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Preface

Technology can present itself, according to the contexts, as a vector 
that fuels trends towards a polarized economy, in which institutions 
are weak (or even absent) and social protection (work, environment, 
welfare state) are retrenched or even cancelled. But it can also show 
itself as social and industrial progress in which innovations are put 
at the service of the well-being of the community as a whole, thanks 
to the governance of the technological revolution by the institutions 
at different levels, and thanks to the agreement between political and 
social actors aiming at the good of the common interest. If not gover-
ned, technology can however produce speculative bubbles and foster 
processes of dualization of the labour market and exclusion from the 
labour market, something that we can already glimpse at today. 

Technology can produce enormous fortunes for a small handful of 
large corporations by generating asymmetries of both economic weal-
th and political power that are dangerous for social cohesion and de-
mocratic stability. Conversely, the governance of the technological re-
volution should on the one hand take into consideration active labour 
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policies, to reinsert those in need of retraining into the labour market 
and to connect training courses to employees to foster labour market 
outcomes of young people; on the other hand, it should design new 
forms of protection for all the social groups who cannot access such 
markets, thus creating the right conditions for technological develop-
ment to be a vector of progress for the majority of the population. 

Rediscovery of the role of the public actor in industrial policies; 
agreement between the actors; the centrality of human capital for a 
new development paradigm is the three elements that can represent 
an opportunity not only for industrial but also for social progress. The 
aim of the meeting is to focus on the proposals that can help rethink 
active labour policies to favour the matching between supply and de-
mand and build a less polarized and more inclusive labour market. 
But it may be equally necessary to redefine work relationships among 
employers and employees to improve the quality of work. In this sen-
se, what good practices can we look at? How should we rethink the 
protections for the most fragile and marginalized actors in the labour 
market?

To answer these questions, on the 12 and 13th November 2021, Fon-
dazione Giangiacomo Feltrinelli has organised two days of workshops 
and debates which involved young researchers coming from different 
European countries. This occasion has allowed young researchers to 
discuss the themes of the industrial policy (and industrial relations) 
and the active and passive labour market policies, through 5 thematic 
working groups: co-determination of workers in corporate governan-
ce, enhancement of the competence centres for scientific innovation, 
reform of employment services, knowledge districts to connect trai-
ning and the labour market, modular basic income or/and guaranteed 
job plans. 

The following pages represent the heritage of that very public ini-
tiative, the Feltrinelli Camp Next Generation Labour.

The following epub will detail the substantive results of each wor-
king group through a thematic essay that describe the context and the 
challenges in each of the 5 policy fields, as well as a report which de-
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tails the outputs produced by each working group, containing sugge-
stions about possible reform paths that we deem deserving of entering 
in the public debate around these themes.
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Introduction 
Ivana Pais, Università Cattolica

In the now flourishing literature on the pandemic emergency, there are 
frequent references to the current crisis as an unprecedented event. It 
is an accurate observation, although not in reference to the specific 
characteristics of this event: as it has been sharply pointed out by Rob-
ert Boyer1, within capitalism, economic crises repeat themselves but do 
not look alike. The peculiar trait of this crisis is that it was not caused 
directly by reaching the limit of a socio-economic regime unable to 
ensure the condition for its long-term reproduction. The “freezing” of 
the economy was established to face the health crisis. The consequent 
recession, besides its evidently dramatic traits, presents new aspects 
that can be seen as game changers. Francesco Ramella defined this 
constellation of events as a “critical juncture,” referring to “historical 
moments of relative structural indeterminacy, in which mechanisms of 
reproduction of path-dependency weaken. There are periods in which 

1 Robert Boyer, Les capitalismes à l’épreuve de la pandémie, La Découverte, Paris 
2020.
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the bonds with the past loosen up, while possibile choices multiply.”2 
While all attention is focused on the analysis of accelerating factors of 
tendencies that are already in effect, there is only scarce elaboration of 
the opportunities of agency opened up by this situation.

It is in this framework that Scenario Open Lab places itself, a pla-
tform for the encounter and debate between academia, and social and 
political actors on possible scenarios that interest economics, politics, 
work, and sustainability in the territories, to the end of finding actions 
and initiatives that different actors could undertake to shape up desi-
rable futures. The research path Uomo-Macchina (human-machine), 
achieved through three seminars as well as thematic workshops on 
the occasion of the Feltrinelli Camp Next Generation between June 
and November 2021, has focused in particular on the relationship 
between technological transformation and the job market. 

The results, which you will find summarized in the next pages, ac-
count for the tension between the analysis of long course tendencies 
and the practice of identifying risks and opportunities opened up by 
the pandemic.

At the first level, the text opens with a reference to the “big trans-
formation,” implicitly recalling Karl Polanyi’s3 proposal for the analy-
sis of the relationship between economic and contemporary society. 
The seventy years that separate us from the end of the World War 
II have been characterized by two long periods of a little over thirty 
years, each marked by highly divergent developmental models. The 
first one, inspired by Keynes’ theory of economics and by Beveridge’s 
social theory, has known a relevant intervention on the part of the 
State, finalized to keep a good balance between market relationships, 
to internalized their costs and benefits, and to guarantee cohesion and 
consensus necessary for a long growth period. The so-called glorious 
Thirties were followed by another period, influenced by neo-liberal 

2 Francesco Ramella, Tutto merito di Draghi?, Il Mulino, 20 dicembre 2021 https://
www.rivistailmulino.it/a/tutto-merito-di-draghi.

3  Polanyi K., 1974, La grande trasformazione. Le origini economiche e politiche della 
nostra epoca, Einaudi (ed or. 1944)
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theories, which reacted to the excesses and failures of the previous 
period, with a drastic reshaping of the interventionist state and the 
affirmation (ideological and practical) of markets an self-regulating 
tools, not only for economic allocation, but for social and political 
regulation. It is a model that was shaken by the subprime mortgage 
crisis in 2008, although it had not questioned the neo-liberal setup, it 
is still dominating on the eve of the COVID-19 pandemic, despite the 
evident difficulties it already suffered from.4 If the times are not yet 
mature for an analysis of the impact of the current situation, the re-
turn to an intervention of the State in the economy is now evident. Its 
dialectical counterpart is the capitalism of platforms, as they emerge 
strengthened by the crisis. Implications have to do with social coa-
litions. During the glorious Thirties Taylorism-Fordism spread out 
-- characterized by alliances among mega industrial firms and their 
stakeholders (work included). The organizational network model and 
the revolution of actionists of the second period favored a coalition 
between investors and managers. The platform model of the 21st cen-
tury, in his own terms, is predicated on the alliance between investors, 
platform owners and consumers that work, often implicitly, as a coa-
lition against the organised labour.5 

These coalitions, and their relative tensions, act as a backdrop to 
the analysis of the current transformation and the prefiguration of the 
scenarios outlined in the context of Scenario Open Lab.

Before leaving the reader to the policy proposals advanced during 
the labs, starting from the analyses of international level best practices, 
it could be useful to underline some dimensions that are transversal to 
different fields of investigation, that are thought of as if emerging with 
bigger strength in response to the pandemic.

4  Giancarlo Provasi, Dai Trenta gloriosi all’affermazione del neoliberalismo: forme 
di integrazione e grandi trasformazioni, in “Stato e mercato”, 116, agosto 2019, pp. 
175-212.

5  Rahman, K.S., Thelen, K. (2019). The Rise of the Platform Business Model and the 
Transformation of Twenty-First-Century Capitalism. Politics e Society, 47(2), 177–
204. https://doi.org/10.1177%2F0032329219838932.
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The first dimension has to do with the very relationship between 
public and private. The report analyzes the role of employment servi-
ces in the adaptation of labour policies -- active and passive -- to the 
occupational emergency dictated by the pandemic and, in particular, 
by periods of lockdown. Proposals move in the direction of a mixed 
policy that gives value to the interdependence between actors, and 
that abandons traditional rigid categories of distinction between car-
riers of needs to offer a response to the so-called “grey area” that the 
crisis has contributed to expand.

The second, and perhaps most evident dimension, applies to all 
things digital, a dimension that is now transversal to each policy and 
at the center of the intention of transformation conveyed by the com-
petence center and digital innovation lab.  

Lastly, what is possibly the most unexpected aspect of the current 
transformation pertains to the attention to dynamics of proximity and 
territorial rooting of policies. In this respect, it is important to point 
out the proposal for the widening of logics of co-management to step 
outside of business borders and create hybrid processes with partici-
pation mechanisms at a local level. A similar reflection pertains to the 
definition of productive areas for the job market and for knowledge 
districts. This is a direction that interrogates which can be the “col-
lective local goods” that are worth investing to sustain this new and 
hoped for season of dialogue between labour policies and policies of 
local development.
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All we need is will
Making the education system more re-
sponsive to labour market necessities

 Niccolò Comerio, LIUCC

In an era where technology is moving at an increasingly fast pace, 
many jobs are doomed to disappear while others to radically tran-
sform or to be born from scratch. For policy makers, business leaders, 
and workers themselves, these shifts create considerable uncertainty, 
alongside the potential benefits.

In this context, “Skill shortage”, “Skill gap”, and “Skill mismatch” are 
three of the most predominant phenomena which nowadays affect the 
job market. 

• Skill shortage typically refers to a skills-related labour market 
shortage (thus a quantitative discrepancy), so when the demand 
of skills exceeds the supply of available people with those skills at 
market clearing wage rates (Cedefop, 2015). This shortage repre-
sents a potential source of aggravation to firms and, when acu-
te, it is likely to hamper the quality and quantity of their output. 
The coexistence of high unemployment and unfilled vacancies 
is indicative of the declining matching efficiencies in the la-
bour market (European Commission, 2014). Furthermore, the 
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demographic change is also often a cause of skill shortages: in 
several countries, population (and labour force) is decreasing, 
and it is becoming much older on average.

• Skill gap is defined as the instance whereby the skill levels of 
the existing workforce in a firm are insufficient to meet the 
requirements of their current job (Mc Guinness & Ortiz, 2016). 
To avoid any incorrect use, it is important to highlight how the 
term “skill gap” refers only to qualitative skills deficiencies in-
ternal to a firm, without including the shortages in the external 
labour markets.

• Skill mismatch is an excess or deficit of qualifications or skills 
possessed by individuals (thus a qualitative discrepancy), rela-
tive to the skills required by the job they hold (Cedefop, 2012). 
This phenomenon affects two out of five employees in the 
OECD countries and 1.3 billion people worldwide, imposing a 
6% annual tax on the global economy in the form of lost labour 
productivity (Boston Consulting Groups, 2020). With a focus 
on the European Union, 39% of adult employees are over-skil-
led and trapped in low quality jobs; furthermore, 4 out of 10 
companies have difficulty in finding people with the right skil-
ls, while unemployment rates peaked (Cedefop, 2018). Lastly, 
according to a recent study conducted by the McKinsey Global 
Institute (2017), a percentage between 3 and 14 percent of the 
global workforce will need to switch occupational categories 
by 2030, with the risk of amplifying the existing skill mismatch 
phenomena. 

The inefficiencies mentioned above are, in part, the result of (i) not 
effective cooperation between the private sector and education au-
thorities in the design of educational programmes and (ii) the lack of 
firms’ willingness to support the so-called “lifelong learning” process 
of their employees. In details: 

1. Several of the current curricula are characterized as relics of a 
past industrial era (Robinson, 2011), and they consistently fail 
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to endow students with the required skills of the modern eco-
nomy, such as learning, creativity and innovation, digital lite-
racy, and life and career management skills (Trilling & Fadel, 
2009). In fact, if hard and technical skills are subject to rapid 
obsolescence, the combination of an adequate set of soft skills 
and the ability to constantly learn new skills can represent one 
of the viable alternatives. Therefore, a model of human-capital 
development based on standardised education and one job for 
life cannot work in today’s world, which requires a continuo-
us updating of the competencies. With the aim of developing a 
more human-centric approach, the educational systems from all 
over the world are required to continuously update their educa-
tional paths, by ensuring a better matching between the poten-
tial of workers and the actual (and future) jobs (Flisi et al., 2017).  
In order to successfully achieve these goals, it is important to 
enhance the joint efforts between firms and education authorities: 
however, only few companies were found to effectively coopera-
te with higher education institutions in designing their curricu-
la and study programs or in recruiting their graduates (Cedefop, 
2015).

2. As emphasized by the European Commission, the workplace is 
crucial to continue the individual skill development (Cedefop, 
2015), together with learning motivation and attitudes of indivi-
duals (Candy et al., 1994). However, the proportion of EU citizens 
aged 25 to 64 who participate in education or training in the 2020 
was equal 9.2%, below the target set more than 10 years ago of 
15% (Eurostat, 2020). Denmark, Finland and Sweden stood out 
from the other EU Member States, while the percentage in Italy 
(7.2%) was below the average. 

Other than the technological innovation, the ripple effects of cli-
mate change are likely to be a further challenge of the 21st-century, 
resulting in pervasive socio-economic consequences for almost all the 
countries across the world, which are called to change the way of 
producing goods by pursuing sustainability and positive society-wide 
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benefits. This transition will lead to further changes in labour demand 
and supply, both between and within economic sectors: new skills (the 
so-called “green skills”), profiles and qualifications will emerge, thus 
making more urgent to develop an effective and responsive education 
and training system. Such skills development programs must be not 
only reactive, but can represent important drivers of change themsel-
ves, accelerating the green transformation (Auktor, 2020).

Lastly, the Coronavirus continues to spread around the world and 
new variants keep popping up: this is going to exacerbates the exi-
sting trends, especially in the case of technological evolution and di-
gitalization. Besides, school closures due to the COVID-19 resulted 
in increasing inequalities and learning losses: as a result, education 
has changed dramatically, with the distinctive rise of remote learning 
systems. On one side, research reveals that this approach can incre-
ase the retention of information and take less time, suggesting how 
these changes may be here to stay. On the other side, one of the most 
evident limitations of emergency remote learning is the lack of per-
sonal interaction between teachers and students. Furthermore, not all 
the skills, especially the most practical ones, are deliverable through 
remote modalities for many occupations, with adverse consequences 
in the short and longer term, in particular for the most disadvantaged 
population groups (ILO, 2021). 

In conclusion, the combination of digitalization, climate change and 
the pandemic will require an unprecedented collaboration between 
public and private sectors, and it becomes fundamental to take this 
moment of disruption as an opportunity to review our development 
(and educational) models. 
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Report “Knowledge districts to  
connect training and the labor  

market”

Title

Lifelong mentoring and continuous adaptation to change: a policy 
scheme to overcome young unemployment rate and easy the transi-
tion toward the labour market

Objective

Define a policy scheme able to support the school-to-work transi-
tion and to avoid the unemployment trap for the youth considering 
technological and green transition.

Description

The proposal consists of a continuous process of mentoring of the 
youth along their school and university careers. Three phases are 
identified:
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1. 1. The passage from lower secondary education level (ISCED 2, 
the “middle schools” in Italy) to upper secondary education level 
(ISCED 3, the “high schools”).

2. 2. The passage from secondary/compulsory education to the la-
bour market or to the post-secondary education, both non-ter-
tiary (ISCED 4) and tertiary (ISCED 5-6).

3. 3. The passage from tertiary education (ISCED from 5 to 8) to the 
labour market.

Actions

1. 1. Provide continuous training and orientation activities during 
each transition phase by means of dedicated hours and job fairs.

2. 2. Enrich the school curricula adding both transversal skills re-
lated to technological and green transitions, and soft skills. Such 
soft skills should regard the ability to develop meta-competences, 
for example to write a CV, to face a job interview, to present, and 
to be able to “survive” in the labour market.

3. 3. Orient research and hiring at the university according to 
subjects able to address green and technological transition. 

4. 4. Create transversal innovation hubs at the universities, which 
are able to provide transversal green and digital skills, indepen-
dently from the discipline studied.

5. 5. Create laboratories for students to address the challenge of cli-
mate change, renovation, rebuilding infrastructure. 

Synthesis of the chosen proposal

The proposal is meant to preserve universal access to labour market 
for students independently from their level of education, family and 
geographical origin. This issue is of particular importance with the 
aim of avoiding proposals which would increase inequalities. 
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However, the proposal is meant to value local knowledge by me-
ans of creation of interactions with local actors. For this reason, the 
dual vocational training German model might not be the most apt but 
should be taken into account and reinforced.

Implementation

Activate a multilevel engagement: table of the minister for econo-
mic development, minister of labour, minister of education should re-
present the three sources of financing. 

National institutions of public and labour policy should be 
engaged to:

• Monitoring the labour market
• Understanding the future needs of companies
• Help in planning and coordinate the actions

Regional level of monitoring enacted by local statistical offices.
Use competence centres to train firms and companies as well.

President of the table

Maria Enrica Virgillito

Rapporteur of the table

Niccolò Comerio

Participants

• Paolo Agnolin 
• Lorenzo Mascioli
• Marco Sforza
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• Lorenzo Cresti
• Alberto Marzucchi 
• Andrea Kalajzic 
• Cesare Benzi
• Adriano Ellena
• Tommaso Ramella

Introduction 

The combination of the fourth industrial revolution (“Industry 4.0”), 
digitalisation, globalisation and demographic change are transforming 
the labour market, raising new challenges for policy makers, and re-
quiring an unprecedented collaboration between public and private 
sectors. Just to mention few examples, we are witnessing an increa-
sing polarisation of opportunities between high- and low-skill jobs, 
unemployment and underemployment especially among young peo-
ple, stagnation of the household incomes, in particular in advanced 
economies, and growing skill gaps among workers.

Regarding this last point, the phenomenon of the so-called “skill mi-
smatch” (definable as the obsolescence of people’s skills) affect two out 
of five employees in the OECD countries (Boston Consulting Groups, 
2020). In the European Union in particular, 39% of adult employees 
are over-skilled and trapped in low quality jobs, while 4 out of 10 
companies have difficulty in finding people with the right skills, while 
unemployment rates peaked (Cedefop, 2018). Furthermore, according 
to a study conducted by the McKinsey Global Institute (2017), a per-
centage between 3 and 14 percent of the global workforce will need 
to switch occupational categories by 2030, with the risk of amplifying 
the existing skill mismatch phenomena.

If hard and technical skills are subject to phenomena of rapid obso-
lescence, then the ability to constantly learn new skills (“learnability”) 
becomes fundamental, especially if combined with an adequate set of 
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soft skill, which are unlikely to be replaced by technological innova-
tion.  

Therefore, a model of human-capital development based on stan-
dardised education and one job for life cannot work in today’s world, 
which requires continuous competences updating. To develop a more 
human-centric approach, the educational systems from all over the 
world are required to continuously update their educational paths, by 
ensuring a better matching between the potential of workers and the 
actual (and future) jobs (Flisi et al., 2017).

In addition, the ripple effects of climate change are likely to be a 
further challenge of the 21st-century, resulting in pervasive socio-e-
conomic consequences for almost all the countries across the world, 
which are called to change the way of producing goods, in accordance 
with the circular economy principles. 

Lastly, the Coronavirus is going to exacerbates the existing trends, 
such as in the case of technological evolution, with adverse conse-
quences in the short and longer term, in particular for the most disad-
vantaged population groups (ILO, 2021).

Main challenges

Once described the context in which the Feltrinelli Next Generation 
Labour Camp takes place, the participants to the working group fo-
cused on their personal experiences and knowledge to highlight the 
main issues to be addressed in the process of development of the final 
proposal. Several challenges have arisen during this phase, to demon-
strate the complexity, as well as the importance, of this topic. 

• Skill obsolescence. In a highly dynamic environment such as 
the current one, hard skills are subject to phenomena of ra-
pid obsolescence. In addition, digitalisation and technological 
innovations contribute to accelerate these trends, thus further 
reducing the skills durability. Conversely, the impact of circu-
larity principles is unclear: the transition from linear to circu-
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lar economic models is supposed to mitigate the obsolescence 
of durable products and machineries, thus slowing down the 
obsolescence of skills. As a result, it is important to separate 
between hard and soft skills but also, more in general, between 
general and specific skills, with the former group to be prefer-
red in the educational system.

• The role of SMEs. Italy is characterized by a plethora of small 
and medium enterprises (SMEs). This fragmentation represents 
a serious threat in contexts of digital transformation, since a 
small company on its own is not likely to support high level 
of costs to introduce innovations. Furthermore, in SMEs the 
willingness to innovate is strongly dependent on the proactive 
behaviours of the owner families. In addition, the Italian SMEs 
are not able to successfully forecast the future trends and mar-
ket opportunities. In other countries, such as the US, companies 
use to externalize these studies to consulting firms. Or even, in 
Germany, the Federal Ministry for Economic Cooperation and 
Development is directly involved in helping enterprises to an-
ticipate the future trajectories.

• Uncertainty about the success of green innovations. It is 
not always clear which innovation will be effectively successful 
and implemented in the future. The main consequence of this 
uncertainty is the inability to predict reasonably which skills 
will be required to support the green transition. Therefore, the 
main dilemma is to understand if it is necessary to invest in 
more durable skills.

• Advantages and disadvantages of the dual system. The 
dual systems, typical of Germany and Austria, is more oriented 
towards the labour market, thus representing an interesting 
way to improve the Italian system. However, such system is 
characterized by both pros and cons. First of all, from many 
points of view it is considered too bureaucratic: in fact, a bu-
reaucratic model is based on rigid policies and procedures that 
must be followed, thus not making it suitable in highly inno-
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vative environments, which require a quicker update of the le-
arning paths. Another potential disadvantage is represented by 
the so-called “mini-jobs”. This term was coined in Germany to 
describe a form of marginal employment that is generally cha-
racterized as part-time with a low wage (around €450 according 
to the last data, exempting them from income tax). Employees 
that are already in a main employment that is subject to the 
payment of social security contributions are also able to have 
one mini-job in addition (no more than one). It is important to 
highlight that mini-jobbers are covered by a pension insurance 
and they have the same labour rights as full-time employees. 
If this model is imported in the Italian job market, it will be 
important to aim at high-quality jobs, both in the sense of eco-
nomic and non-economic aspects, such as the labour market 
security.

• Perceptions of technical and professional training. If the 
idea is to take inspiration from the dual systems, it becomes 
fundamental to improve the people’s perceptions of technical 
schools, which are often considered less prestigious compared 
to “licei”. Therefore, investments are required to modify this 
image in people’s minds, especially if parents influence the 
choices of their children.  

• Increased responsibility for all the actors involved in the 
educational path. All of them must be directly involved in 
the development phases of the training courses (as in the case 
of the “alternanza scuola lavoro”, which will not be considered 
anymore as sort of “burden” from the point of view of enter-
prises). 

• Younger versus older generations. While in the latter case is 
higher the risk of skill obsolescence, the youngest workers are 
more exposed to phenomena of underskilling and/or overskil-
ling during the transition to the labour market. Consequently, 
different approaches must be adopted.  
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• Social inequalities and learning paths. It is not always easy 
(and affordable) to shift from one career path to another once it 
has started, especially due to the cost to be borne. Furthermore, 
the rising social inequalities make things even worse, exacerba-
ting the risks of divisions and hampering economic and social 
development. For this reason, the proposal is meant to preserve 
universal access to labour market for students independently 
from their level of education, family, and geographical origin.

Key elements of the proposal

The proposal consists of a continuous process of training and men-
toring of the students along their school and university careers. In 
details, three crucial phases are identified:

1. The passage from lower secondary education level (ISCED 2, the 
“middle schools” in Italy) to upper secondary education level 
(ISCED 3, the “high schools”).

2. The passage from secondary/compulsory education level to the 
labour market or to the post-secondary education, both non-ter-
tiary (ISCED 4) and tertiary (ISCED 5-6).

3. The passage from tertiary education to the labour market.

A common thought among the participants to the working group 
is the importance of providing differentiated notions in these three 
phases, as the needs change with the age changes. In concrete terms, 
during the last year of both the middle school and the high school, 
students must be made more aware of the future of the job markets 
and of all the courses offered by the next step of the education system 
(for example, differences between professional schools and “liceo”, or 
between universities and ITS, “Istituti Tecnici Superiori”). Conversely, 
during the upper secondary education level we propose to enrich the 
school curricula adding both transversal skills related to technological 
and green transitions, and soft skills. Such soft skills should regard 
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the ability to develop meta-competences, for example to write a CV, 
to face a job interview, to present, and to be able to “survive” in the 
labour market.

In addition, within the educational system it is almost undeniable 
the central role played by the universities, which are leaders in edu-
cation, research, and technology. Therefore, this proposal includes the 
idea of creating transversal innovation hubs in all the Italian univer-
sities, to provide transversal green and digital skills, independently 
from the discipline studied. Besides, the development of laboratories 
for students to address the challenge of climate change, renovation 
and rebuilding infrastructure will contribute to raise their awareness 
about these issues. Lastly, to further enhance the green and techno-
logical transitions, research projects which address those topics are 
supposed to obtain additional funds by means a sort of reward mecha-
nism. 

Implementation of the proposal

To ensure the success of the proposal, which is complex but also 
ambitious at the same time, it is important to active a multilevel enga-
gement by encouraging the cooperation between three key ministries: 
Labour, Economic Development, Education and University. Further-
more:

1. National institutions of public and labour policy should be 
engaged constantly to monitor the labour market, especially in 
terms of necessary competencies and the existing skill gaps and 
mismatches, but also to understand the future needs of enterpris-
es. In this direction, the working group suggests the strengthen-
ing of the INAPP (“Istituto Nazionale per l’Analisi delle Politiche 
Pubbliche”), for example by increasing the number of researchers 
and the annual budget. 

2. Given the territorial (regional and provincial) specialisations and 
vocations, INAPP must cooperate with the regional statistical of-
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fices, which are required to understand the specific requirements 
of each territory. 

Thanks to the constant monitoring of the INAPP and the regional 
statistical offices, it would be possible to update the content of the 
training and mentoring courses, in order to meet market needs over 
the years to come. 
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Enhancement of Competence Centre 
for Scientific Innovation

Jacopo Cammeo

The concept of competence centre concerns public-private partner-
ships in which socio-economic actors, such as universities and com-
panies, operate to foster joint projects of innovation and experimental 
research “aimed at the realization, by the user companies, in particular 
of Small and Medium Enterprises (SMEs), of new products, processes 
or services (or their improvement) through advanced technologies in 
Industry 4.0 “, as defined by the Ministry of Economic Development 
(MISE) in relation to the eight national centres identified and coordi-
nated by the same ministry as of 2018. The idea was born in the wake 
of the experiences of European and extra-European countries, such 
as those of German and North American research organizations. One 
of the main theoretical contributions come from the studies of the 
knowledge economy, for example, the triple helix model of innovation 
where the dynamic interaction between academic, industry and go-
vernment are fundamental to promote innovation in society.

In Italy, the main role of national competence centres can be sum-
marized in three main points.
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• Facilitate knowledge communication and technology transfer 
between partners: the number of actors involved, the dynami-
sm of the relationships and the complexity of the issues to be 
addressed cannot be underestimated. This implies building an 
effective and efficient network.

• Organise recurrent training courses for companies and workers 
on the use of new products and process innovations: technolo-
gical innovation can lead to sudden paradigm shifts for which 
it is necessary to prepare the enterprises and their workforce.

• Coordinate high-level innovation projects: networking and 
training activities are aimed not only at the correct application 
of technologies but also, and above all, at encouraging the pro-
duction of innovative ideas.

From an operational point of view, each competence centre has its 
organisational structure which is jointly governed by public and pri-
vate partners; each centre has also physical offices with tangible ele-
ments, for example, laboratories to test prototypes and to allow po-
tential users to try out innovative solutions. Among the main issues 
addressed by the centres there are manufacturing 4.0 technologies, 
advanced robotics, cybersecurity, big data analysis. The establishment 
of the centres of competence, as well as the promotion of innovation, 
industrial research and experimental development, was carried out 
thanks to the investments made by the Italian government over the 
last three years (over 70 million €). These investments have achieved 
relevant results including the activation of 14 calls for companies and 
the financing of more than 140 innovation projects.

However, the need to implement the system of competence centres 
clashes with some endemic national problems, above all the low level 
of public and private investments in research and development. In ad-
dition, there are some peculiar problems of the centres that limit their 
functioning. 

First, the system of competence centres, although “young”, has 
shown some structural weaknesses: the lack of coordination between 
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entities, the lack of multidisciplinary skills within the centres, and a 
short-sighted outlook based on short-term results.

Second, a relevant problem concerns the ambiguous idea of tech-
nology transfer. This concept is mostly seen as a process of sterile 
passage of knowledge between research centres and companies, while 
it should be rethought through a larger perspective as an exchange ba-
sed on continuous interactive structures between business networks 
and research centres. In other words, the idea of someone who looks 
down on others and “transfers technology” is outdated and unsuitable 
for the current era of fast radical innovations, in which a continuous 
advancement of inventions is evident. 

The analysis of parallel case studies, for example German research 
institutes such as the Fraunhofer Institute or the Max Planck Society, 
suggests that, in this context, mutual knowledge and monitoring of 
the scientific frontier by all partner organizations are the two essential 
elements for effectively transferring technology. 

Third, a relevant problem concerns the nature of the research carri-
ed out in the competence centres. They concern the study, understan-
ding and dissemination of principles and applications of medium-high 
technological level; the use of such technologies often implies a para-
digm shift which, to be successful, needs to be appropriately guided. 
In concrete terms, this means providing for a system in which the 
adoption of innovations is preceded by the training of the companies’ 
workforce of companies and the governance of the public bodies in 
charge.

During the two-day workshop, some ideas have been proposed to 
overcome the critical issues that emerged about the role of competen-
ce centres and to strengthen their structure. 

From the government perspective, there is a need to carry out a re-
organisation of the centres, through the creation of a strong exchange 
network between national competence centres and, within them, a 
clearer definition of the roles of each partner; the creation of a team of 
multidisciplinary competencies could be a significant factor to impro-
ve the quality of the network. The availability of huge funding thanks 
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to the pandemic recovery plan promoted by the European Union can 
be an opportunity to have the resources needed to implement these 
virtuous mechanisms.

From the academic perspective, it is desirable to map the needs of 
companies in terms of technology demand throughout the national 
territory; this could be done through a survey implemented with the 
administration of semi-structured questionnaires and with an audit 
system for companies (also from primary and non-service sectors), 
by researchers and employees of the centres. The audit of companies 
and the analysis of their needs are actions consistent with the need to 
know the context in depth, thus using a bottom-up approach rather 
than a top-down approach.

Companies, for their part, should act as an amplifier of knowledge, 
enhancing their social dimension with an active collaboration with 
the centres of expertise in order to promote employee technological 
training initiatives, which should be binding on obtaining public fun-
ding from the Industry 4.0 plan. The business world should take into 
account that the advancement of the technological frontier must ne-
ver compromise the foundations of human work, that are the levels of 
employment, wages and safety at work.

Above all, the incentives should be granted by the public authorities 
in charge with a long-term perspective, for a more balanced digital 
transition which considers any adjustments necessary to mitigate the 
impact of the technological revolution on social (job losses) and en-
vironmental sustainability (pollution resulting from the production of 
high-tech devices).
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Topic of the table

Enhancement of Competence Centre for Scientific Innovation

Overview of the topic

The Italian competence centres are eight research organizations 
created in 2018 by the ministry of economic development in order to 
facilitate the transition of Italian small and medium-sized enterprises 
towards the Industry 4.0 paradigm. The eight centres are mostly loca-
ted in central and northern Italy, and they supported more than 140 
business innovation projects so far.

The activities of the centres mainly concern the coordination of uni-
versity research activities with firms, training programmes, financing, 
and support of innovative business projects.
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Challenges to be addressed/to be overcome

The main critical issue that should be overcome to make the action 
of the competence centres more effective is the lack of coordination 
between actors (academia, companies, government), above all due to 
the missing mutual knowledge between research bodies and compa-
nies.

Opportunities to embrace for having positive and concrete 
impacts

The business support activities by the centres can be of great impor-
tance if well addressed by the government. The advent of the fourth 
industrial revolution characterized by advanced technologies of digiti-
zation, robotics, home automation, etc., requires the sharing of know-
ledge between research institutions and companies, to direct this pro-
cess in a harmonious and sustainable way.

Title of the proposal

Good practices for boosting Innovation in Italy: evidence from Com-
petence Centres

Objective

The general objective of the proposal is to find practical solutions 
for strengthening the organizational structure of the Competence 
Centres and to reinforce the communication between the partners 
who are part of them. Since the Competence Centres are a tool that 
connects actors such as Universities and Companies, the intervention 
model was developed considering the business world as an environ-
ment for disseminating knowledge to workers as the main object of 
investigation.
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The critical issues of the lack of coordination between stakeholders 
and the difficulties still existing in the process of internal communica-
tion of the centre activities are particularly relevant.

Model of intervention

Starting from the identification of the concept of Competence Cen-
tre, the critical areas of intervention have been identified. Considering 
the foreign experiences of already consolidated research organiza-
tions, we have elaborated a policy proposal that integrates in a single 
document some feasible solutions in terms of organizational impro-
vement and strengthening of communication and technology transfer 
mechanisms.

In this way, policy proposals were defined, with the aim of impro-
ving the effectiveness and efficiency of the Competence Centres.

Implementation

The proposals can be divided into three main categories.
The first concerns the need to implement a mapping of the needs 

of SMEs by public bodies, through a capillary audit system with the 
periodic administration of semi-structured questionnaires. The second 
arises from the need to carry out a long-term assessment of the results 
of joint investments in technology. Similarly, the third strand of the 
proposal suggests developing a more long-term financing system, to 
give companies enough time to assimilate the paradigm shift.

The first reference actor is the Ministry of Economic Development, 
which is the coordinating body of the eight National Competence 
Centres in Italy. Another relevant partner for the implementation of 
the proposal are the Universities, responsible for collecting and pro-
cessing information regarding the needs of businesses, in terms of ac-
cess to innovation and training of workers in the use of technologies.
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In terms of resources, there is no better time to implement these 
mechanisms following the generous funding received through the 
Next Generation EU program, which provides for an allocation of 69 
billion euros for Italy to be spent mainly in the context of digital and 
ecological transition.
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Local governance for a labour market 
in transition 

How to coordinate training centres, em-
ployment centres and new jobs

Samuele Alessandrini, Vito Di Santo, Marinella Linati

Digital Transformation, digitalization and the Labour 
Market

The Covid-19 pandemic has had a major impact on the labour mar-
ket in terms of both employment deficits and employability. ISTAT 
numbers recorded in June 2021 capture the situation clearly: 678 thou-
sand jobs lost. To be affected were mainly young people, women and 
temporary workers, including self-employed. Categories of workers 
who are already more fragile than the average worker. At the same 
time, the COVID-19 pandemic has further accelerated digitalization 
processes and, consequently, the need for requalification and skills de-
velopment. Digital transformation is an irreversible reality that affects 
every sector of society and the economy. In order for the workforce 
to be able to adapt to the evolution of the labour market and meet the 
needs of different sectors, it is necessary to close the ‘speed’ gap that 
exists today between the rapid transformations linked to technologi-
cal innovation and the actions of policy makers in the areas of labour, 
training and welfare. 
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The effects of technological change on the quantity and quality of 
employment have been the subject of analysis for many years, but the 
emergency situation has prompted both the European Union and Italy 
to invest more in the digital transition so that the opportunities linked 
to this transformation can be seized. 

The post-pandemic recovery plan “Next Generation EU” has alloca-
ted a substantial portion of funds to digital transition with the aim of 
generating quality change in the sector. For this reason, on March 9, 
2021, the European Commission unveiled “Digital Compass” a digital 
agenda to guide the digital future of the European Union over the next 
decade, along with a Governance Plan to ensure that Europe meets its 
goals by 2030. The four cardinal points of the “Digital Compass” that 
will guide policy makers refer to digital skills, digital transformation 
of companies, secure and sustainable digital infrastructures and di-
gitalization of Public Services. The actions taken within this digital 
policy framework will therefore aim to guarantee citizens and compa-
nies a digital future that is human-centered, more prosperous and su-
stainable. The digital transition will therefore have to put people first, 
investing primarily in the acquisition of digital skills by all citizens (at 
least 80% of the European population), and in lifelong learning. Simi-
larly, companies will have to reach a basic level of digitalization and 
be encouraged to adopt digital technologies and products that have a 
lower environmental impact and greater energy and material efficien-
cy, in line with the goals of the European Green Deal. Public Services 
will also have to guarantee full accessibility to online services, remo-
ving any kind of barrier, including for people with disabilities, and 
offering tools that are easy to use but at the same time efficient and 
in compliance with regulations on security and protection of people’s 
privacy. 

Italy, with its “Italia Domani” National Recovery and Resilience 
Plan (PNRR), has allocated 33.61 billion for the digitalization of the 
country’s productive tissue and for digitalization and security in the 
Public Administration, and a total of 6.6 billion for the relaunch of 
active labour policies. 
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These investments are important and extremely necessary for the 
relaunch of productivity and competitiveness of the country. Italy, in 
fact, in addition to being one of the European Union member countries 
most affected by the pandemic, was also one of the least developed in 
terms of digitalization of the economy and society. According to the 
latest data from the Digital Economy and Society Index (DESI), which 
measures the levels of digitalization in the 27 member countries of the 
European Union with indicators that refer to the four pillars of the 
“Digital Compass”, Italy ranks 20th (out of 28 member states, with the 
United Kingdom still being included) with 42% of people between the 
ages of 16 and 74 with basic digital skills and only 22% with advanced 
digital skills.

Italy has also seen a significant decrease in productivity growth ra-
tes over the last two decades, especially when compared to the pro-
ductivity growth rates seen in the rest of Europe. It is estimated that 
one of the factors that limits productivity growth is the low level of 
investment in digitalization and innovation, especially by Small and 
Medium Enterprises (SMEs) that represent the majority of the Italian 
economy.

It is therefore necessary to start from these two preliminary premi-
ses in order to be able to implement a truly transformative change in 
Italy. The digitalization of processes is only one of the first steps in this 
transformation process, but for the digital transition to be successful, 
workers with the right skills and companies willing to strategically 
reposition their business within the digital economy are also needed. 
This will be possible with an openness to the new dynamics of digi-
tal transformation that takes into account not only the technological 
tools adopted by companies but also an organizational and cultural 
change in people as well as their digital skills. 

Digital technologies and skills, generate an increase in productivity 
and economic growth of the country and this is linked, moreover, pri-
marily, to the achievement of Goal 8 of the UN Agenda aimed at “Pro-
moting sustained, inclusive and sustainable economic growth, full and 
productive employment and decent work for all”.
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Unfortunately, the acceleration of the digital transformation of the 
last two years has also led to the amplification of the gap between 
those who have digital skills and can therefore continue to work in the 
new productive scenario and those who need to adapt their skills. For 
this reason, public and private actors will have to cooperate to put in 
place actions to combat unemployment and protect workers most at 
risk of losing their jobs by anticipating changes in the labour market. 

With the policy proposal on the reform of employment services ela-
borated during the workshop “Next Generation Labour” of the Fel-
trinelli Foundation, it is intended to go precisely in this direction. In 
the near future, workers with different skills and employment needs 
than now will enter unemployment, and it will therefore be neces-
sary to update the tools for information and access to job offers, skills 
assessment by employment services and training services, as well as 
support and reintegration into the labour market. A service that will 
be modelled on the basis of the specific needs of the worker detected 
during the assessment by qualified personnel and that will include 
various levels of training based on skills, including digital skills.  Mo-
reover, a constant, fluid and direct communication with the local pro-
ductive tissue will be fundamental in order to anticipate change and 
guide unemployed people towards a rapid placement or relocation 
through ad hoc upskilling or reskilling paths. Essential in this process 
will also be the role of public or private research institutions, which 
will carry out analysis on the economic performance of companies in 
order to anticipate the workload demand in various sectors and the 
skills needed.

Climate transition, green economy and the Labour Market

In view of the impact of the climate change on employment, there 
are two elements to consider: the creation of new occupational profiles 
and the retraining of workers already on the market. The decarbonisa-
tion of production systems is the central challenge of European coun-
tries, which will devote significant resources to the development of a 
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sustainable economic system. The European legislation on this matter 
is wide: the “European Climate Law” of March 2020 establishes the 
achievement of climate neutrality for the Member States of the Union 
through two main objectives: the establishment of a framework for 
the irreversible and gradual reduction of greenhouse gas emissions, in 
full compliance with the Paris Agreement (i.e., limiting the increase in 
global average temperature to 1.5 degrees compared to pre-industrial 
levels) and zero net emissions by 2050. 

The framework law is then detailed by a series of regulations that 
outline development and growth goals. On March 10, 2020, the Euro-
pean Commission communicated to European Parliament the “New 
industrial strategy for Europe”. More specifically, the “Fit for 55” 
package establishes a series of reforms to make the energy transition 
more equitable and socially just, strengthening innovation and the 
competitiveness of European industry.

In addition, the Next Generation EU post-pandemic recovery plan 
allocates a large share of resources to governing the energy and eco-
logical transition. In fact, the Green Revolution has not been slowed 
down by the pandemic crisis, but it becomes an increasingly central 
pillar of economic recovery. The issues of the Green Economy and Gre-
en Jobs are therefore the decisive element for an economic recovery 
that passes through the ecological transition. Together, environmental 
sustainability and crisis resilience are the cornerstones of European 
development plans: on the one hand, the green dimension is a crucial 
factor in European resilience and, on the other, the response to the 
crisis is considered a unique opportunity to accelerate greening pro-
cesses. In the labour market, therefore, new opportunities will open 
for emerging sectors that are engaged in the production of renewable 
technologies and sustainable products and services and, at the same 
time, in the productive sectors responsible for releasing most of the 
emissions and for exploiting natural resources, a large part of the la-
bour force employed in them will be released.

The need to start a “just” social and environmental transition is hi-
ghlighted in many European and international initiatives: the 2015 
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Paris agreement underlines the importance of “promoting sustained, 
inclusive and sustainable economic growth, full and productive em-
ployment and decent work for all” (SDG 8); in the “Guidelines for a 
just transition to environmentally sustainable economies and societies 
for all” the International Labour Organisation reaffirms the centrality 
of the Just Transition concept; the EU “Just Transition Mechanism” 
provides targeted support by alleviating the socio-economic impact of 
the transition, through the mobilisation of EUR 65/75 billion in the pe-
riod 2021-2027 in the regions affected by the processes of renovation 
of production systems.

The European Commission has highlighted that the transition to 
low carbon will see a significant increase in turnover for the sectors 
involved in renewable energy and energy efficiency, resulting in in-
creases in jobs, and how the shift from fossil fuel-based energy to re-
newable energy will increase employment in the EU. The objective is 
to promote the adoption of a sustainable economic model, through the 
transition to clean and digital technologies and the impulse to actions 
for the efficient use of resources and the circular economy, restoring 
biodiversity and reducing pollution.

The 2014 report “Assessing the Implications of Climate Change 
Adaptation on Employment in the EU” estimates that climate chan-
ge will lead to the loss of about 410 thousand jobs in the EU by 2050 
(with a structural increase in the unemployment rate of 2%). The sec-
tors most affected are manufacturing, public services, trade and touri-
sm. Climate change adaptation expenditure in EU countries amounts 
to 0.5% of GDP in 2050 (European Commission, DG Climate Action, 
2014). Most of the expenditure is spent on transport, environmental 
construction, insurance and financial services, agriculture and health. 
In the long term, according to estimates by the European Commission, 
the total number of jobs created (direct and indirect) thanks to climate 
adaptation will increase to almost 500 thousand work units created by 
2050 in the reference scenario (about 0.2% of the active population) 
and more than 1 million units in the ambitious scenario (about 0.5% of 
the active population). 
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The governance model developed in the working table of Feltrinelli 
Camp – Next Generation Labour aims to ensure forward-looking ma-
nagement of the demand for new skills and competences determined 
by technological innovation processes, of product and process related 
to sustainability, in order to contribute to the development of new 
“just” employment, in terms of green jobs but also decent.

The employment effects of switching to renewable energy depend 
on several structural factors characterising the local labour market. 
To seize the opportunities of the green economy it is essential to be 
able to assess in advance which professional skills will be needed to 
accelerate the transition process. Therefore, education and vocational 
training systems, as well as those for employment guidance, will have 
to support workers and enterprises through the review and integra-
tion of existing training profiles.

The implications that the transformation of the productive fields in 
terms of sustainability has on the activities and the development of 
job, request the formation of new competences and skills (transfor-
mation of traditional job profiles and creation of new figures). In the 
scenario of active labour policies, the coordination of the needs of 
enterprises, training and the consequent orientation of work requi-
res a continuous exchange between education and the labour mar-
ket and between the training system and the productive world. The 
speed of technological change, further emphasized by digitalisation, 
and the consequent rapid obsolescence of the acquired competences 
forces also to an evolution of the instruction systems and professional 
training that must continuously evolve according to the demands of 
the productive system. If, on the one hand, the working environment 
becomes a key training ground, on the other, training providers must 
work side by side with companies and training bodies in order to fa-
cilitate and strengthen direct learning at work. In this perspective, 
lifelong learning becomes increasingly central.

Alongside the green economy, digitalisation is another major factor 
of transformation, given major economic and social repercussions it 
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has on the competitiveness of the industrial system, the organisation 
of work and the employment of workers.

A local governance proposal for a labour market in transi-
tion

The governance model developed by the working group is located 
on a regional level (in compliance with the current division of powers 
between the state and the regions as enshrined in Article 117 of the 
Constitution) and follows an implementation mechanism governed by 
two different levels.

The first level sees three main actors acting and is based on a top-
down mechanism that systematizes the tasks and functions of these 
actors:

1. The labour market trend forecasting bodies (private or public re-
search bodies) carry out an analysis on the economic trend of 
local businesses to predict in which sectors a workforce is needed 
and which skills are required.

2. The training centres develop specific training courses on the ba-
sis of information on the progress of the labour market received 
by institutions and on the basis of the skills needs provided by 
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companies, addressed to different profiles and subjects, both em-
ployees and self-employed.

3. Local businesses - both through employers’ associations and in-
dividually - provide specific information on the skills they need 
(and possibly collaborate on the implementation of the training 
provided by the training centers).

At this level, the process is clearly circular as each actor talks and 
interacts with the other two: 

• companies communicate with analysis bodies (to indicate the 
specific skills they need) and with training centers (to calibrate 
training on specific skills);

• the training centers communicate with companies (to calibrate 
training on specific skills) and with analysis bodies (to adapt 
the proposed training to trends in the labor market);

• the analysis bodies communicate with the companies (which 
indicate the specific skills they need) and with the training cen-
tres (to adapt the proposed training to the trends in the labour 
market).

The second level sees two main actors interacting: employment cen-
tres and users looking for work. The territorial offices of the Employ-
ment Centre (in collaboration with private employment agencies) di-
rect the unemployed to training courses and the job matching service 
through two fundamental tools: mentoring (human pillar) and digital 
platform (digital pillar).
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The second level is clearly based on a bottom-up mechanism: on 
the one hand the efficiency of the interactions between employment 
centers and users derives directly from the functioning capacity of the 
first level, on the other hand the employment centers themselves they 
must take care of acting as a coordination unit between the actors of 
the first level and making their functioning gears fluid.

For all users who contact the employment center, a balance of skil-
ls and an assessment of professional aspirations is carried out (also 
linked to the family situation and individual characteristics / paths 
e.g., migrants, subjects with care responsibilities, subjects with vulne-
rabilities or disability, etc.), carried out by the mentor of the regional 
employment center.

The subjects who performed the function of navigator (therefore al-
ready partially trained and with experience and professionalism) will 
be responsible for carrying out a new function of mentoring and per-
sonalized assistance to those who contact the center for employment.

Considering these assessments (which can be carried out in person 
or online through the platform (see below), it will be possible to divide 
the audience of users into two categories:

1. Users who already have skills and who will access a fast-track 
update (2 months maximum) and job matching through the pla-
tform;

2. Users who do not have skills and / or experience, or have obsolete 
skills and experience (or who have work experience in industrial 
sectors that can no longer be used) or ability to orient themselves 
on the labour market, for which a personalized accompaniment 
path is provided, which consists of a training phase offered by 
training centres on the basis of aspirations, the trend of the labour 
market, and also of the skills required by companies (maximum 6 
months) and at the same time an information and guidance servi-
ce on the vacancies available.

Among the innovative elements it is emphasized that:
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• the service is also aimed at self-employed workers (by exten-
ding the subjects that fall into this category to VAT numbers 
with an annual income of less than 8000 euros, such as su-
bordinate workers), who are offered orientation paths and job 
opportunities;

• new training courses are geared towards the new green eco-
nomy and digital workers based on company demands.

The model is based on the logic not only of training but also of in-
formation, and the key tools are both digital, that is the platform, and 
the direct interpersonal approach through the mentor.

One of the most original aspects is that the platform is national, it is 
managed by an IT centre to be hinged in the Ministry of Labour, and 
connects and integrates all the existing public and private regional job 
matching and training sites and platforms (jobiri, ioLavoro etc.). This 
approach makes it possible to amplify matching and job and training 
opportunities at a national level.

The platform uses an algorithm aimed at suggesting both the job 
and training offers that best match the user’s profile. The employment 
centre, in collaboration with research institutions, also carries out 
the monitoring function of the policy, to identify ongoing criticalities 
and opportunities for improvement, collects data on the employment 
trends of subjects who have contacted the employment centre and 
evaluates the experiences carried out and the adherence between trai-
ning courses offered and job opportunities identified for users.
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Topic of the table

Employment Services Reform

Overview of the topic

Employment services are public structures, coordinated by Regions 
or by autonomous Provinces. Their objective is to favor the encounter 
between supply and demand and to promote active politics for em-
ployment.

Challenges to be addressed/to be overcome

New challenges according to which it is necessary to rethink em-
ployment services derive from the post-pandemic scenario, from the 
digital transformation and from the ecological transition.

Opportunities to embrace for having positive and concrete impacts
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The current proposal aims to contribute to points of reflection on 
a possible governance model for employment centers that respond to 
the necessity for modernization and reorganization. These are neces-
sary vis-á-vis the above mentioned challenges, leaving an adequate 
margin for  a possible (necessary) “adaptation to different territorial 
contexts.”

Title of the proposal

The integrated governance of employment systems: for a transitio-
nal job market

Objective

Our proposal aims to improve the efficiency of the encounter betwe-
en work supply and work demand; to improve processes of up-skil-
ling, the quality of orientation and accompaniment for employment 
centers users, dictated by changes of the job market’s needs, as well as 
of those subjects that find themselves unemployed, as a consequence 
of the combined impacts of the ecological transition, the digital tran-
sformation and the pandemic.

Model of intervention

Our proposal is a model of territorial governance calibrated on Ita-
lian productive areas - such as they are identified by the PNRR - that 
has as its objective the coordination of actors that have a key role in 
the local job market, in order to guarantee and optimize inclusion wi-
thin the job market.
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Implementation

The governance model elaborated by the working group is positio-
ned within a regional plan (respectful of current division of compe-
tences between State and regions, as laid down by article 117 of the 
Constitution) and it follows a mechanism of implementation governed 
on two different levels.

The first level implies three main actors, and it is based on a top-
down mechanism that systematizes and coordinates the tasks and 
functions of these actors:

1. A key role is conducted by institutions of analysis, research and 
prediction of the job market trends  (private and public) that 
analyze and monitor the financial trends of businesses within the 
territory, in order to predict in which sector work-force is neces-
sary and which competencies are required.

2. Another central role is that of training centers that develop spe-
cific formative paths on the basis of information on the job mar-
ket’s trends received from institutions, and according to the skills 
needed from companies in the territory. These paths are thought 
out for different profiles and subjects, including employees and 
autonomous workers that request new formative paths and rein-
tegration.

3. Lastly, a third central role is conferred to businesses that are pre-
sent in the territory – whether through employers associations 
or individually. They contribute via specific indications on the 
competencies that are needed (and they collaborate on the imple-
mentation of formation as provided by formation centers).

At this level, the process is clearly circular, since each of the actors 
is in dialogue and interacts with the other two: 

• businesses are in dialogue with analytical institutions (to point 
out the skills they need) and with formation centers (to calibra-
te training on the required skills); 
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• formation centers are in dialogue with businesses (to propose 
trainings based on the required skills) and with analytical in-
stitutions (to adapt the proposed formation to the trends of the 
job market);

• analytical institutions are in dialogue with businesses (that in-
dicate the specific skills they need) and with formation centers 
(to adapt the proposed formation to the trends of the job mar-
ket).

These three actors always and eventually interact with the employ-
ment center, which becomes the central actor at the second level.

The second level is founded on a bottom-up mechanism: on one 
hand, the efficiency of the interactions between employment centers 
and users derives directly from the functioning capacity of the first 
level. On the other hand, the same employment centers must be in 
charge of functioning as an agent of coordination among first level 
actors and make their functioning gears work smoothly.

All users that turn to employment centers are assessed according to 
competencies and an evaluation of professional aspirations (linked to 
familiar situation and characteristics or individual paths, i.e. migran-
ts, subjects with caregiving responsibilities, vulnerable or disabled 
subjects, ecc.) managed by the mentor of the center for regional em-
ployment.

Subjects that had the function of navigators (in part trained and 
with experience and professional skills) will be in charge of underta-
king this new mentoring function as well as personalized assistance 
to subjects that turn to employment agencies. In light of these evalua-
tions (that can be managed in person or through an online platform, 
see below) it will be possible to divide the users in two categories: 

1. Users that already have competencies and will access a fast track 
refresher course (2 months max), and job matching through the 
platform.

2. Users that have no experiences and/or competencies, or that have 
outdated skills and experiences (that is to say that have work 
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experiences in industrial sectors no longer expendable), nor the 
ability to orient themselves in the boh market. For them, a longer 
personalized accompaniment path is in order (6 months),  con-
sisting in a phase of formation offered by formation centers on 
the basis of aspirations, job market trends, and skills required by 
businesses. And simultaneously an information and orientation 
services on available vacancies. 

Among factors of innovation, we underline:

• the service is addressed to autonomous workers as well,  to 
whom orientation paths and work opportunities are offered; 
this would widen the range of eligible subject to those with a 
yearly income inferior to €. 8000.

• new formation courses oriented toward a new green economy 
and to digital workers, according to firms’ requests.

The model is based on a logic, not exclusively of formation, but also 
of information, and the key tools are both digital, in particular throu-
gh platforms, and “human,” through an interpersonal approach mana-
ged by the mentor.

One of the most original aspects is that the digital platform is na-
tional, that is, managed by an informatic center within the Ministry 
of Labour. It facilitates communication and integration among all exi-
sting job matching regional and public websites and platforms (es. 
jobiri, ioLavoro, ecc.). This model enhances the amplification of ma-
tching and job and formation opportunities at a national level.

The platform is structured in different sections:   

• An orientation section led by a digital tutor
• A section for companies to insert vacancies
• A section with the profile of those who are looking for em-

ployment (inserted by themselves or by their mentors) that can 
be updated automatically once formation courses have been 
taken, or manually

• A section in which formation paths are described
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• A section in which results of analysis of trends of the job mar-
ket are divulged to justify the formation path offer

The platform uses an algorithm finalized to suggest both job and 
formation offers, adhering to the user’s profile.

The employment center, in collaboration with research institutes, 
also has the function of policy monitoring, in order to find flaws or 
possibilities of improvement. The center gathers data on the occupa-
tion trends of the subjects that turned to the employment center and 
evaluates their experiences and the adherence between the formati-
ve paths that are offered and the job opportunities matched with the 
users.

The case studies that were analyzed during the round table and that 
inspired, in part, the proposal, are:

1. Barcelona Activa (https://www.barcelonactiva.cat)
2. Centro Mediazione al Lavoro CELAV (https://www.comune.mila-

no.it/servizi/centro-mediazione-al-lavoro1)
3. Territoires zéro chômeur de longue durée (https://travail-emploi.

gouv.fr/actualites/l-actualite-du-ministere/article/deuxieme-pha-
se-d-experimentation-du-dispositif-territoires-zero-chomeur-de)

4. Digital Work City (https://digitalworkcity.com/it/)
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The active dimension of Minimum  
Income 

Entrenched in negative incentives
Manuel Alvariño Vázquez, European University  

Institute

In 2017, Italy approved for the first time a means-tested flat-rate and 
tax-financed transfer (reddito di inclusione). This minimum income 
scheme (MIS) was substituted next year for a new one: reddito di citta-
dinanza (RdC). The policy represents a compromise between an initial 
objective of poverty alleviation and an additional ‘activation’ dimen-
sion. However, such activation came into place only through negative 
incentives. Namely, transfer conditionality to prevent individuals from 
remaining passive beneficiaries. At the same time, ‘capacitating’ mea-
sures in the form of effective training or employment services remain 
absent. As a result, RdC has a positive role in poverty alleviation, but 
it would hardly have an effect on employment without positive work 
incentives and demand-based policies such as industrial or regional 
development policies.

In capitalist democracies, welfare is mainly achieved through em-
ployment. Across countries, different social policy bundles have been 
developed to protect living standard when people do not work (unem-
ployment spells, education period, retirement…). In countries where 
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the welfare state has been traditionally residual in social policy cov-
erage and generosity, such as the UK, poor laws have evolved into 
minimum income schemes as a manner to guarantee a base of in-
come protection (Esping-Andersen, 1990). In continental and south-
ern European welfare states, generous unemployment benefits and 
a strong role of the family have overall accomplished this function 
(Ferrera, 1996; Naldini, 2003). However, changes in gender roles and 
employment de-standardization have triggered MIS to be increasingly 
adopted by a growing number of countries. In addition, they have fre-
quently adopted the additional objective of promoting labour market 
inclusion. Namely, besides a ‘passive’ dimension of poverty reduction, 
states have started to bestow MIS with an ‘active’ dimension of em-
ployment creation. Broadly, scholars define two types of activation: 
negative versus positive incentives (Natili, 2020)minimum income 
schemes (MIS. The former consists in benefit conditionality, such as 
the obligation to accept job offers, while the latter consists in the offer 
of training or employment services. Negative incentives to prevent 
benefit dependency are more frequent than enabling measures across 
European countries, and the Italian case is no exception (Marchal & 
van Mechelen, 2017)we argue that the active inclusion notion deve-
loped by the European Commission in its Recommendation on the 
active inclusion of persons excluded from the labour market provides 
a useful tool to categorize current activation strategies towards mini-
mum income protection (MIP. 

The political history of RdC begins with a conglomerate of civic 
and social actors emerging in the early 2010s called ‘alliance against 
poverty’ (alleanza contro la povertà). Labour unions and charity orga-
nizations linked with the catholic church, accompanied also by gras-
sroot organizations, raised the demand for an Italian MIS amid rising 
unemployment and poverty in the aftermath of the great recession. 
However, an Italian MIS became possible when the Five Star Move-
ment party emerged and introduced this policy in its campaign. Other 
parties on the left-wing spectrum followed suit. 
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The measure has proven to have a positive impact in poverty re-
duction, although it is not free from caveats. RdC consists in a top-up 
monthly transfer up to 780€ for single households with no income, 
which is generous in comparative terms. The transfer increases with 
the number of people in the household, although, as has been confir-
med by the Saraceno commission, it is unfavourable for larger family 
units. The number of beneficiaries in 2021 was 1.686.416, accounting 
for a total of 3.790.744 considering the household (INPS, 2021). Eligi-
bility criteria include: having resided in Italy for 10 years, not having 
bought a car or motorcycle in the last year, having financial assets 
under 6.000€, and receiving the transfer in a special bank account and 
losing what is not spent in the month. The effect of the policy can be 
gauged by looking at the number of households below the AROPE 
rate, decreasing since the peak of 12,481,000 in 2016 (EU-SILC).

The political process of RdC design led to the introduction of nega-
tive but not positive activation elements. RdC became a very salient 
issue because media and several parties raised concerns about the ne-
gative work incentives of the transfer. A wide sector of public opinion 
became concerned with the idea that RdC would prevent people from 
working or even lead them to quit their jobs, as individuals would pre-
fer not to work amid the possibility of accessing free money. In order 
to avoid people from remaining idle welfare beneficiaries, conditiona-
lity was introduced through the following requirements: obligation to 
participate in the training programs offered, and to accept job offers 
of minimum 3 months and up to 250 km away from one’s home after 
the second offer. Overall, in RdC, the ‘activation’ dimension is reduced 
to conditional requirements that push people into jobs when they are 
available, without considering their location or quality.

At the same time, positive activation elements such as employment, 
training and social services remained broadly untouched, without an 
increase in financial or human resources neither an enhancing of its 
administrative capacities. At the time RdC was introduced, public em-
ployment and training services for jobseekers were not working ef-
fectively. In practice, private agencies manage most of the connexions 



between employers and jobseekers, while public services remain di-
sconnected from the labour market and administratively incapable. As 
a result, RdC can foster individual capacities to find jobs indirectly by 
providing financial security and stability, but it does not directly con-
nect them with effective training or employment services. In addition, 
employment and training services do not create employment. They 
rather work to connect available job offers with jobseekers. In contex-
ts of high unemployment such as Italy, and especially its Southern re-
gions, demand-side policies are needed to create more jobs, for exam-
ple public investment in strategic sectors, the expansion of the public 
sector and well-administered regional development policies.

To conclude, the design of RdC makes it a useful tool to combat 
poverty, but activation is merely present through negative incentives. 
This is the result of a political compromise between the objective to 
tackle poverty and extend social protection for outsiders on the one 
hand, and the concerns over idle individuals benefiting from the po-
licy without any intention to work on the other hand. The RdC is the 
victim of a narrow conceptualization of activation, omitting training 
and employment services, and of the absence of connected industrial 
and developmental policy. Nevertheless, the measure is young, and 
eventual reform of training and employment services can still be in-
troduced. The following policy brief commissioned by the working 
group on ‘Modular basic income in/or guaranteed job plans’ describes 
a possible reform path for the RdC, by striking a better balance betwe-
en the active and passive component of this policy instrument.
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Topic of the table

Reform of the Italian Minimum Income Scheme

Overview of the topic

Minimum income schemes have gained momentum in a political 
economy context characterized by de-industrialization, increasing 
competition and technological change. These occurrences, coupled 
with labour market liberalization, contributed to a generalized increa-
se of poverty, in-work poverty and long-term unemployment. In most 
European countries, the reception of guaranteed minimum income 
schemes is conditional to the participation to activation policies. The 
aim of these measures is twofold: on the one hand, the monetary be-
nefit is aimed at alleviating poverty levels; on the other, activation 
is aimed at reintroducing vulnerable workers into the labour market 
through vocational training and job search programmes, thus addres-
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sing the structural barriers preventing their emancipation. However, 
poverty reduction and activation must be considered as two distin-
guished dimensions of protection, and have to be analysed also in re-
lation to other policy realms – e.g.: regional development and family 
policies.

The Italian case is particularly interesting, as the country imple-
mented a structural minimum income scheme (the so-called Reddi-
to di Cittadinanza) only in 2019. The ‘Commissione Saraceno’  has 
reflected on how to improve the measure in its anti-poverty compo-
nent, mainly through the alleviation of conditionality and the increase 
of benefit generosity. However, the activation dimension remains mo-
stly underexplored. Hence, in this proposal we focus on how to impro-
ve active labour market policies in three ways. Firstly, we reflect on 
how the policy design can be modified to better enable individuals to 
find employment. Secondly, we suggest how the delivery of services 
at the local level can be improved to improve the matching between 
the demand and supply of jobs. Thirdly, we point towards the poten-
tial limits of MIS due to a structural lack of job opportunities and of 
enabling infrastructure. 

Challenges to be addressed/to be overcome

The social problem we aim to address is unemployment. Minimum 
income schemes are increasingly popular because of the rising re-
levance of poverty, in-work poverty and long-term unemployment. 
These social risks emerge from a context of deindustrialization, incre-
asing global competition, technological change and other economic 
transformations. Unemployment and poverty are interrelated pro-
blems, but they remain distinct, and the relation between them can 
take several forms. Hence, poverty-reduction and activation dimen-
sions must remain conceptually distinguished when we design MIS, 
the interaction between MIS and unemployment services and other 
policies (such as regional development and family policies). As the 
Saraceno commision has already reflected deeply on how the RDC can 
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better combat poverty, we focus on how it could better help people get 
into employment - i.e.: on the activation dimension.

Opportunities to embrace for having positive and concrete 
impacts

Economic changes also produce new employment opportunities. 
The shift from Fordism to the service economy contributed to the cre-
ation of several jobs and job opportunities, both at the high and low 
end of the skill distribution. Hence, these macro-level changes  are 
vectors of “destructive creativity”; they transform old social and em-
ployment structures, but contribute to the creation of new ones. The 
active dimension of MIS can help matching this demand with the sup-
ply of jobs, connecting employers and employees through informa-
tion, tutoring, up-skilling and reskilling.

Title of the proposal

Beyond Sofanism: Improving The Active Potential Of “Reddito di 
cittadinanza”

Objective

Recently, the ‘Saraceno’ commission has pointed out several design 
modifications of the Italian MIS needed to better address poverty con-
ditions (e.g. enlarging residence criteria, making the equivalence scale 
more in favour of households with children). The proposal was mainly 
focused on the ‘passive’ component of the policy (i.e. the income sup-
port) without really addressing its ‘active’ component (i.e. the activa-
tion measure conducive to active job search). Hence, our objective is 
to improve the active dimension of MIS. We do this in three ways. Fir-
stly, we reflect on several potential policy designs enhancing employ-
ment in terms of conditionality, generosity and access. Secondly, we 
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hint towards how service delivery at the local level can be improved. 
Thirdly, we point towards potential limits of MIS due to a structural 
lack of job opportunities and of enabling infrastructure. Without a 
combined apprehension of these dimensions, the activation objective 
of MIS should remain unsatisfactory.

Model of intervention

We do not intend to neglect the ‘passive’ dimension of MIS. We must 
acknowledge that there is a ‘core’ of MIS recipients that are difficult 
to employ or that are non-employable, and in its current policy desi-
gn, the RdC tends to stigmatize those recipients. The passive function 
of the minimum income should cater for these recipients and accept 
this situation without discriminating against them. Two characteristi-
cs that are particularly stigmatizing are the attachment of the transfer 
to a card, and the requirement to spend the benefit within one month. 
Positive improvements in this respect would be to provide the benefit 
directly on the bank account, making the RdC card voluntary and fre-
eing expenditure and saving decisions.

MIS can be designed in a way that either focuses on negative incen-
tives to push people into employment, such as the benefit being con-
ditional in accepting any job, or in a way which focuses on enhancing 
individual capacities. We argue that the RdC should rather take the 
latter, capacitating and enabling, approach. Young individuals without 
education, and also middle-aged and older individuals out of employ-
ment (particularly in the long term) can benefit from training in spe-
cific or general skills. 

Nevertheless, for individuals to be ‘able’ to find employment, they 
not only need particular skills but also a set of necessary material con-
ditions. Financial security must be improved following the recommen-
dations of the Saraceno Commission on eligibility criteria. Moreover, 
the MIS component should also be complemented with other policies: 
we can particularly mention work-life reconciliation and housing. Fa-
mily-friendly environments and full-time accessible and affordable 
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childcare and elderly care is necessary for parents, and particularly 
for women, to have the time to find employment. Affordable rental 
opportunities guaranteed by an expansion of the social housing sector 
would also enhance individuals’ mobility and security. 

Besides focusing on enabling, it is also necessary to consider pos-
sible negative work incentives of MIS related to policy design. Single 
persons and regions with high informal employment could fall into 
these poverty traps more easily. Hence, besides making criteria and 
conditionality more flexible, actual regulation should also be enforced 
more equally, with improved checks on labour and income conditions. 

Implementation

Despite RdC was framed as an ‘active’ policy, it lacks a correspon-
ded well-developed framework of services of job-search, tutoring and 
traineeship. 

Firstly, it is interesting to considering a multi-level re-structuring of 
service delivery. The national level should provide a baseline in terms 
of passive income (a national safety net). The regional level should 
deal with regional differences in terms of labour market, by integra-
ting “dote lavoro” into the actual policy design. Finally, the local level, 
should provide support in active search for jobs, with a pro-active 
assistance to some of the recipients. This could involve a) identifying 
local businesses that are able to provide jobs b) selecting the recipients 
that are able to successfully undertake a stage c) evaluating the beha-
viour of enterprises in terms of contract provision. A simpler and effi-
cient reform is to tackle the current interoperability among databases 
from different public administration. 

Secondly, employment services lack investment and attention from 
the public administration. This is particularly true for the local level. 
We recommend going beyond temporary and precarious ‘navigators’ 
and to constitute stable and high-quality public-sector professionals 
in this field. In general, more trust should be built between these pu-
blic services and employers. Furthermore, the connections between 



82

Next Generation Labour

these and training opportunities should also be improved. An example 
of good practices is CeLav, which mediates between firms and be-
neficiaries in providing internships opportunities. In any case, a cri-
tical point is the conversion rate of internships to normal contracts 
after the conclusion of the training period. Moreover, increasing the 
presence of social service professionals, or enhancing the connexion 
between employment and social services, can make tailor the service 
more effectively the varied profile of RdC beneficiary.

Reddito di Cittadinanza has proven to be a useful tool to combat 
poverty, but not to create employment. We have proposed different 
reforms to make the transfer more effective to increase individual ca-
pacities, in a manner that individuals can better match existing job 
opportunities. However, in a context of high unemployment (circa 
10%), doubling for Southern regions such as Calabria or Sicily, it is 
reasonable to expect that training and re-training are measures which 
can hardly help individuals to find employment. Two consequences 
emerge from this acknowledgement. Firstly, the transfer should not be 
conditional on accepting any job, due to the local low job offer. Secon-
dly, regional development and industrial policies are required in order 
to increase job creation. 

In a context of low private investment and labour demand, the state 
should step in to increase public investment and create incentives for 
private investment in strategic sectors. As Mariana Mazzucato points 
out, the state is an efficient investor because of its great fiscal capacity, 
its mission orientation and its long-term perspective. Public invest-
ment in infrastructure and public sector employment can be directed 
at those sectors more strategic from a green-transition and value-ad-
ded perspective. This approach can directly create more jobs, and in-
directly create positive feedback loops of increased aggregate demand. 
Furthermore, public investment can be directed to regions suffering 
particularly high levels of unemployment and informal employment.
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Co-determination of workers and  
democracy deficits in economy, today 

Andrea Rosafalco, ADAPT

Co-determination of workers in corporate governance may be regar-
ded as the Stone Guest par excellence in the Italian debate on indu-
strial relations. Its cruciality has always been linked to art. 46 of Italian 
Constitution. As it is well known, this article attributes to workers 
the right to participate in corporate governance. Such participation is 
justified by “the economic and social elevation of labour”, but must be 
enacted “in harmony with production needs” and in respect of “moda-
lities and limits” as established by the Legislator. Therefore, it is the 
Parliament that is entitled to decide on forms of direct participation of 
workers in corporate governance. 

Today, the subject of co-determination is gaining new strength and 
centrality. Indeed, beyond widespread desires to finally overcome Co-
vid-19 pandemics, an idea is born that we could take advantage from 
the current times to re-think the social order. Resources provided by 
European institutions, to promote reforms and correct distortions such 
as environmental deterioration and innovation delates, may encoura-
ge new institutional solutions. These solutions should compensate the 
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deficits of “economic democracy” at the basis of the cited distortions. 
Ex post interventions, tasked with mitigating negative effects produ-
ced by a certain market model, may be not sufficient anymore. Rather, 
upstream interventions seem to be urged, to make room in favor of 
democratic processes, by providing tools to individuals and communi-
ties and facing distortions’ deep causes.

We believe that the discussion on co-determination of workers in 
corporate governance, should be carried on in coherence with these 
considerations. In this light, for example, importing in Italy mechani-
sms borrowed from the German context – where, as is well known, 
members of supervisory boards in large companies are partly elected 
by workers – should be questioned. We may doubt, that the mere re-
petition of German provisions on co-determination may be sufficient 
to enable those processes of liberation of the cleverness of labour, es-
sential not just to democratise workplaces, but also to overcome the 
existing hiatus between “core” and “peripherical” workers.

Moving from these worries, within the context of Feltrinelli Camp 
“Next Generation Labour”, as researchers we reasoned on the most 
adequate modalities to activate participation paths with workers at the 
center. Thus, we developed a model of intervention to exploit the po-
tential of co-determination, adopting the following critical viewpoint.

For starters, we opted for the methodology of “regulatory responsi-
veness”. Which means that, to design an alternative social governan-
ce, we chose to study whether and to what extent regulation might 
be delegated, effectively and in a balanced way, by the state. Then, we 
enhanced workers’ participation as a democratic resource, especially 
by betting on trade unions to ensure actors’ tripartism. Finally, we em-
braced the idea of an “institutional complementarity”, believing that, 
in front of ongoing complexities, changes may only rise as the holistic 
result of an action carried out on and by several social institutions.

Established our critical viewpoint, clarified our urgency regarding 
the democracy deficit in addressing economic processes, we have con-
sidered some case studies looking for benchmarks. We started from 
the German case, appreciating the (complementary) plurality of in-
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stitutions such as co-determination (“German-style”), collective bar-
gaining, and consultation played by work councils. However, we also 
acknowledged that Germany itself does show deficits of economic de-
mocracy. As matter of fact, also in Germany, production and exchange 
activities seem unable to absorb those (technical and pecuniary) ne-
gative externalities, which increase inequalities between centers and 
peripheries and threaten the “common home”. Consequently, for our 
intervention model, we chose to develop an institutional framework 
capable of handling a broader set of interests, not confined to those 
expressed by production forces. Our framework should prove more 
responsive towards the need to take care of commons – these ones 
to be intended a-technically: as an ideal-type which alludes to what 
enhances human experience beyond private property –.

Clearly, expanding the scope of represented interests – and thus 
the actors to be supported in decision processes – is not ideologically 
neutral. Upstream, a choice is made in front of the question: “why we 
should democratize the economy”. Therefore, participation and freedom, 
obtained by the attribution of power to the people, may be values in 
themselves; nevertheless, it would be necessary to shed light on what 
is needed to avoid their own deterioration. In other words, a proposal 
must be presented on how to make the democratic option resilient. 

For the purposes of this investigation, we can count on our Italian 
Constitution, achievement of the Resistance against Nazi-fascism. In 
its 1st article it declares that Italy is a “Democratic Republic”. It seems 
that by these terms, a directive has been offered not just on the form 
of the State, but on the essentials of our life in common. “Democracy”, 
indeed, expresses the idea that the power belongs to the people; thus 
that the authority derives from political participation; thus that the 
capacitation of persons – which assumes the formal recognition and 
the substantial guarantee of rights – is an action to be always carried 
on, to enable a certain functioning of communities.

“Republic” itself originates from the Latin expression res publica. 
According to the context, this expression was used to allude to the 
public property of a good (as opposed to the private one) or to specify 
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the form of government during the Roman Age. However, if we try to 
translate “res publica” aiming to mediate its expressive strength and 
its intrinsic “concreteness”, it seems that it means what citizens owns 
co-responsibly; what is needed by communities to have identity and 
dignity; what is inherited from the patres, the ancestors, and needs to 
be preserved, enhanced, and strengthened, to protect the sense itself 
of our lives in the world. Thus, “Republic” may recall the dimension of 
duties, as “democracy” the dimension of rights.

These reflections on the very first words of Italian Constitution, 
then, allow to answer the question: “why we should democratize”. If 
democratizing means providing tools and thus effective liberties to in-
volved stakeholders, enabling them to carry out initiatives to advance 
their own interests, our proposal is that more liberties should be cohe-
rent and respond to the duty of taking care of commons (considered 
a-technically). Moving from these reflections, we have expanded the 
issue of codetermination, by questioning how workers’ participation 
may serve the following goal: fixing ongoing democracy deficits in 
economic processes.



91

Report “Economic Democracy

Topic of the table

Co-determination and economic democracy

Overview of the topic

What is the sense of workers’ co-determination in the context of a 
post-pandemic world? Co-determination’s value stands and falls de-
pending on whether or not and to what extent it enables us to make 
progress towards new forms of economic democracy. In light of this, 
the problem is not co-determination as such. Rather, it’s about how 
co-determination can be a form of empowerment ‘from below’ that 
can be articulated also with other forms of conflictual engagement. 
Indeed, we interpret co-determination not as something opposed to 
unionization or collective bargaining, but as a complementary tool to 
favour the participation of all the relevant stakeholders in corporate 
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governance without losing for this reason the dialectic and innovative 
potential of power of workers’ struggle and opposition.

Challenges to be addressed/to be overcome

Co-determination could be implemented not as a means to encoura-
ge bottom up and inclusive mobilization but as a top-down instrument 
of mitigation of conflict between management and workers.
Opportunities to embrace for having positive and concrete impacts

By merging co-determination practices with new deliberative and 
participative instruments, co-determination can become a form of 
‘empowerment’ from below.

Title of the proposal

From codetermination to collective bargaining for the common good

Objective

Our urgency is seeking “economic democracy” within the post-pandemic context. We 
intend to explore whether and how co-determination (complementary to bargaining 
and conflictual relations) could work as an effective tool for addressing “economic 
democracy”.

Model of intervention

Our model of intervention would focus on the creation of spaces 
for bottom-up involvement in corporate governance. In particular, 
unions, and emerging actors closer to the evolving social needs of 
communities and citizens, could play a role in bargaining on issues 
related to the collective management of common goods. Public ac-
tors should acknowledge this opportunity, and regulate it in a mini-
mum way, by focusing on the risk of cooptation. Also, the State, as an 
employer, should earnestly embrace the new processes of bargaining 
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here envisaged. A meaningful way for the public actor to accomplish 
this task could consist in linking post-pandemic recovery loans with 
effective forms of bargaining (especially at the territorial level). This 
could be instrumental to achieving widely shared objectives of com-
mon interest.

Co-determination, as exemplified by the German experience, is a va-
luable model for democratic engagement that can be improved upon, 
however. We worry about the tendency to intend co-determination 
not as a means to encourage bottom up and inclusive mobilization but 
as a top-down instrument of mitigation of conflict between manage-
ment and workers. 

Going beyond German co-determination, we find illustrations of 
co-determination-like models, for instance, in the UK. Here, a famous 
case is the one of John Lewis & Partners retail company. The foun-
der’s intention to create a co-determination-like form of engagement 
to fight the communist and anarchist threat he envisaged at that time 
shows the paternalistic ideology underpinning initiatives such as this 
one. Its legacy is one of co-determination-like spaces that are an anti-
dote to, not a support of, unionism, already weak in the British retail 
sector. This type of involvement leaves workers with some limited 
benefits but little ground for deep democratic engagement. 

Moving beyond co-determination, we need to consider cases of col-
lective bargaining that make room for participation and deliberation. 
Interesting examples might be found in Italy, for instance at Tenaris 
Dalmine, Ducati and Lamborghini. These, however, are isolated cases 
at the heart of the country’s value production chains. They profoundly 
differ from the rest. Further, the distinction between core and peri-
phery is not just macro and structural. This difference is marked also 
at the micro level, where inequalities among workers within the same 
firm and workplaces are deep. 

To overcome the limits represented by virtuous but isolated expe-
riences that can do little to overcome macro and micro inequalities, it 
would be interesting to look at the case of multi-level bargaining. For 
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instance, the kind that characterized decision making during the pan-
demic emergency in Italy.

In particular, the protocols on health and safety against the spre-
ad of the virus at national, local and single firm level were positive 
examples of multi-level and multi-stakeholders (including even citi-
zens and, for instance, municipalities) collective bargaining processes. 
Among other things, because they showed the broader importance of 
safeguarding common goods such as public health, employment levels 
and social cohesion. 

Finally, the case of the US initiative “Bargaining for the common 
good” shows again that bargaining can be imagined as a means to ad-
vance the interests of workers and whole communities safeguarding 
existing ties with local mobilizations. These actors together are indeed 
capable of envisaging structural changes and social innovation. 

Overall, codetermination in itself is insufficient to promote demo-
cratization of the economy. Thus, it should always be intended as a 
means among many that need to work in a synergy for the interest of 
the entire community.

Implementation

We also identified some key actors. Unions and companies’ repre-
sentatives (as key reference points, already deeply involved in tradi-
tional forms of bargaining), universities (as facilitators of local pro-
cesses providing expertise and local knowledge), state authorities (as 
regulators with the possibility of linking loans to this multi-stakehol-
ders and multi-level bargaining process), consumer organizations and 
movements (as labour advocates), and citizens. The latter could par-
ticipate both as in the initiators of the process and be involved then 
through monitoring and deliberative bodies active at all the stages of 
bargaining. The idea is to create a framework of reference favouring 
transparency and enhancing efficiency in the resolution of matters of 
social concerns, for instance, to link public funds and common goods. 
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This process could be activated through mechanisms similar to signa-
ture collection today requested to make popular law proposals. The 
initial collection phase can be initiated by any interested actor in the 
community. When in place, the device should work in the context of 
bargaining for the post-pandemic loans and recovery funds. Impor-
tantly, it should not replace existing arrangements but put to work 
only when activated by the community.
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Watch the interviews

Dominique Méda, Université Paris Dauphine.
Click here to watch the video.

Francesco Saraceno, OFCE-Sciences Po.
Click here to watch the video.

https://www.youtube.com/watch?v=PqXuj5SFsDk
https://www.youtube.com/watch?v=18Pc8Hb7nA8

	_heading=h.gjdgxs
	Preface
	Introduction 
	Working Group #1
Knowledge districts to connect 
training and the labor market
	All we need is will
	Making the education system more responsive to labour market necessities
	Report “Knowledge districts to 
connect training and the labor 
market”
	Working Group #2
Competence Centre for Scientific 
Innovation
	Enhancement of Competence Centre for Scientific Innovation
	Report “Competence Centre for 
Scientific Innovation”
	Working Group #3
Employment Service Reform
	Local governance for a labour market in transition 
	How to coordinate training centres, employment centres and new jobs
	Report “Employment Service Reform”
	Working Group #4
Minimum Income
	The active dimension of Minimum 
Income 
	Entrenched in negative incentives
	Report “Minimum Income”
	Working Group #5
Economic Democracy
	Co-determination of workers and 
democracy deficits in economy, today 
	Report “Economic Democracy
	Watch the interviews



