unionss rapidly lost their member-base in the construction industry, giving way 
too nonunion contractors.15 Northrup (1984) notes that since the mid-1970s, 
manyy union contractors in the industrial sector have established or purchased 
open-shopp construction firms and operate them on a dual, 'double-breasted', 
basis.. These double-breasted companies run the open-shop parts separately 
fromm the union shop. Double-breasted companies, or split-shops, further 
exacerbatedd the power of unions. 

A tt the beginning of the twenty-first century, fewer than one in every five 
constructionn workers is a union member, a far cry from the 80 percent in 1945, 
butt still higher than average union membership in the rest of the private sector 
(99 percent). Fifteen (international) unions are affiliated with the Building and 
Constructionn Trades Department (BCTD), a specialized federation within the 
AFL-CI OO (see Table 4.7). In 2000, membership was highest among 
ironworkerss (70 percent), sheet metal workers (41 percent), electrical workers 
(388 percent), and plumbers (31 percent). Roofers had the lowest membership 
rates,, 10 percent (CPWR 2003). Generally, construction work carried out by 
unionn contractors involves large-scale industrial projects in urban areas. Open-
shopp contractors control most of the residential projects and have a strong 
footholdd in rural areas. They are also dominant in smaller, commercial building 
projects.. Highway and heavy construction used to be nearly exclusively union-
terrain,, but gradually open-shop contractors are gaining ground there as well 
(Northrupp 1984). 

155 This development is not limited to the construction industry. U.S. union membership in the 
overalll  private sector drops from 30.8 percent to 20.6 percent over the 1965-1980 period 
(Bureauu of Labor Statistics). 



Trainingg Flexible Construction Workers 97 

Tablee 4.7 
Buildingg trade unions affiliated with the AFL-CIO, 2000 

19,938 8 

77,643 3 

97,800 0 

718,742 2 

23,371 1 

120 0 

376 6 

241 1 

1,100 0 

76 6 

774,696 6 

372,527 7 

133,000 0 

628 8 

200 0 

446 6 

Numberr of affiliated 
Unionn Membership local unions 

Asbestoss Workers (International Association of Heat and Frost 
Insulatorss and Asbestos Workers HFIA) 

Boilermakerss (International Brotherhood of Boilermakers, Iron 
Shipp Builders, Blacksmiths, Forgers and Helpers IBB) 

Bricklayerss (International Union of Bricklayers and Allied 
Craftworkerss BAC) 

Electricall Workers (International Brotherhood of Electrical 
Workerss IBEW) 

Elevatorr Constructors (International Union of Elevator 
Constructorss IUEC) 

Ironn Workers (International Association of Bridge, Structural, 12_ Q 0 4 2 6 1 

Ornamentall and Reinforcing Iron Workers BSORIW) 

Laborerss (Laborers' International Union of North America 
LIUNA) ) 

Operatingg Engineers (International Union of Operating 
Engineerss IUOE) 

Painterss (International Union of Painters and Allied Trades 
IUPAT) ) 

Plastererss (Operative Plasterers' and Cement Masons' 
Internationall Association of the United States and Canada 39,555 120 
OP&CMIA) ) 
Plumberss (United Association of Journeymen and Apprentices 
off the Plumbing and Pipe Fitting Industry of the United States 
andd Canada UA) 

Rooferss (United Union of Roofers, Waterproofers and Allied 
Workerss RWAW) 

Sheett Metal Workers (Sheet Metal Workers' International 
Associationn SMW) 

Teamsterss (International Brotherhood of Teamsters IBT) 

Disaffiliatedd since 2001: 

Carpenterss (United Brotherhood of Carpenters and Joiners of 5 1 5 g 8 g 1 2 0 Q 

Americaa UBC) \ \ 

Source:Source: C Gifford, ed. (2001); own tabulations. 

Employerss are organized similarly as unions, with local employer groups often 
representedd by regional chapters of national associations. Approximately 
205,0000 residential contractors are affiliated with the National Association of 
Homee Builders (NAHB) through 850 state and local associations. Roughly 
36,0000 commercial and industrial contractors are member of the Associated 
Generall  Contractors (AGC), which has 100 chapters nationwide. Nine national 
associationss of construction specialty contractors are part of the Associated 
Specialtyy Contractors (ASC). The umbrella organization has a combined 
membershipp of more than 25,000 firms. More than eighty chapters connect 
23,0000 contractors and subcontractors to the Associated Builders and 
Contractorss (ABC), a trade association that deals exclusively with nonunion 
contractors. . 

299,136 6 

21,273 3 

142,500 0 

1,400,700 0 

411 1 

110 0 

200 0 

275 5 
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Althoughh the influence of U.S. unions has eroded in the past five decades, the 
legacyy of union domination in the industry can still be found in the broad array 
off  joint labor-management bodies for the advancement of industry interests, 
thee settling of disputes, and the promotion and administration of 
apprenticeships.. In this respect the industrial relations in the U.S. construction 
industryy therefore still stands out compared to other major industrial relations 
systemss in the country.16 Union contracts, or collective agreements, are 
typicallyy negotiated between local unions and general and specialty contractors, 
governingg working conditions, wage rates and fringe benefits for specific 
geographicc areas and craft jurisdictions. The agreements usually cover a two to 
threee year period. The process and structure of collective bargaining depends 
onn the craft and the region, with union membership varying across the 
differentt trades and between the various states.17 Although most bargaining 
takess place at the local level, it may also involve statewide and regional 
organizations.. Regional building trades councils and employers' associations 
cann stipulate general provisions related to strike regulations, grievance 
proceduress and inter-union disputes. Furthermore, when very large projects are 
involvedd international unions and contractors may negotiate, resulting in so-
calledd project labor agreements. National agreements are concluded between 
internationall  unions and contractors' associations for projects involving 
multiplee localities and in cases where actors are not represented at the 
decentralizedd level. 

Ann essential part of the collective agreement deals with the recruitment of 
personnel.. Many of the local unions operate hiring halls, a job-referral system 
throughh which union members are matched with job vacancies at union 
contractorss in order of their registration date. Unions adopted the hiring hall 
onn a large scale in the period surrounding the introduction of the Labor-
Managementt Reporting and Disclosure Act of 1959 (commonly referred to as 
thee Landrum-Griffin Act).18 The Act amended Section 8(f) of the NLRA in 
orderr to allow pre-hire agreements between the union and the contractor under 
whichh the contractor accepts referrals by the union. In practice this means that 
unionss manage a pool of workers from which union contractors have to recruit 
theirr personnel. 

Open-shopp associations have no tradition of hiring halls. There have been 
severall  initiatives in the 1970s to operate job referral systems.19 Since 1999, the 

'**  Cf. Dunlop (1961). 
177 Overall union membership ranged from 3.7 percent in North Carolina to 26.7 percent in New 
Yorkk in 2001. 
iss See also Ross (1972). 
199 The National Association of Home Builders (NAHB) operated a job clearinghouse from 1971 
too 1976 with financial support from the Department of Labor. The free service was 
discontinuedd when the housing market slowed down and demand for labor dropped. Another 
referrall  service was established in the 1970s by the Association of General Contractors (AGC) 
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Associatedd Builders and Contractors (ABC) operate a referral service called the 
Constructionn Manpower Referral Service (CMRS). The CMRS is a non-profit 
employmentt agency that serves as a clearinghouse for labor in the construction 
trades.. The service is mainly aimed at ABC members in the Golden Gate 
chapterr (Northern California), but non-members use it as well. After its 
introductionn the referral service started operating more autonomously from 
ABC,, both financially and organizationally. According to CMRS management, 
thee referral service acts as the open-shop equivalent of the union hiring hall. 
Contractorss who have to layoff workers for a period of time can refer these 
workerss to the CMRS, which then dispatches these workers to contractors who 
aree in need of workers. Contractors who hire these workers are responsible for 
payroll,, benefits and training. The CMRS describes its role primarily as the 
"choreographerr of the market for construction workers".20 These referral 
systemss are not yet widely in place in the nonunion segment of the industry. 
Thereforee much recruitment remains informal and depends heavily on 
networkss of contractors and workers. Workers are also recruited through 
newspaperr advertisements, the public employment services, temporary work 
agenciess and vocational schools. Because nonunion contractors depend on this 
patchyy system for new skilled workers they may have a significant incentive to 
retainn regular employees. One way to develop ties with their workers is for 
firmsfirms to cross-train workers in order to keep them employable or, for smaller 
contractors,, to work with a small crew of core workers to avoid layoffs in times 
off  low demand (Philips 2003). 

Thee need of nonunion contractors to secure a pool of skilled workers 
coexistss with the self-claimed flexibility  these builders have compared to union 
contractors.211 This flexibility essentially pertains to the lack of union rules that 
governn union agreements and employment contracts of union workers. Such 
ruless might stipulate that skilled workers be assigned to tasks that could be 
donee by semi-skilled workers. Furthermore, union rules generally state that no 
craftsmann can work outside his jurisdiction, which in practice means that 
memberss from different unions cannot deprive each other of employment. In 
theirr study of union and open-shop contractors in eight metropolitan areas, 
Bourdonn and Levitt (1980) find examples in the nonunion segment of 
carpenterss who do ironwork and laborers who work on painting, "when the 
needd arose" (Bourdon and Levitt 1980, 57). It is this flexibility that nonunion 
contractorss claim to give them a competitive edge over unions. 

4.2.33 Summary 

Inn both countries the construction industry is among the better organized 
industriess in terms of union density. The differences between the industrial 

inn the Houston-area, in order to meet the need of its open-shop members for skilled workers. 
Laterr on, open-shop groups elsewhere in Texas copied the system (Northrup 1984). 
200 Personal communication from CMRS Director, May 8, 2001. 
2'' Cf. Northrup (1984). 
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relationss system in the Dutch construction industry and in its American 
counterpartt can be summarized as foUows: 

Tablee 4.8 
Keyy features of industrial relations in Dutch and American construction industries 

Unionn density 

Workerr representation 

Levell of collective bargaining 

Coveragee of collective agreements 

Thee Netherlands 

% % 

Industry-wide e 

National l 

Universal l 

Thee United States 

% % 

Craft-based Craft-based 

Primarilyy local andd regional 

Membership-dependent t 

Tablee 4.8 shows that while terms and conditions are more or less equal for all 
constructionn workers in the Netherlands (different collective agreements do 
existt for a small number of specialized trades), they are likely to differ among 
Americann construction workers depending on their trade, their locality and, 
mostt importandy, whether or not they are union members. 

4.33 Flexibl e Employmen t in the Constructio n Industr y 

Ass described in Section 4.1 the second half of the twentieth century saw the 
introductionn of new construction technologies and processes. This enabled the 
divisionn of jobs into smaller, relatively simple tasks suitable for contracting out 
too specialized construction firms. This development has made market entry 
easier,, not only for construction companies, but also for intermediaries 
specializedd in the temporarily supply of construction workers. The following 
twoo sections focus on the use of various flexible staffing arrangements in the 
Dutchh and U.S. construction industries. 

4.3.11 The Netherlands 

I nn the Netherlands, only a small fraction of all work-site personnel is employed 
onn a flexible basis with a construction firm (see Tables 4.9a and 4.9b).22 This 
includess temporary agency workers, on-call and substitute workers and other 
employeess without a permanent contract at the building firm. In 1999 
approximatelyy one in ten employees had been working for more than twenty 
yearss with the same contractor (slightly higher than the economy-wide average), 
whilee 17.8 percent of the workers are with their contractor for shorter than 
twelvee months, well below the national average of 22.5 percent (Kok 2001). 

Too the extent that employment flexibility  is needed or desired by 
constructionn firms, employers rely on subcontractors, temporary (agency) 

222 A representative of the Dutch national contractors association AVBB stated that "hiring 
tradesmenn only on a project basis is no longer a common practice." (Personal communication, 
Januaryy 23, 2001). Beereboom (1998) finds that 97 percent of all general contractors considers 
itss personnel to be permanendy employed with the firm. 
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workerss and construction firms with redundant personnel which they are 
willin gg to temporarily post at a colleague firm (Beereboom 1998; Bremer 1986). 
Thee use of temporary 'outside' labor is not only determined by technological 
developmentss as discussed earlier, but it is also affected by market changes. 
Followingg the decline in construction work in the early 1980s, Dutch 
constructionn firms shrunk their core workforce, while at the same time 
increasingg the use of temporary workers in order to be flexible (Snel 2001). 

Tablee 4.9a 
Flexiblee employment in the Dutch building trades, 1995-2002 (measured in full-time 
equivalents;; thousands) 

Permanent t 

Flexible e 

Total l 

1995 5 

333.8 8 

0.5 5 

334.3 3 

1996 6 

331.4 4 

2.9 9 

334.3 3 

1997 7 

349.8 8 

2.9 9 

352.7 7 

1998 8 

357.4 4 

3.3 3 

360.7 7 

1999 9 

374.9 9 

2.6 6 

377.5 5 

2000 0 

384.3 3 

2.5 5 

386.8 8 

Tablee 4.9b 
Flexiblee employment in the Dutch building trades, 1995-2002 {measured 
thousands) ) 

Permanent t 

Flexible e 

Total l 

1995 5 

342.8 8 

1.3 3 

344.1 1 

1996 6 

347.8 8 

4.0 0 

351.8 8 

1997 7 

360.0 0 

5.0 0 

365.0 0 

1998 8 

369.3 3 

5.2 2 

374.5 5 

1999 9 

389.3 3 

4.7 7 

394.0 0 

2000 0 

400.4 4 

5.2 2 

405.6 6 

2001 1 

390.4 4 

3.6 6 

394.0 0 

inn jobs; 

2001 1 

405.7 7 

6.8 8 

412.5 5 

2002 2 

381.3 3 

3.4 4 

384.7 7 

2002 2 

397.9 9 

5.0 0 

402.9 9 

Source:Source: Statistics Netherlands 

Temporaryy staffing agencies were barred from the Dutch building and 
constructionn industry from 1970 till  1997. The ban was a response to the 
widespreadd abuse by intermediaries, contractors and subcontractors of 
mediatedd work arrangements in order to evade payment of social insurance 
contributionss during the 1960s.23 Furthermore, social partners in the industry 
fearedd that the presence of staffing agencies would harm training policies and 
destabilizee industrial relations (Bouw- en Houtbond FNV 1992). During the 
prohibition,, trade unions and employers' associations continued to joindy 
exploree the possibilities to reinstate temporary agency work. They 
acknowledgedd that a complete ban on placement agencies in the building trades 
wouldd distort the efficient operation of the labor market. It was not until the 
publicationn of the Memorandum on Flexibility and Security that the return of 
temporaryy agency work in the building trades was made possible.24 After a one-
yearr transition period starting May 1997, during which temporary agency work 

233 With the introduction of the 1982 Act on the Accountability for the Chain of Operations 
(Wett ketenaansprakelijkheid') the main contractor in a construction project is held responsible 
forr compliance of all subcontractors widi the laws on social insurance contributions. 
244 In Dutch: Nota Flexibiliteit en Zekerheid (Ministerie van Sociale Zaken en Werkgelegenheid 
1995,33),, see Chapter 3. 
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wass reintroduced on an experimental basis, the ban was lifted in 1998.25 

Temporaryy work agencies have slowly but steadily entered the market since. 
Temporaryy agency work is still marginal in the Dutch building trades, estimated 
att around 1 percent of the total 150,000 construction-site employees in the 
trades,, although recent data are lacking. In 1997, the transition year in which 
thee government allowed experiments with temporary agency work, 3,200 to 
3,6000 temporary agency workers were employed in the construction industry 
(Ritmeijerr 1998). Of these temporary agency workers, 65 percent was new to 
thee trades, while 35 percent of the temporary agency workers was journeyman. 
Tenn percent of all temporary agency workers chose to work voluntarily as a 
temporaryy worker. The new entrants were generally younger and lower 
educated.. This temporary agency worker category worked on short projects: 50 
percentt of the newcomers were employed for shorter than one month. Twenty 
percentt of the journeyman temporary agency workers were employed on 
similarr short assignments. During the experimental year about 2,400 building 
contractorss contacted temporary work agencies for personnel. Half of the 
requestss for temporary agency workers could not be honored by agencies 
essentiallyy due to a lack of skilled personnel. In the year 2000, 17 percent of all 
contractorss used temporary agency workers, compared to 6 percent in 1997. 
Fifteenn percent of the contractors in the residential and commercial sector used 
temporaryy workers, whereas 28 percent of the soil, road and water works sector 
employedd workers from temporary work agencies or other intermediaries 
(Beereboomm 2001). 

Staffingg services in the Dutch construction industry are characterized by 
smalll  agencies that cater to the needs of regional labor markets for construction 
personnel,, although it is common for workers to be employed throughout the 
country.. Several agencies use foreign workers from other EU-member states, 
benefitingg from the free transfer of labor within the European Union. The 
domesticc market is being dominated by one agency, a subsidiary of a major 
generall  Dutch staffing organization. By using all branches of its parent 
company,, the agency has nationwide coverage. 

I nn the tight labor market of the 1990s, temporary work agencies in the 
constructionn industry had difficulties attracting skilled workers, forcing them to 
considerr retraining agency workers that were employed in manufacturing jobs 
(Flexmarkt(Flexmarkt 1998; Visser 1998). Instead of relying on temporary agency workers, 
constructionn firms were more likely to use independent contractors in order to 
meett the temporary need for workers (Beereboom 2001). An HR manager at a 
majorr construction firm confirmed the marginal role that agencies would play 
byy stating that "the temporary work agencies wil l not get the people." (Visser 
1998,12). . 

Ass with many issues in the industry, the collective bargaining agreement 
regulatess the use of temporary agency work in the building trades. A temporary 

255 See for the discussion in the Dutch parliament on this issue: TK 1996-1997, 24543, nos. 6 and 
9,, and TK 1996-1997, 25264, nos. 3-5. 
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agencyy worker is entirely covered by the industry's collective agreement in the 
followingg situations: 

i.i. The worker is enrolled in one of the training programs mentioned in 
sectionn 19.3 of the collective agreement (section 4.1.a); 

ii .. The worker has completed one of the training programs mentioned in 
sectionn 19.3 (section 4.1.a); 

iii .. The worker is 22 years or older and attends a vocational training 
programm not limited to those mentioned in section 19.3 (section 4.1.a); 

iv.. The temporary worker has worked at least twelve months in the 
buildingg trades during the two years preceding his current assignment 
inn the industry (section 4.1.b). 

Inn all other cases, a temporary worker is only covered by those sections of the 
constructionn industry's collective agreement that deal with wages and worker 
compensation.. In other words: temporary workers who are employed in the 
buildingg trades receive similar pay as regular construction workers. The 
remainingg aspects of the temporary employment relationship are governed by 
thee temporary agency workers' collective agreement (section 4.1.c). 

Sectionss 4.1 through 4.6 of the 1999-2000 collective agreement were initially 
nott extended to the entire construction industry, because of opposition of the 
ABUU and NBBU staffing industry associations. ABU and NBBU claimed that 
extensionn of these sections would drive up costs for their members, since they 
wouldd contribute both to the construction industry's training fund and the 
staffingg industry training fund. Late 2001 social partners in the construction 
industryy and the staffing industry, except for NBBU, agreed on extension of 
thee sections. Temporary agency workers with prior work experience in the 
tradess (more than twelve months in the past two years, as mentioned under iv) 
whoo are dispatched to a signatory construction firm have similar rights as 
regularr construction workers employed by this firm. Entitlements of temporary 
workerss without this experience — considered 'newcomers' - are limited to the 
industry'ss wages and additional worker compensation. Temporary agency 
workerss of NBBU members employed at construction firms are not covered by 
sectionn 4 of the collective agreement. Temporary workers who are employed at 
ann agency that voluntarily complies with the collective agreement are entirely 
coveredd by section 4 of the collective agreement. Temporary work agencies 
thatt do not comply with the agreement can employ their workers at non-
signatoryy firms without having their workers covered by the collective 
agreement.. These temporary workers are not entitled to any of the benefits laid 
downn in the collective agreement. 

4.3.22 The United States 

Thee highly cyclical nature of the industry has resulted in a large number of 
marginall  workers moving into and out of the industry as employment 
opportunitiess expand or contract. A large proportion of these workers hold 
minimumm skills that are relevant to their trade and are able to find employment 
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ass journeymen only when there is an extreme shortage of manpower. 
Temporaryy workers may include students or teachers taking summer jobs, and 
otherr employees from outside the construction industry (Foster 1970a; 
Northrupp 1984). Temporary construction workers can be roughly divided into 
temporaryy agency workers and on-call workers. The 2001 Current Population 
Surveyy of the Bureau of Labor Statistics (BLS) shows that in the construction 
industryy almost 34,000 people are employed through a temporary agency. In 
addition,, nearly 37,000 workers were assigned to a building firm by so-called 
'contractt firms', which typically employ people at only one customer.26 These 
figuresfigures are based on self-identification of emp/qyee-respondents. Data collected 
fromm firms through the BLS 2000 Occupational Employment Statistics survey, 
indicatee that 122,000 people were employed in the construction industry 
throughh a temporary work agency. This number is still significantly lower than 
dataa provided by the BCTD, which estimates the average number of temporary 
agencyy workers at 250,000, employed by approximately 450 agencies. 

Thee increased importance of temporary work agencies may be best 
illustratedd by the revenue growth for agencies operating in the combined 
industriall  and construction sectors: revenues rose from $4 billion in 1991 to 
$155 billion in 1998, as reported by the American Staffing Association. 
Industriall  and construction jobs comprised 35 percent of all temporary agency 
employmentt in 1998, up from 27 percent in 1991. The Bureau of Labor 
Statisticss expects temporary agency employment in the construction industry to 
groww 61 percent over the period 2000-2010. 

Tablee 4.10 
Examplee of skill requirements for various temporary agency work in the construction industry (used by an agency 
inn New York State) 
Apprenticee Entry level employees, hard working, eager to learn, up to 2 years experience in their trade, good 

forr moving materials and clean-up, minimal skills, mechanically inclined, some tools, must be 
supervised. . 

Helperr 2 to 3 years experience, hard working, good supporting worker for mechanic or journeyman, some 
ablee to cut and measure, basic tools, must be supervised. 

Mechanicc Good experience, minimum 3 to 5 years on the job, able to do basic installation, can measure cut 
andd install, all basic hand tools some power (please specify), works with minimum supervision. 

Journeymann Top level employees, 6 + years experience in their trade, can work independently without constant 
supervision,, some can read and work from plans, all basic hand and power tools. 

Severall  types of for profit labor market intermediaries can be distinguished in 
thee construction industry. Some specialized temporary work agencies operate 
exclusivelyy in the construction industry. These agencies typically have a regional 
focus.. General agencies cover a broad array of industries and occupations and 
includee temporary construction staffing in their scope of activities. They 
conductt their business nationwide. A third category involves nationally 
operatingg day-labor agencies. Generally firms advertise with a broad array of 
skilll  levels (see Table 4.10), but this third agency type focuses on the 
deploymentt of manual labor. There is a number of agencies with branches 
throughoutt the country that specialize in high-skill workers and journeymen. 

266 Temporary work agencies and contract firms are usually grouped together as 'help supply 
firms'firms' (see also Chapter 3). 
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Tablee 4.11 
Mediann hourly wages for temporary agency workers and regular workers in the U.S. construction industry, 1999 

Averagee for Alt Construction Occupations 

First-Linee Supervisors/Managers 

Electricians s 

Constructionn and Building Inspectors 

Plumbers,, Pipefitters and Steamfitters 

Structurall Iron and Steel Workers 

Tilee and Marble Setters 

Carpenters s 

Drywalff and Ceiling Tile Installers 

Operatingg Engineers 

Sheett Metal Workers 

Hazardouss Materials Removal Workers 

Cementt Masons and Concrete Finishers 

Roofers s 

Painters,, Construction and Maintenance 

Paving,, Surfacing, and Tamping Equipment * 1 2 45 
Operators s 

Laborers s 

Brick-,, Block-, and Stone Masons, Tile and 
Marblee Setters Helpers 

Roustabouts,, Oil and Gas 

Fencee Erectors 

Electriciann Helpers 
Pipelayers,, Plumbers, Pipefitters, and 
Steamfitters s 

Carpenterr Helpers 

Painters,, Paperhangers, Plasterers, and 
Stuccoo Masons 
Source:Source: Bureau of Labor Statistics, 1999 National Occupational Employment and Wage Estimates. Data 
combinedd by author from Personnel Supply Services (SIC 736) and Construction and Extraction Occupations 
(SOCC 47-0000). 
Note:Note: (*) Wage rates calculated by BLS using three years of data: 1997,1998 and 1999. 

Ass Table 4.11 shows, temporary agency workers in the construction industry 
generallyy earn significantly less than their colleagues who are employed by a 
contractor.. The average wage rate for temporary agency workers is affected by the 
largee share of low-pay, low-skill jobs in total temporary agency employment in the 
industry.. For instance, nearly one in every five temporary agency workers in the 
constructionn industry is a laborer. Wages may be further pressed downward 

Regularr Worker 

$14.82 2 

$20.71 1 

$19.13 3 

$18.55 5 

$17.41 1 

$17.19 9 

$17.08 8 

$15.35 5 

$15.34 4 

$15.31 1 

$14.09 9 

$14.05 5 

$13.68 8 

$12.94 4 

$12.86 6 

$12.45 5 

$10.85 5 

$10.61 1 

$10.08 8 

$9.95 5 

$9.89 9 

$9.62 2 

$9.61 1 

$8.95 5 

Worker r 

$8.96 6 

$19.92 2 

$15.40 0 

$19.966 (*) 

$13.822 (*) 

$16.244 O 

$9.57 7 

$10.73 3 

$10.40 0 

$12.311 (*) 

$8.277 O 

$9.744 (*) 

$10.17 7 

$9.422 (*) 

$10.66 6 

$7.911 n 

$7.47 7 

$8.922 O 

$8.900 O 

$10.688 O 

$11.58 8 

$6.222 f ) 

$7.700 (*) 

$6.488 (*) 

Difference e 

-40% % 

-4% % 

-19% % 

+8% % 

-21% % 

-6% % 

-44% % 

-30% % 

-32% % 

-20% % 

-41% % 

-31% % 

-26% % 

-27% % 

-17% % 

-36% % 

-31% % 

-16% % 

-12% % 

+7% % 

+17% % 

-35% % 

-20% % 

-28% % 
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becausee temporary agency workers are usually working at nonunion job-sites.27 

Nonunionn contractors turn to temporary work agencies to cater for their need for 
labor,, in addition to the referral services described above. Typically, nonunion jobs 
tendd to pay less than union workplaces.28 

Inn terms of absolute numbers, on-call workers play a more significant role in 
thee construction industry than temporary agency workers: officially around 
210,0000 people worked on-call in the construction industry in 2001, which may 
alsoo include workers who are employed through a union hiring hall. An 
unidentifiedd number of people work as a day laborer in metropolitan areas.29 

Theyy are hired off street comers and they engage in highly informal 
employment.. Many of the day laborers are low-skilled (undocumented) 
immigrantss from Latin America (Camarota 2001; Theodore and Mehta 2001; 
Valenzuelaa 2000). Although many men are hired for farm labor, a substantial 
numberr work in the construction industry as a laborer. Many of these workers 
doo not speak English well enough to familiarize themselves with basic safety 
proceduress on the job-site, resulting in a relatively high number of occupational 
injuriess among Hispanic laborers (see Table 4.12). 

Tablee 4.12 

Numberr of nonfatal occupational injuries and illnesses involving days away from work, 2000 

Constructionn laborers Construction industry 

Alll 45,444 194,400 

Whitess 23,426 119,100 

Blackss 3,637 9,100 

Hispanicss 9,324 26,600 

Asiann or Pacific Islander 239 1,400 

Americann Indian or Alaskan Native 218 1,100 

Nott reported/ascertained - 37,200 

Source:Source: Bureau of Labor Statistics 

Dayy labor is increasingly being institutionalized: community-based 
organizationss respond to the dire situation of many of these workers and for-
profitt intermediaries see a market niche (Ruckelshaus and Goldstein 2002). 
Theree is a fine line between the for-profit day labor intermediaries and the 
temporaryy work agencies operating in the construction industry, although they 
aree sometimes counted as both working 'on-call' and as a contract firm 

277 According to the AFL-CIO more than 98 percent of temporary agency workers are nonunion 
employeess (see: The Corporate Agenda, http://www.aflcio.org/cse/mod4/mod4_ll.htm). 
288 See, for instance, Buckley (1999); Foster (2001); Schwenk (1996). 
299 The Coalition for Humane Immigrant Rights of Los Angeles (CHIRLA) estimates that there 
aree approximately 25,000 people employed as a day laborer in Los Angeles County. Day labor 
employmentt in metropolitan areas such as New York City, Chicago and the San Francisco Bay 
Areaa involves thousands of workers. 

http://www.aflcio.org/cse/mod4/mod4_ll.htm
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employeee (Polivka 1996). In some community-based day labor programs (such 
ass the San Francisco program) workers can set their own wages, earning 
anywheree between $11 and $18 an hour, and they have access to health care. 
Temporaryy work agencies that specialize in low-skill labor on a day-to-day 
basis,, do not consider themselves as being involved in day labor, but see their 
workk as offering 'staffing solutions'. A manager of one such staffing agency 
explainedd how workers on a thirty-day project are considered to be working 
thirtyy separate days and getting paid after each day they have worked. Workers 
typicallyy are paid minimum wage or slightly more, making $7 to $9 per hour. 
Becausee of their short employment spells they are not offered additional 
benefitss by the temporary work agency. 

Dayy labor is increasingly being either organized through or monitored by 
community-basedd organizations, municipalities and (not) for-profit 
intermediaries.300 An example of this is the introduction by San Francisco's 
Departmentt of Public Health of occupational health and safety training to day 
laborerss in cooperation with the San Francisco Day Laborer Program in order 
too reduce the vulnerability of day laborers to occupational injuries. 

Ass the above shows, temporary work agencies and other labor market 
intermediariess in the construction industry come in different flavors, they 
attractt different types of workers, and they differ in the benefits they offer the 
agencyy workers, as illustrated by the various respondents in this study: 

"Everythingg out there is fair game. (...) We try to run a background check on 
alll  our workers, check their skills. But when a client is in a hurry, we send him 
ann available man. So, yes, in those cases it's hit and miss. But see, that's why 
wee got our two hour guarantee: if the client is not satisfied during the first two 
hours,, we'll send him a new man at no extra cost. We don't offer benefits like 
medicall  or vacation pay. We do have popcorn and noodles and free coffee 
heree at the office." (Manager San Francisco agency "A" ) 

"Wee dispatch young people without a lot of skills and older workers who got 
somee working experience. The type of work that our men do requires a strong 
back;; not a lot of brains. Many of our men are just down on their luck. This 
officee is surrounded by five homeless shelters, so you can imagine what kind 
off  worker we find here each morning. We open at 5:30 in the morning. First 
wee place the 'repeat tickets' or 'call backs', men who have worked with the 
contractorr the previous day and are called by the same guy. The second batch 
aree the 'tickets without a name', workers that are new to a client. Here, we go 
withh the 'best match dispatch': we place the men that are best suitable for the 
job.. After all the skilled men are gone, we go down the sign-sheet." (Manager 
Oaklandd agency) 

"Wee check every worker before we register him: work experience, skills, DMV 
record.. We screen them on drugs and alcohol. Our workers need to have all 
thee tools, the skills and the experience to work in the [construction] industry. 

ww Ruckelshaus and Goldstein (2002). 
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Wee want them to be at journeymen level or at least high in apprenticeship. A 
personn without the right skills can still work for us, but he will be doing 
demolitionn and digging, debris clearing, those things. Laborers can move ahead 
towardd jobs that pay better, if they manage to acquire the right skills. We offer 
medicall  [insurance], dental [insurance] and vision. People can get their 401-K 
heree and life insurance. They have all kinds of benefits, even vacation pay." 
(Jobb coordinator San Francisco agency "B") 

Buildingg unions are wary of the rise of temporary agency employment in the 
industry.. They view temporary work agencies as the nonunion equivalent of the 
hiringg hall, replacing the union hiring hall as a preferred resource for workers. 
Thee triangular relationship between a temporary worker, the agency and the 
contractorr is considered by unions as a means to avoid responsibilities and to 
maximizee profits. Unions strongly believe that temporary work agencies have 
helpedd nonunion contractors underbid signatory contractors, especially where 
workerss are involved with hardly any craft-related skills. Other union concerns 
regardingg temporary work agencies pertain to safety issues. Among unions, 
theree is a solid belief that, especially low and non-skilled, temporary workers do 
nott receive the proper safety training. A study by the BCTD finds that Labor 
Ready,, Inc. - one of the major temporary work agencies in the construction — 
hass an injury rate three times higher than the average for the construction 
industry.311 The U.S. General Accounting Office (GAO) found that day laborers 
aree indeed more vulnerable than workers in standard work arrangements, not 
onlyy in terms of safety, but also their vulnerability for employer practices such 
ass wage deductions for transportation or cashing paychecks. However, GAO 
concludedd that addressing these issues is difficul t "because any resolution 
wouldd involve complicated tradeoffs between the potential benefits to day 
laborerss and the potential costs to employers" (U.S. GAO 2002). 

Unionss try to "rein in"32 temporary agency work in the industry, and the threat 
itt poses to unionized labor33. In 2000, the 'Permanent Voice @ Work' 
campaignn was launched. The campaign serves four goals: 1) educating and 
mobilizingg union members in the construction industry about temporary 
agencyy work, 2) organizing temporary agency workers into the building trades 
unions,, 3) signing up contractors who use temporary agency workers, and 4) 
eliminatingg any unfair advantage held by temporary work agencies and their 
clientss through regulatory, legislative and legal action. The BCTD abandoned 
thee education and mobilization activities because of cost reasons. The 
realizationn of the second and third goals is left to local unions, as they control 
locall  organizing. The BCTD considers itself most successful in realizing the 

311 See http://www.bctd.org/raiseroof/pdfs/AltAnalysis.pdffor an alternative analysis of Labor 
Ready'ss year 2000 performance. 
322 Jeff Grabelsky, organizing director of the Building and Construction Trades Department at 
thee Annual Legislative Conference, April 3-5 2000, Washington, D.C. 
333 According to a survey by the BCTD, 65 percent of local union leaders identified temporary 
workk agencies as a threat. See http://www.buildingtrades.org for an executive summary of the 
BCTDD survey. 

http://www.bctd.org/raiseroof/pdfs/AltAnalysis.pdffor
http://www.buildingtrades.org
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fourthh goal, most notably by targeting legal actions at Labor Ready, which the 
BCTDD sees as "the worst of the worst". The close monitoring of temporary 
agencies'' operations has resulted in several lawsuits all involving agency 
practicess of discounting workers' pay.34 

Thee apparent vulnerability of blue-collar temporary work agencies to corporate 
campaignn tactics also poses an interesting challenge for organized labor in the 
constructionn industry: 

"I ff  Labor Ready were to go out of business today we would have no means to 
takee all its workers into membership. Mass-based organizing of construction 
workerss is a lengthy and cumbersome process." (Strategic director, Building 
andd Construction Trades Department, Washington D.C.). 

AA representative of one of the California Building and Construction Trades 
Councilss confirmed this, stating that: "when temporary workers wil l be 
organized,, the number of members that have to be placed in jobs through 
hiringg halls increases." Increased membership would lead to increased 
competitionn for jobs. Presumably, an active strategy to organize temporary 
workerss therefore implies greater job insecurity for current union workers. 
Attemptss to organize temporary workers have only been modesdy successful. 
Onee reason why is the high mobility of most temporary workers in the 
industry;; many low skill workers are employed on a day-to-day basis, often as a 
laborer.. At the same time, temporary work agencies fiercely try to inhibit 
organizingg attempts by unions.35 

Att the outset of the temporary agency worker campaign, the BCTD 
introducedd a model legislative package for use at the state and the local level. 
Majorr parts of this package have been enacted as laws in Arizona, Florida, 
Georgia,, Illinois, Massachusetts and Texas, according to the BCTD. Legislative 
proposalss at the federal level are seen by the BCTD as "token bills with zero 
chancee of success".36 

344 Class action lawsuits have been filed in California, Georgia and New York State against 
temporaryy agency Labor Ready. The U.S. Department of Labor filed a lawsuit against 
Tradesmenn International for not paying workers who attended mandatory safety training. 
355 An example of anti-union strategies can be found at the website of the American Staffing 
Association,, http://www.staffingtoday.net/memberserv/1100ss/story2.htm. These practices do 
nott go unnoticed, however. The Fourth Circuit Court of Appeals found that Labor Ready's 'no-
solicitation,solicitation, no-distribution' rule violated the NLRA. The agency's rule prohibited construction 
workerss from soliciting union support or distributing literature while waiting for assignments in 
thee company's waiting room (NLRB v. Labor Ready, Inc., No. 00-2064, 2001 U.S. App. LEXIS 
11377,, 4th Cir. June 1, 2001). The court upheld the NLRB's order that Labor Ready stop 
restrictingg solicitation and distribution by incumbent workers, stop videotaping workers in the 
waitingg room, reinstate a worker fired for violating the policy, and post a notice describing the 
order. . 
366 Personal communication BCTD director, July 16, 2002. 

http://www.staffingtoday.net/memberserv/1100ss/story2.htm
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4.3.33 Summar y 

Thee growth in the use of flexible, short-term staffing arrangements may be 
explainedd by the increased tendency to break down large construction projects 
intoo smaller assignments, suitable for subcontracting and leading to a 
substantiall  degree of labor division. The shift toward the use of prefabricated 
buildingg components and the subsequent installation of these components by 
subcontractorss on the job-site is seen as one of the prime causes for 
subcontractingg in the second half of the twentieth century. This development 
hass created room for temporary work agencies and other for-profit 
intermediariess to cater to very short-term needs for labor, aimed at the 
completionn of small tasks that require only a narrow set of skills. 

4.44 Worke r Trainin g in the Constructio n Industr y 

Differentt types of construction work require different skill levels. Much work 
involvess skills acquired through years of apprenticeship, craft training and 
experience.. On the other end of the skill spectrum is work done by laborers 
andd helpers, workers with few skills that are relevant to the construction 
industry.. To the extent that construction workers receive training, it is usually 
tiedd to their occupation, especially in the early stage of a worker's career when 
hiss or her craft is defined. The craft-specific training combined with the labor 
markett dynamics that require a worker to be mobile, creates a situation in 
whichh workers find themselves to be part of 'occupational internal labor 
markets'' (Althauser and Kalleberg 1981): construction workers move within 
occupationall  categories within and between construction firms. 

Boschh and Philips (2003) sketch two paths along which the construction 
industryy can develop, involving two different approaches to worker training. 
Onee is a 'high-road' strategy in which training costs are either financed by levy 
systemss arranged by the social partners through collective bargaining or the 
state,, or through government programs or regulation. The second path takes 
thee low-skill route where training costs are shifted to groups with the least 
stabilityy or where training needs are unmet. Bosch and Philips state that the 
pathh chosen depends on "the institutions, regulations, and customs that shape 
howw the problem of 'free riding' is handled" (ibid, 3). They signal that if 
trainingg investments are shifted from employers, unions or the government to 
individuall  construction workers, decisions to investment in training wil l have to 
bee made by those workers that are least likely to invest in training. The 
followingg sections describe the extent to which institutions and actors shape 
thee training landscape for construction workers in the Netherlands and the 
Unitedd States. 
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4.4.11 The Netherlands 

Sectionn 9.7 of the building trades collective agreement stipulates the obligation 
off  employers to enable employees to attend job related training programs. Two 
typess of employee training are distinguished in the collective agreement: section 
133 of the agreement governs vocational education and apprenticeships, whereas 
sectionn 35B deals with craft training. Table 4.13 shows the amount of all training 
coursess taken by Dutch construction workers (in addition to apprenticeships 
andd craft training including other courses as well). 

Tablee 4.13 
Trainingg provided to employees in the Dutch building trades, 1990-1999 

Totall courses taken Per 100 employees (alt firms) Per 100 employees (of firms with courses) 

19900 61,000 19 32 

19933 88,000 31 50 

19999 306,000 98 106 

Source:: Statistics Netherlands 

VocationalVocational education and apprenticeships in the building trades is embedded in the 
Dutchh secondary vocational system. Section 13 of the collective agreement is 
essentiallyy an elaboration of sections 7.2.8 through 7.2.10 of the Adult and 
Vocationall  Education Act of 1996 (Wet Educatie en Beroepsonderwijs', or 
WEBB for short).37 Section 13 focuses on the BBL apprenticeship, described in 
partt 1 of this chapter. The key clause of section 13 stipulates that "[t]he 
employerss and employees shall promote the vocational education and training 
programs,, in particular the apprenticeship programs." Employers are obliged to 
offerr each worker under the age of 27 the opportunity to participate in an 
apprenticeshipp program. A combined 'practice-employment contract' wil l be 
offeredd for the duration of the program. Such a contract combines a regular 
employmentt contract (between apprentice and employer) and a so-called 
'practicee contract'. The latter is a contract between the apprentice, the 
employer,, and the educational institution involved.38 The 'practice contract' 
governss the practical component of the apprenticeship program, such as the 
guidancee and supervision of the apprentice, and the skill standards that have to 
bee met. 

Thee practice-employment contract is co-signed by the tripartite national 
bodyy for training and education in the building trades (LOB, or 'landelijk 
orgaann beroepsonderwijs' in Dutch).39 By co-signing the contract, the LOB 

377 The WEB is discussed in more detail elsewhere in this study. 
388 In addition to the practice contract and the employment contract, the apprentice concludes a 
contractt with the educational institution concerning the classroom component of the 
apprenticeshipp program. 
399 The board of directors includes representatives from employers' associations, trade unions, 
andd educational institutions. Both commercial and residential building (B&U), and soil, water 
andd road construction (GWW) have their own national body for training and education 
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acknowledgess the apprentice's employer as a so-called 'apprenticeship firm': the 
providerr or organizer of the practical component of the vocational training, as 
laidd down in section 7.2.10 of the WEB. Section 7.2.9 of the WEB explicitly 
statess the requirement for accreditation by the national training body, since it is 
thiss body that defines the skill standards and certifies the training programs. 

Thee employer offering the apprenticeship is obliged to provide the 
apprenticee the opportunity to attend classes at a regional education and training 
centerr (ROC)40 during regular working hours on full (apprentice) pay for eight 
hourss maximum per week, for the duration of the training program. Typically 
apprenticess work four days a week on the worksite, attending classes the fifth 
dayy of the working week. Due to this absence from the worksite, and more 
generallyy because apprentices are less experienced than journeymen, their 
productivityy is low compared to the rest of the workforce. Employers are pardy 
compensatedd for this productivity loss by the industry's Education and 
Developmentt Fund41, which provides the employers a subsidy for an 
apprentice'ss wage cost. 

Traditionallyy apprenticeships have been divided between individual 
constructionn firms and regional alliances of construction firms.42 The latter type 
weree been introduced in the 1980s when apprentices at individual construction 
firmsfirms were the first to be laid off due to the economic recession. Single firms 
joinedd their efforts and established alliances through which apprentices were 
hired.. Through these alliances firms pooled their capacity to provide 
apprenticess with the practical component of the program. An apprentice joins 
onee of the alliances on a guaranteed two-year training program. The alliance 
organizess the theoretical component of the program and places the apprentice 
att a member firm that can offer the work experience required for the 
apprenticeship.. If the firm can no longer provide employment the apprentice 
wil ll  move on to another member firm that can. The alliance thus operates as a 
pooll  for labor. 

Al ll  employers in the building trades pay a percentage of total wages in order 
too finance the fund.43 Each year approximately euro 60 million is spent on the 
BBLL apprenticeships in the building trades. Around 10,000 participants enroll 
inn one of the BBL apprenticeships annually. Apprentices participating in BBL 
levell  1, the assistant's training program, are considered to be a trainee, not an 
employee.. Participants in BBL levels 2 and 3 are employees covered by the 
stipulationss of the industry's collective agreement. An employee who wishes to 
continuee with a vocational education program after completing the basic 

(Bouwradiuss and SBW Infra respectively). The painters and plasterers collective agreements 
providee in training through the SVS Training Center. 
400 Building trades education programs are offered at 44 ROCs. 
411 In Dutch: 'Opleidings- en Ontwikkelingsfonds voor de Bouwnijverheid'. 
422 In Dutch: 'samenwerkingsverbanden'. Fifty-six of these alliances operate in the residential and 
commerciall  building sector. In the soil, water and road infrastructure 28 alliances have been 
established. . 
433 The percentage in 2000 was 2.54 percent of the wage sum. 
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vocationall  education program has a right to claim a practice-employment 
contractt with the same employer for the duration of that program.44 

Thee organization, implementation and financing of craft training is laid down in 
sectionn 35B of the collective agreement. Craft training typically involves short-
termm courses. Section 35B pertains to those courses that are related to an 
employee'ss current or future job with a construction firm that is covered by the 
industry'ss collective agreement. In addition, section 35B governs training 
programss that are approved by the bipartite board of the Building Trades 
Trainingg Fund.45 The Training Fund also partly compensates employers for the 
twoo days of paid leave each worker can annually claim to attend training 
programss governed by section 35B.46 Financial support for the Training Fund 
iss drawn from mandatory annual employer contributions, amounting a 
percentagee of the wage sum (0.8 percent in 1999).47 The fund also provides the 
moniess for the training programs. The increased participation in construction 
trainingg programs forced social partners to review the reimbursement of costs 
inn the 1999 collective agreement. Instead of full compensation for training 
costss and leave from work employers received an average amount of 
approximatelyy euro 85 per training day per worker from the fund. The lower 
compensationn immediately led to plummeting numbers of training days: total 
trainingg days dropped from 205,610 in 1998 to 118,071 in 2002. The number 
off  workers participating in a craft-training program declined as well during this 
period:: 65,841 versus 54,002 (AVBB 2003). Especially small and medium sized 
firmsfirms have been affected by the lower compensation. 

Sectionn 35B stipulates that each firm is obliged to implement an education and 
trainingg policy, manifested in an annual training plan that acknowledges the 
trainingg need and desire of its workers. Employees can autonomously file a 
requestt for training in case an employer does not comply with this obligation. 
Moreoverr an employee can file a similar request when he has not qualified for a 
trainingg program over a two-year period. In both instances an employee's 
requestt cannot be denied. Employees wil l be fully compensated by the Training 
Fundd for travel expenses and the cost of leave from the job. The fund wil l 
subsequentlyy reclaim these costs at the non-compliant firm. 

Althoughh the industry's collective agreement stipulates the obligation for firms 
too offer workers access to training some scholars describe the agreements 
concerningg worker training in the building trades as having too littl e impact 

444 Section 13.7 of the collective agreement. 
455 In Dutch: 'Scholingsfonds voor het Bouwbedrijf. 
466 The two days of paid leave are an average number, implying that a construction firm can 
providee all its workers two days of training leave, or half of its personnel four days and so forth. 
477 An employer is exempted from these contributions for workers aged 55 or older with whom 
ann agreement has been reached to reduce the working week to four days (32 hours). These 
workerss shall attend training programs on the spare weekday (section 15b.l of the collective 
agreement).. This clause may negatively affect the actual participation rate of older works. 
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(Tijdenss and Van der Meer 2000). Others go as far as to state that there is no 
reall  training tradition in the Dutch construction industry, since most training is 
triggeredd by OSHA requirements and other government legislation (Hovels et 
al.. 2000). The 2001 collective agreement shows an expansion of the 
employabilityy policy in the trades. Several projects have been announced that 
wil ll  broaden and deepen the skills of workers in order to enhance their inter-
industryy mobility as well as to develop career paths within the building trades. 
Furthermoree funding is made available to finance the certification of job 
experience. . 

Thee industry is not characterized by a high degree of innovation and 
productt improvement. For many construction firms networking with local 
governmentss and efficiency in the building process are more rewarding than 
investingg in research and development (Meijaard 2001). De Grip et al. (1999) 
havee described the Dutch building trades as an industry with relatively littl e 
needd for employability policies, essentially because of the littl e use of high 
technology,, where 'high-technology use' is defined as the intensity of personal 
computerr usage. On the other hand, the same authors assert that workers in 
thee construction trades score relatively high on employability, a finding also 
reportedd by Tijdens and Van der Meer (2000). 

4.4.22 The United States 

AA gamut of apprenticeships and craft training, formal and informal training, 
andd union and nonunion organized training characterize skill acquisition in the 
U.S.. construction industry. Apprenticeship programs have to meet the basic 
standardss laid down by state apprenticeship councils or the Bureau of 
Apprenticeshipp and Training.48 Apprenticeships run from three to five years, 
dependingg on the trade. As the apprentice moves toward journeyman status his 
payy rises. Once an apprenticeship has been completed, a worker can obtain 
furtherr training and experience to acquire journeyman skills. Whereas 
apprenticeshipp programs serve as ports for workers to enter the building and 
constructionn industry, journeyman and craft training programs help these 
workerss to stay employable in the trades. The apprenticeship and training 
programss of the building trades unions are administered by local joint 
apprenticeshipp and training committees, made up of representatives from local 
unionss and employers. Funding is provided through a trust fund, which is 
joindyy administered by employers and employees. The creation and size of the 
trustt fund is the result of collective bargaining. Industry-wide, collectively 

488 The National Apprenticeship Act of 1937 (also known as the Fitzgerald Act) authorizes and 
directss the Secretary of Labor "to formulate and promote the furtherance of labor standards 
necessaryy to safeguard the welfare of apprentices, to extend the application of such standards by 
encouragingg the inclusion thereof in contracts of apprenticeship, to bring together employers 
andd labor for the formulation of programs of apprenticeship, to cooperate with State agencies 
engagedd in the formulation and promotion of standards of apprenticeship, and to cooperate 
withh the Office of Education under the Department of Health, Education, and Welfare."(29 
U.S.C.. 50,, Section 1) 
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organizedd apprenticeships remedy the lack of incentives for an individual 
contractorr to invest in a worker who is likely to work for another employer 
afterr completing the job.49 Union contractors and local unions operate over 
2,0000 training centers across North America through which approximately 
180,0000 apprentices and tens of thousands of journey-level workers receive 
trainingg each year, according to the Building and Construction Trades 
Department. . 

Apprenticeshipp programs are typically associated with union presence; 
however,, such programs also exist in the open-shop system. Northrup (1984) 
contendss that the lack of government support for, and sometimes the 
obstructionn of, recognition of nonunion apprenticeships have slowed the 
introductionn of such programs. Nonunion associations suggest that over the 
yearss there has been a union-bias among government agencies responsible for 
certificationn of apprenticeship programs.50 

Thee Business Roundtable (1982) concluded that there was essentially no 
understandingg on the part of nonunion contractors as to how craft training 
takess place within the construction industry or how it is funded. I t further 
statedd that "only a small percentage of open shop contractors in any area make 
anyy effort to involve themselves or contribute financially toward developments 
andd training of craft manpower." (1982, 20) These findings have been 
confirmedd by the Associated Builders and Contractors (ABC), which stated 
thatt the nonunion contractors' association does not have "proper and 
consistentt training programs to meet the demands for skilled workers among 
theirr contractors" (Applebaum 1999, 17). However, contractors associations 
aree increasingly focusing on providing formalized training. Finkel (1997) 
explainss this development by the awareness among contractors of the 
relationshipp between turnover and worker expectations. Through a network of 
somee 80 local chapters, ABC offers unilaterally administered apprenticeship 
andd craft training to its members. The apprenticeship programs are registered 
withh the Department of Labor and include employer-sponsored classroom 
instructionn and on-the-job training. At the local chapters, 15,000 apprentices 
andd craft workers attend training programs in more than twenty construction 
crafts.. As with the union programs, open-shop apprenticeship programs have 
too meet standards set by the federal and state apprenticeship councils. 

Thee craft training programs organized by ABC are less formal than its 
apprenticeships,, and they are aimed at both the entry-level and more 

499 Cf. Mill s (1972) and Strauss (1965). 
500 This may be illustrated by a statement of a Building Trades Council representative I 
interviewedd for this study that "the Director [of the California Apprenticeship Council] is in bed 
withh us." Eighteen months after this interview the California State Apprenticeship Council was 
toldd by the Department of Labor that it risked decertification when it would discriminate against 
nonunionn training programs. The warning followed allegations that the California 
Apprenticeshipp Council had interpreted a law, which imposes new requirements on 
organizationss seeking to establish apprenticeship programs, to block open-shop organizations 
fromm offering apprenticeship training in areas where union organizations have already 
establishedd apprenticeship programs. 
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experiencedd worker.51 The principal body in the ABC training system is the 
Nationall  Center for Construction Education and Research (NCCER), an 
educationall  foundation established to develop standardized construction 
curricula.. Training programs are funded by an NCCER national training service 
agreement,, through which a contractor commits to contribute a share of the 
wagee sum.52 The NCCER is responsible for the content of the training 
programs,, but the individual ABC chapters have complete latitude in the 
managementt of these programs. Another association that unilaterally organizes 
trainingg programs is the National Association of Home Builders (NAHB). The 
association'ss Home Builders Institute (HB1) offers pre-apprenticeship training 
programss for at-risk and adjudicated youth, for adult offenders and for 
homelesss people. It also organizes continuing education programs, providing 
buildingg and remodeling contractors certified courses in management, finance, 
saless and marketing. 

Apprenticeshipp and training programs can thus be found both in the union and 
nonunionn parts of the building trades. In the fiscal year 2001, 230,000 
apprenticess in 7,400 programs were identified by the federally run 
Apprenticeshipp Information Management System (AIMS), which contains 60 
percentt of the data on registered apprentices nationwide. Of these apprentices, 
744 percent were in a construction apprenticeship (CPWR 2002). Historical data 
onn new entrants in apprenticeship programs indicate that at least for the period 
1989-19955 nearly 75 percent of all new apprentices entered union organized 
programss (CPWR 1998). Notwithstanding the traditionally impressive 
apprenticeshipp system in the building trades the industry ranks last in the 
percentagepercentage of employers providing or financing formal job-skill training for workers; 
evenn when the programs administered by the joint apprenticeship and training 
councilss are included (CPWR 1998). 

4.4.33 Summary 

Thee two training systems have a number of features in common. In both 
countries,, worker training is predominandy institutionalized through collective 
agreements.. Workers and employers share training costs at the aggregate level, 
embodiedd in training funds run by joint committees. In the United States trade 
jurisdictionss play an important role in encouraging investment in the specific 
skillss of apprentices. The jurisdictions protect the boundaries that separate 
craftss from each other, thereby securing employment, preventing inter-craft 
mobilityy and defining property rights on trade specific skills (Bourdon and 
Levittt 1980). Contractors within each craft acknowledge the quality of skilled 
workers,, which keeps those workers employable in the trades. This reduces the 
riskk of turnover and increases the likelihood that training costs can be recouped 
withinn the trade jurisdiction. The sharp distinction in the United States between 

511 At the state level, the standards of ABC's programs may be governed by state legislation, such 
ass the California Private Postsecondary and Vocational Education Reform Act. 
522 In 2001 this share amounted to $0.15 per craft-labor hour. 
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unionss and nonunion contractors largely determines the distribution of training 
opportunitiess for workers in the construction industry. The union segment of 
thee construction industry has critical traits of internal labor markets; particularly 
inn the way employment is secured through hiring halls and training and 
apprenticeshipp programs. This may also affect the access to occupational 
trainingg markets for outsiders in the construction industry, such as temporary 
agencyy workers and day laborers, which wil l be discussed in section 4.5. 

Ass mentioned before, collective agreements in the Dutch construction 
industryy are negotiated at the national level for the entire industry and are 
typicallyy extended to all workers and construction firms. Since training costs are 
sharedd collectively by all employers and employees in the industry, the effects of 
poachingg skilled workers can be eliminated. This provides employers with 
incentivess to train newcomers and outsiders who may or may not decide to 
switchh employer or to even leave the construction industry. 

4.55 Trainin g Flexibl e Constructio n Worker s 

Trainingg for flexible construction workers can be provided through a range of 
institutionall  arrangements, some of them similar to the way training 
entidementss are organi2ed for regular workers. Training can be laid down in a 
worker'ss individual employment contract, or agreed upon by union and 
managementt in collective bargaining. Access to training can also be offered 
throughh government intervention (e.g. legislation, targeted policies). Labor 
markett intermediaries can make training available in their role as the (quasi) 
employerr of flexible workers. Training decisions and investments can be left to 
thee individual employee, who is then faced with selecting courses that provide 
thee appropriate skills. Given the relative in-transparency of the training market. 
Inn this section I wil l present empirical evidence for the existence of training 
arrangementss for flexible workers. The findings are based on a series of in-
depthh interviews in both countries with union leaders, employer 
representatives,, training coordinators, and managers and directors of temporary 
workk agencies and other labor market intermediaries. I wil l discuss the 
intervieww results in terms of 1) the actors involved in the training arrangement, 
2)) the legal design of the arrangement, and 3) the causes and reasons driving 
actorss to initiate, organize and/or finance investments in the human capital of 
flexiblee workers in the construction industry. 

4.5.11 The Netherlands 

Theree are three incentives that help facilitate training for flexible construction 
workers:: through regulation (the collective agreement of the construction 
industryy and the collective agreement of the temporary work industry) and 
throughh the market. Three examples of training arrangements for flexible 
workerss are discussed in the boxes below: a major agency, member of the ABU 
employers'' association, a small agency, member of the NBBU association, and 
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aa subsidiary of a major temporary work agency specialized in the leasing of 
constructionn personnel. 

4.5.1.11 The Construction Industry's Collective Agreement 
Thee use of temporary agency workers constitutes an obligation for 
constructionn firms to contribute to the construction industry's training fund 
wheneverr these temporary workers' employment relationships are entirely 
governedd by the construction industry's collective agreement, as discussed 
underr i through iv in section 4.3.2. A construction firm can be exempted from 
thiss obligation if the temporary agency is willin g to contribute to the training 
fundd instead. This should be stipulated in an agreement between the 
constructionn firm and the temporary agency. Temporary agency workers who 
meett either one of the conditions under i through iv qualify for training, have 
similarr training rights as regular construction workers and training is offered 
underr the same conditions. There are no data on the number of temporary 
agencyy workers who are entitled to training financed and provided by unions 
andd management in the construction industry. Given the relatively low overall 
trainingg uptake by construction workers (see Section 4.4.2) we can assume that 
temporaryy agency workers wil l participate at similar (low) rates. Furthermore, 
thee FNV construction union contends that temporary agency workers are most 
likelyy to receive training at major construction firms.53 

4.5.1.22 The Temporary Agency Workers Collective Agreement 
Temporaryy work agencies that are exempted from the construction industry's 
collectivee agreement are bound by the collective agreement for temporary 
agencyy workers, which features its own mandatory training fund. In addition, 
thee 1999 Flexibility and Security Act (see Chapter 3) has created an obligation 
forr temporary work agencies to discuss a worker's training needs after having 
workedd 26 weeks for the agency. Eighteen to 24 months after the beginning of 
thee temporary employment relationship, an agency has to permanently hire a 
temporaryy worker. Clearly this creates an incentive for temporary work 
agenciess to keep workers employable. 

Inn the construction industry, temporary work agencies may qualify to 
becomee an apprenticeship firm as described in Section 4.4.2. In addition to 
generall  requirements for apprenticeship firms set by the construction industry's 
nationall  training and education body, temporary work agencies have to comply 
withh the 1998 WAAD I Act (see Chapter 3) in order to be accredited. 
Furthermore,, temporary work agencies have to be a member of either one of 
thee two principal staffing agency associations (ABU or NBBU). A temporary 
agencyy needs to employ training coordinators for each distinct type of 
apprenticeshipp it provides. These coordinators are responsible for the guidance 
andd supervision of the apprentice on the worksite. The temporary agency and 
thee apprentice sign a practice-employment contract. 

Thee practical component of the apprenticeship program is realized through 
dispatchingg workers to client-firm job-sites. Temporary work agencies can 

533 Personal communication organizer FNV Bouw, February 28, 2003. 
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placee their apprentice temporary workers only at construction firms that have 
beenn accredited as an apprenticeship firm by the construction industry's 
nationall  training body. Classroom training takes place at an ROC regional 
trainingg center. Agencies are responsible for supervising and monitoring an 
apprentice'ss progress. 

Duringg the year when temporary agency work was reintroduced on an 
experimentall  basis, half of the requests for temporary agency workers could 
nott be met by agencies essentially due to a lack of skilled personnel. The small 
numberr of agencies that have started to offer certified training programs to 
theirr workers use this as a unique selling point vis-a-vis their competitors. 
Givenn the gloomy past of temporary work in the trades, bona fide temporary 
workk agencies feel that they have to show their credibility by committing to 
investmentss in the skills of tradesmen. Since 1999 a handful of temporary work 
agenciess have met — or have been willin g to meet — the requirements set by the 
trainingg body for becoming an apprenticeship firm. 

Mostt temporary agency workers in the construction industry are people 
reenteringg the labor market and are often uncertain about the type of work they 
wantt to do. On average they possess skills at the lower or intermediate level. 
Typically,, agencies provide training aimed at acquiring narrow but deep skills, 
forr trades such as carpentry, masonry and tile-setters. 

Thee cases discussed in the three boxes reflect different ways for workers to be 
flexiblyflexibly  employed in the construction industry: as a temporary agency worker 
throughh an agency affiliated with the general association of staffing agencies 
ABUU or the general association of staffing agencies NBBU, or with a personnel 
leasee firm exclusively operating in the construction industry and bound by the 
industry'ss collective agreement. Both ABU and NBBU member agencies 
operatingg in the construction industry pay for the training of inexperienced 
newcomerss in the industry as a result of the training stipulation in both the 
ABUU and NBBU collective agreements. Because the building trades collective 
agreementt has been registered by the SMU (see Chapter 3) the agreement 
appliess to experienced and journeyman temporary agency workers employed by 
ABUU member agencies. As a result, ABU members, usually the major 
temporaryy work agencies, contribute to the building trades training fund. This 
doess not apply to temporary work agencies that are member of the NBBU, 
typicallyy the small and medium-sized agencies, which are bound by the NBBU 
collectivee agreement for the training of journeyman agency worker categories. 

Besidess the fact that the respective collective agreements affect the scope of an 
agency'ss training policy, the mere size of the agencies are also a determinant for the 
provisionn of flexible worker training. Box 4.1 illustrates what a major agency can 
achievee in the sense of a thorough, certified training program for its apprentices 
andd journeymen. It is also clear from this example for temporary work agencies 
thatt training provision and the availability of skilled agency workers are crucial in 
establishingg a credible reputation as a business partner in an industry that has been 
off-limit ss for agencies for nearly three decades. Furthermore this case shows that a 
solidd training program content, reliability as an agency and ample resources are not 
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sufficientt to address structural problems related to a lagging inflow of young, 

skilledd workers. It is also evident that developing and implementing training 

programss for which the participation of construction firms is a prerequisite will not 

resultt in overnight success. 

Thee case in Box 4.2 exemplifies a 'minimum training strategy': training uptake is 

nott actively encouraged by the agency and training provision is limited to what is 

requiredd (worker's safety) and needed (client demand). Financial risks are avoided 

byy dividing the costs between the agency, the worker and the client firm. This 

strategyy seems sufficient to survive in the market segment for low-skill manual 

constructionn work. 

Boxx 4.3 is an example of a labor market intermediary that through its 

affiliationn is disguised as a temporary work agency but in fact operates as a 

subcontractorr without being actually involved in the construction project, aside 

fromm temporarily deploying its permanent personnel. Much of this firm's 

strategyy is aimed at avoiding the domain governed by the Dutch flexicurity 

legislationn (see Chapter 3), given the fact that the workers on a temporary 

contractt are offered contracts for six months or less, enabling the firm to cut 

thesee workers if demand drops. While the firm is not involved in temporary 

agencyy work its strategy may well be triggered by the legislative changes aimed 

att improving the legal position of temporary agency workers. 

Boxx 4.1 
Thee large temporary work agency (ABU-member) 
Thee large agency employs approximately 1,000 temporary construction workers through fifteen branches 
specializedd in temporary building and construction employment. In addition to these specialized branches, 
temporaryy workers employed by the nearly 380 general branches can be referred to the building trades 
agency.. Through its specialized branches the agency offers two-year training programs, which have been 
certifiedd by the tripartite national body for training and education in the building trades, being only one of 
threee temporary work agencies with approved building trades training programs.54 Together with a 
representativee of the agency the temporary worker assesses his training need. The agency has committed 
itselff to initiate at least one training need assessment per worker. At any time during the employment 
relationshipp the temporary worker himself can manifest the desire for an assessment. Whenever a need 
forr training has been determined and discussed by temporary worker and agency representative, 
agreementss are formalized through a training contract. Training may take place during work hours, either 
on-the-jobb or off-the-job, or after work. If training is offered after work hours the temporary worker is 
expectedd to invest his or her own spare time in attending the training. Training costs are discussed and 
laidd down in a separate contract, which may include agreements about payback clauses or specifications 
aboutt a worker's financial contribution. An employee who enters the apprenticeship program is covered by 
thee building trades collective agreement, implying that workers have to be paid the building trades 
wages.555 With the supply of skilled labor decreasing, the agency is confronted with a rising need among 
employerss for qualified personnel. Most of the employees that come to the agency are people reentering 
thee labor market and are often uncertain about the type of work they want to do. On average they possess 
skillss at the lower intermediate level. The agency provides training aimed at acquiring narrow but deep 
skills,, whereas the typical training program in the building trades involves a broad level of basic skills. In 

544 The board of directors includes representatives from employers' associations, trade unions, 
andd educational institutions. 
555 Journeymen temporary workers are also covered by the, compared to the temporary agency 
collectivee agreement, more generous building trades agreement. Temporary workers without 
relevantt work experience or certified skills are covered by the temporary agency workers 
agreement. . 



Trainingg Flexible Construction Workers 121 

additionn to formal training provision, the agency has introduced informal on-the-job learning schemes by 
jointlyy dispatching inexperienced newcomers on the labor market and journeymen. Here, the younger is 
expectedd to learn by working side-by-side with the experienced worker. 
Byy offering education and training programs, the agency tries to reach out to especially younger, hard-to-
gett workers. Financial incentives for program participants are tuition reimbursement and graduation 
bonuses,, all funded by the tripartite training body. Program entrants are offered a 'training-employment 
contract',, reflecting the double status of the participant as both a trainee and an employee, or 'apprentice' 
ass this status is commonly referred to in the building trades. The theoretical component of the training 
programm is organized through the agency but offered by a separate training provider. The practical part of 
thee training, i.e. the acquisition of work experience, is carried out at the worksite of the client-firm. The 
agencyy has in-house experience regarding the training program requirements, and supervises the trainee-
employee'ss activities, achievements, and progress. 
Thee rationale for the agency to organize training programs for temporary workers lies in the idea that the 
tradess benefit mostly from skilled workers. Or as the director of the agency stated: "Trying to dispatch tow 
orr unskilled workers in the trades is guaranteed to fail. In order to survive in the trades, training provision 
iss key. The gloomy past of temporary work in the trades requires that bona fide temporary work agencies 
showw their good intentions by committing to investments in the skills of tradesmen." By offering two-year 
trainingg programs the agency also tries to have the trainee-employee committed to the program, to the 
job,, and to the agency. If a participant decides to leave the agency and thus the program he may be 
forcedd to payback (part of) the training costs. Upon completion of the training program and employment 
contractt a temporary worker may decide to stay with the agency or leave and carry the acquired and 
certifiedd skills to another employer. 
Inn the year 2001, the temporary work operations grew with 50 percent as the agency increased the 
numberr of temporary agency workers to 1,500. Early 2002 approximately 45 temporary agency workers 
weree employed under a combined 'training-employment contract'. The agency intends to double that 
numberr by the end of 2002. A major obstacle in placing workers in apprenticeship programs is the lack of 
firmss where apprentices can acquire work experience. A shortage of skilled workers has been one of the 
otherr problems the agency is running into. This is best illustrated by the deployment of temporary German 
constructionn workers. 
Thee national body for training and education (LOB) has provided the agency a provisional accreditation to 
offerr temporary agency workers access to training programs certified under the BBL. Since its 
accreditationn as a certified provider of BBL training programs, the agency has been searching for the right 
designn to implement its training policy. Originally the agency intended to decentralize training expertise to 
thee local branches. A turnover rate of 33 percent among the agency's permanent workers affected the 
qualityy of the interviews with and referral of temporary agency workers. As a consequence, assessments 
off temporary agency workers aptitude to successfully enter a program were inadequate as was the 
knowledgee on conditions to qualify for training programs. 
Inn 2002, the agency decided to centralize the implementation of its training policy. At the central level, a 
businesss unit consisting of journeymen-mentors has been established. This unit is embedded in a loosely 
knitt network of training institutions (notably regional training center ROCs), the LOB, and the regional 
alliancess of construction firms. Since 2001 the agency is cooperating with four regional alliances. The 
cooperationn is aimed at deployment by the agency of temporary workers at the alliances for a period of 
fourr months, after which workers are hired by the alliances. Although there are no numbers available, the 
cooperationn between agency and alliances has not yet been very fruitful as of early 2002. 
Potentiall trainees and newcomers are first employed as a temporary agency worker, during which they 
gainn work experience and familiarize themselves with the trades. If, after a while, both the temporary 
agencyy worker and the construction firm are willing to commit themselves to continuing the relationship 
thee temporary work agency may decide to offer the worker access to a BBL training program. The potential 
traineess come from one of the 56 contractor alliances and are usually less apt for training in a classroom 
environment. . 

Trainingg costs of the BBL are partly reimbursed by the LOB through an initial subsidy and a compensation 
off the exam costs. As of early 2002 trainees are offered a certified BBL course in carpentering. Other 
certified,, non-BBL courses cover worker safety and hazardous material (so-called VCA certified courses). 
Thesee courses are fully paid for by the agency and are typically offered to temporary agency workers in 
thee third stage of the temporary relationship. 
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Boxx 4.2 
Thee small temporary work agency (NBBU-member) 
Thiss small temporary work agency operating in the eastern part of the country (a short ride from the 
Germann border) started its business in the construction industry in 1998. Initially it focused on the GWW 
sectorr (soil, road and water), particularly on the temporary employment of drivers and machine operators, 
butt soon the agency expanded its activities to include all construction activities requiring 'hands'. It also 
broadenedd its line of business, offering payroll services to client firms as well as recruiting and selection. 
Ass elsewhere in the industry, a shortage of construction workers was felt in 1999, a situation described by 
thee agency as: "Every person willing to work in construction was given a job." (Consultant temporary work 
agency,, March 20, 2003) The labor market tightness forced the agency to start dispatching German 
workers,, who were, given the location of the agency, within its geographical scope. In 2002 the agency 
respondedd to the decline in the demand for construction personnel by cutting back on the staffing of 
Germann workers. 

Inn recruiting and selecting new workers the agency's main criterion is a worker's motivation to work in the 
constructionn industry. The majority of the agency's temporary workers holds low skills and is typically 
employedd at jobs requiring manual labor. These are often the jobs that are done by German workers. 
Workerss with intermediate and high skills are employed at jobs that usually offer more employment 
stabilityy with chances to be hired permanently. When a job at a client firm requires higher skills than held 
byy the incumbent agency worker then the agency will search for a higher-skilled replacement worker. In 
generall client firms rarely ask for certificates or other proof of a worker's experience or skill levels. The 
agency,, however, will check references in order to assess a worker's experience. 
Thee NBBU employer association, of which this agency is a member, has similar entitlements for training 
accesss laid down in its collective agreement as the ABU. The agency sends out a letter to each agency 
workerss qualifying for a training needs assessment. The agency reports that actual training need among 
low-skilll job-site personnel appears to be low: these workers prefer to spend time on the job instead of in 
school.. "If the agency worker feels no need to be trained then our responsibility ends there," the agency 
stated.. In certain situations training is provided in cooperation with a client firm, for instance if an 
inexperiencedd group of workers is temporarily employed. Here training is offered on demand of a client. 
Mostt training is directed at a worker's safety (the so-called VCA certificate). The actual training provision is 
organizedd by an affiliated unit of the agency. Training is financed through the NBBU training fund and by a 
mark-upp to be paid by the client firm. The latter affects the agency's competitiveness, as a result of which 
thee agency champions the view that "training cannot be too costly". If a worker receives training that 
directlyy improves his or her employability then a pay-back clause is included in a worker's employment 
contract:: if a worker leaves the firm prior to the end of the contract he or she has to pay back (part of) the 
trainingg costs. If a client firm wishes to permanently hire an agency worker who has received training, an 
additionall amount is added to the general costs involved with hiring a temporary worker. 

Boxx 4.3 

Thee personnel lease firm 
Thiss personnel lease firm exemplifies the odd one out: it is part of an internationally operating temporary 
workk agency but has specialized itself in permanently employing construction workers for temporary jobs. 
Three-quarterr of the 350 employees actually has a permanent contract. The remaining 90 people have a 
contractt for up to six months. All workers are covered by the building trades collective agreement. For 
manyy workers coverage by this agreement is one of the perks for joining the firm. Ninety percent of all 
employeess is a certified, journeyman carpenter. The need and desirability for worker training is identified 
andd discussed by the agency and its worker. This may lead to placement of a worker in a craft training 
programm or an apprenticeship. Because the firm has long been considered a temporary work agency by 
thee industry's national body for training and education (LOB) accreditation for BBL training programs has 
longg been suspended by the LOB. Since fall 2002 the firm is seen as a subcontractor and allowed to 
organizee BBL apprenticeships by offering training-employment contracts. Apprenticeship candidates are 
offeredd a six-month employment contract that provides the agency with time to assess the candidates' 
aptitude.. Eventually, the training-employment contract is signed between the agency worker, the agency 
andd the training provider. As with the ABU-member agency from Box 4.1, the personnel lease firm 
encounteredd difficulties in finding construction firms where BBL apprentices can acquire work experience. 
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Inn addition to the apprenticeship programs, the firm offers the so-called section 35B courses as laid down 
inn the building trades collective agreement. Because worker training entitlements are part of the building 
tradess collective agreement no pay-back clauses apply to apprenticeship nor craft training. 
Thee firm has weak ties with the temporary work agency, part of the same international concern as the firm, 
thatt specializes in construction personnel. The temporary work agency however, does not offer training at 
alll and functions as an intermediary between an agency worker and the personnel lease firm. The 
principall motive for the firm to offer training programs evolves from the building trades collective 
agreementt and the fact that the firm acknowledges the need for continuous worker training. In the past 
manyy workers left the firm because training was not offered at intermediate and higher levels. Since late 
20022 the number of employees has decreased from 450 as a result of market decline. Or as the 
interviewedd agency representative stated "in times of a market downturn we are the first to feel the bite". 

Inn all three cases regulation through a collective agreement creates a framework for 
firmss to provide worker training, whether or not they are employed as a temporary 
agencyy worker. This is consistent with traditional worker training in the 
constructionn industry. Actual training provision seems to be dictated by the 
demandd from the market and the need for and willingness of a firm to meet that 
demand.. The cases also show, to different extents, how firms address variation in 
workerr demand, from skill shortages to workforce redundancies. In sum: resources 
providee an agency with the time to develop skills, but skill development alone is 
tooo time consuming for an agency to survive in the spot market for labor. 

4.5.22 The United States 

Ass described in section 4.4.3 unions are the traditional providers of apprenticeship 
andd craft training in the U.S. construction industry. However, with respect to 
trainingg for flexible workers such as temporary agency workers and day laborers 
unionss play a passive role in terms of training provision. This stance has evolved 
fromm the defensive strategy of unions vis-a-vis temporary agencies in the 
constructionn industry. The following sections will describe the various training 
alternativess for flexible construction workers. 

4.5.2.11 Union Strategies 
Sectionn 4.3.3 illustrates the general union responses to the growth of temporary 
agencyy work in the construction industry. With respect to the provision of worker 
trainingg unions have not developed a specific strategy. Rather, training programs 
aree part of what unions consider to be their competitive edge: providing 
constructionn firms with skilled workers. High skill levels yield high union wages 
andd benefits, which should attract workers to the unions. As such the strategies to 
organizee temporary agency workers do not differ from those aimed at nonunion 
jobb sites in general. In order for a temporary agency worker to join a union, he or 
shee has to quit the agency job. While sometimes agency workers may be employed 
att a union job site through subcontracting, the general is that a temporary agency 
workerr cannot be a union member. The AFL-CIO's agenda for low-skilled 
temporaryy workers stresses the need for these workers to get access to 'high road' 
employment.. The relatively littl e success in organizing temporary agency workers 
suggestss that few agency workers have obtained access to construction union 
programs. . 
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4.5.2.22 Strategies by For-Profit Labor Market Intermediaries 
Thee results from interviews with representatives of temporary agencies and day 
laborr programs, as well as with nonunion training coordinators provide mixed 
resultss in terms of training enridements for flexible workers. A distinction 
shouldd be made between low-skill and high-skill agency workers. Temporary 
agenciess that specialize in low-skill, low-pay labor are generally reluctant to 
investt in the skills of their workers, besides providing basic safety instruction. 
Suchh instruction may take fifteen to sixty minutes, depending on a worker's 
experiencee or the agency's policy: 

"Basicallyy we teach our men to say 'no' to a contractor if a job is too 
dangerous.. When a new group of workers is sent to a jobsite I join them to see 
iff  they can handle the job, know how to work right. It's not that you grab a 
pickk and start digging." (Manager, Construction staffing firm 'H*) 

I ff  a client-firm wishes to continue its business with the agency either the same 
workerr wil l be sent out or, if the job requires additional skills the contractor can 
hiree a new worker from the agency. For these agencies there is no apparent 
needd to train workers, especially because of the limited range of skills that are 
required.. Training is no prerequisite for these agencies to stay in business. As 
managerss at two agencies phrased it: 

"Wee don't provide training, that's not our niche. Our selling point is the 
straightforwardd supply of manual labor." (Manager, Construction staffing firm 
'D') ) 

"Wee don't train, that's what schools are for." (Manager, Construction staffing 
firmfirm TO 

Agenciess view experience gained through learning-by-doing as a valuable skill, 
althoughh other contractors may have a hard time acknowledging these 
(intangible)) skills: 

"I ff  a worker is trainable, we'll do our best to train him. We'll send an 
experiencedd worker with him who will teach him skills on the job. Ten to 
twentyy percent of the people that stay with the agency are trained like this. We 
believee this is the best way to train someone. Once they got more skills, they 
mayy be hired [permanently] by contractors." (Manager, Construction staffing 
firmfirm 'HO 

Inn the course of 2000 a temporary work agency with about 80 locations across 
thee country, introduced two pilot-projects (in Connecticut and New York 
State)) offering free craft training programs. In order to qualify for participation, 
aa worker was required to have worked a minimum of 1,200 hours with the 
agency.. The training curriculum was set by the ABC, and the acquired skills 
weree registered with the NCCER. Because of the latter, a worker could, upon 
completionn of the program, carry the skills out of state where these would be 
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recognizedd by other employers. The program has been discontinued, according 
too the agency due to financial difficulties. 
Otherr temporary work agencies have developed relationships with local 
trainingg providers or employment development departments and reimburse 
workerss for courses and exams. Typically those agencies focus on intermediate 
andd high-skill temporary employment: 

"Peoplee can improve their skills through community colleges. And we will 
reimbursee them for all costs." (Job coordinator, Construction staffing firm 'E") 

"Wee don't train workers ourselves, but have strong ties with 'help 
organizations'' here, such as the EDD [Employment Development 
Department]]  and the Work Investment Board." (Manager, Construction 
staffingg firm '&) 

Whilee temporary agency workers are almost exclusively dispatched to nonunion 
contractors56,, nonunion contractors' associations such as ABC have not 
designedd a distinct training policy for these workers. Individual contractors are 
thereforee left to decide whether a temporary agency worker needs training and 
whetherr or not the contractor wants to share in the training expenses. Typically 
contractorss are reluctant to invest in the skills of agency workers. Although, as 
onee open-shop training coordinator stated, temporary work agencies could 
recoupp train costs by demanding higher mark-ups for higher skilled workers, 
agenciess often cite cost-efficiency as a reason not to train. 

"I ff  the temp agency is serious about training [a temporary agency worker] I 
cann quickly calculate the costs and show them that they can earn back the 
trainingg costs. Easily. (...) Occasionally a [temporary agency] worker decides to 
gett training, he'll come to the [training] center and pays for the training 
himself.""  (Director, ABC training center, Hayward) 

Cost-efficiencyy is a frequendy offered justification for their failure to invest in 
thee skills of a temporary worker. In addition, temporary agency representatives 
seee training as the responsibility of external training institutions. Some 
temporaryy work agencies appear not be convinced by the idea that training wil l 
enablee them to place higher skilled workers who wil l subsequendy bring a 
higherr markup for the agency. For the short term, the rationale not to train 
theirr workers may be beneficial to temporary work agencies. However, the 
currentt scarcity of qualified tradesmen in parts of the U.S. construction 
industryy should force labor market actors to consider (stepping up) training 
investments.. In the meantime, temporary workers with low or no skills seem to 
bee stuck in short term, low wage work with hardly any access to training 
programs. . 

566 Occasionally, as a result of subcontracting, temporary agency workers are employed at 
unionizedd jobsites. 
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I nn the open-shop segment of the industry, contractors tend to permanendy 
employy high skilled craftsmen, a core of workers that is supplemented when 
necessaryy by a ring of more temporary workers. Nonunion construction 
workerss rely on less well-known open-shop training programs, organized by 
contractorss associations such as the ABC. It is unclear to what extent these 
programss address the training needs of temporary workers, who essentially 
operatee in nonunion construction work. What is clear, though, is that 
temporaryy work agencies that dispatch low-skilled and unskilled workers hardly 
providee any training to these workers. 

4.5.2.33 Strategies by Non-Profit Intermediaries 
AA gamut of community- and faith-based organizations, unions and worker 
advocacyy groups, and other grassroots organizations supporting the cause of 
dayy laborers and other (low-income) flexible workers has mushroomed over 
thee past decade. The National Campaign for Jobs and Income Support, the 
Nationall  Alliance for Fair Employment, and the National Employment Project 
aree three of the most visible organizations providing local organizations with 
legall  resources, policy research and technical assistance. 

Throughh their activities and campaigns organizations try to influence the 
nationall  and state policy agenda in favor of low-income communities, mostly 
aimedd at improving worker rights and working conditions. At the local level 
manyy day laborers who are organized in day labor programs are mainly 
concernedd with housing, clothing, and food. A decent pay, health care and safe 
workingg conditions come second. Skill training is not on the short list of 
priorities.. In many cases undocumented immigrant day laborers need 
protectionn against harassment by the police and neighbors. If these safeguards 
aree built in, instruction on occupational safety and hazard and language courses 
cann be offered. Some programs (such as the one in San Francisco) go as far as 
assistingg workers in entering classes at community colleges in order to acquire 
work-relatedd skills. Local efforts to create access to (public) training programs 
havee been somewhat successful, but often includes all kinds of low-income 
workers,, not necessarily limited to flexible workers. 

4.5.33 Summary 

Staffingg agencies do not necessarily have to train their employees in order to 
makee them all-round workers since they are initially employed to perform a 
particularr task. After completion of that task, a contractor may hire the same 
worker,, or, if this worker is not capable of performing that task, hire a new 
workerr from the temporary agency. In the construction industry agencies may 
choosee to include training provision as one of its strategies to attract and retain 
workers,, particularly when labor is scarce. Not surprisingly, training costs 
appearr to be the major barrier for firms to invest in the skills of flexible 
workers.. Even if costs can be partly recouped (through payback clauses or 
higherr mark-ups) or pooled (through collective agreements) firms are hesitant 
too train. Ample resources, as one of the Dutch cases illustrates, may enable 
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firmsfirms to overcome the financial barriers. Without such preconditions, training, 
iff  provided, may be limited to trainable workers. 

4.66 Discussio n 

Thiss chapter presents us with a range of different outcomes in terms of the 
provisionn of training for flexible construction workers. The main differences 
betweenn the two countries seem to be rooted in the degree to which training in 
thee industry is made available to workers by (one of) the social partners (the 
rolee of associations) and the extent to which temporary agency work is 
legislatedd and/or regulated (the role of the state). 

Givenn the inclusive nature of strategies of the social partners in the Dutch 
constructionn industry, it does not come as a surprise that training is made 
availablee through the industry's collective agreement for several flexible worker 
categories.. There is no clear-cut evidence about the extent to which this 
categoryy of temporary agency workers actually participates in training 
programs.. However, in general, workers at large construction firms are the 
oness that actually participate in the training programs. With three out of four 
firmsfirms employing fewer than 10 workers, the majority of all construction firm 
missess out on training. The FNV union probably makes an educated guess, 
assumingg that mainly large contractors offer training for journeymen employed 
throughh temporary work agencies. 

AA second training avenue for Dutch flexible construction workers follows 
fromm the liberalization of temporary agency work in the construction industry, 
andd the legal and regulatory incentives (i.e. flexicurity legislation and the 
temporaryy work industry's collective agreement). Several major temporary work 
agenciess have introduced industry-approved apprenticeship programs and craft 
trainingg for journeymen in order to keep agency workers employable. Because 
thee training programs were set up under tight labor market conditions, agencies 
hadd difficulties attracting apt workers, a problem that has characterized the 
entiree construction industry over the past decade and that also finds a cause in 
thee declining appeal of construction work for school-leavers. Probably because 
off  the eagerness with which agencies have entered the market for temporary 
constructionn personnel, training strategies have not proven sustainable. 
Screeningg and selecting procedures were revised in order to improve the quality 
off  the inflow just prior to a market decline. As a result, inflow problems may 
havee been addressed, but agencies are now faced with a drop in the demand for 
temporaryy agency workers. 

Inn the U.S. construction industry the unions, being the traditional training 
providerss in the industry, have played a different role than their Dutch 
colleaguess in responding to temporary agency work in the industry. The recent 
growthh of temporary agency work has been a union concern (in terms of wages 
andd working conditions) and subject to union strategies (denouncing agency 
malpracticess and organizing temporary agency workers). Union actions have 
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predominantlyy led to legal changes at the state level, addressing temporary 
agencyy work. In terms of large-scale organizing of temporary agency workers, 
andd with it creating access to worker training, unions have been less successful. 
Unionss have attributed part of this to the fact that agency workers are even 
moree mobile than regular construction workers, making it harder for unions to 
reachh agency workers. This is however not different from temporary agency 
workk in the Netherlands. A second cause for the 'gap' between unions and 
temporaryy agency workers can be traced back to the general dichotomy in the 
U.S.. industrial relations system between union and nonunion employment (see 
Chapterr 1). With nonunion contractors being the major users of temporary 
agencyy workers agency work has become synonymous with nonunion work, 
causingg tension between unions and temporary work agencies. The sharp 
distinctionn within union jobs between the various trades further adds to an 'us-
versus-them'' approach: a craft union serves the interest of its members. This 
likelyy obstructs a successful strategy to address the more macro problem that 
thee growth of temporary agency work poses for U.S. unions. Most temporary 
agencyy workers therefore continue to work outside the reach of unions. 

Trainingg is essentially being left to the discretion of temporary work 
agencies,, their client firms and the agency workers. The agencies that specialize 
inn manual construction labor tend to limi t the training efforts to worker safety 
instruction.. Typically these agencies attract the kind of worker that is primarily 
interestedd in a paycheck at the end of the day. These workers do not generally 
worryy about long-term career perspectives, which suits the minimum training 
strategiess of the temporary work agencies. Agencies that temporarily employ 
intermediatee and high-skill workers to construction firms tend to invest more 
inn the skill levels of their workers. This skill-bias of worker training is a general 
traitt of a firm's investment decision (see also Chapter 2) and temporary work 
agenciess are, in this respect, no different from any other firm. 

A nn institutionalized social dialogue, with outcomes reflected in collective 
agreements,, both in the construction industry and in the temporary agency 
workk industry, can create incentives for employers and agencies to provide 
trainingg for flexible construction workers. However, these (Dutch) 
preconditionss are not a guarantee that actual training takes place, even when 
agenciess can pool training resources and reduce financial risks through the two 
industryy collective agreements. The trainability of workers, the availability of 
firmsfirms that offer work experience (the practical component of apprenticeship 
programs),, and the willingness of firms and agencies to spend time on training 
aree crucial in realizing training programs. Much of this is determined by the 
naturee of (the work in) the industry. Without these preconditions, as is the case 
inn much of the U.S. construction industry, temporary agency workers are cut 
offf  from avenues to union-provided training and have to rely on the willingness 
off  the nonunion contractor or the agency to invest in his or her skills. In this 
studyy I found littl e evidence that points in the direction of large-scale training 
programss for flexible workers initiated either by construction firms or 
temporaryy work agencies. In cases where agencies do offer training, these 
programss are skill-biased, leaving most of the low-skill workers without the 
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meanss to address their predicament. The absence of union involvement in the 
domainn of temporary construction work exacerbates the position of low-skill, 
low-payy agency workers. 
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