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I. Initiatives on ‘Early Recognition of Skill Requirements’ and Research Projects in Europe
Initiativen zur “Früherkennung von Qualifikationserfordernissen” und Forschungsprojekte in Europa

Introduction: Early recognition of skill requirements in Germany – the research network FreQueNz.
Klaus Schömann, WZB - Wissenschaftszentrum Berlin, Germany
May 30th, 9.30 - 10.00 am
Einführung: Früherkennung von Qualifikationsbedarf in Deutschland – das Forschungsnetz FreQueNz.
Klaus Schömann, WZB – Wissenschaftszentrum Berlin, Deutschland

Early Recognition of Skill Needs in selected OECD Countries –
Identifying common Trends
Dr. Klaus Schömann, WZB - Wissenschaftszentrum Berlin für Sozialforschung, Germany

We compare forecasts and policy reactions on qualification and skill needs across major
industrialised countries in the OECD area. Both results and application of sound
methodologies to identify newly arising skill needs are the focus of our project as part of the
www.frequenz.net initiative from the German Ministry of education and research.

On the one hand, the international perspective provides important impulses for the early
recognition of qualification needs in the Federal Republic of Germany with respect to both
methodical and institutional aspects. On the other hand, the results of surveys in other
countries may have far-reaching implications for the development of the needs in Germany
as a consequence of the internationalisation of the markets. With respect to the
methodology, the partial studies outlined below are based on country-specific case studies
authored by internationally renowned experts, on statistical secondary analyses and on
literature analyses. The analyses of the implementation processes are predominantly based
on expert interviews. In this project, three partial areas are investigated which have a great
significance for the early recognition of the qualification needs and for the implementation of
the results:

The presentation of results from the presentation will focus on three areas:

I: The first part focuses on quantitative aspects of early recognition of qualification needs.
Major results from the study entitled "Qualification Forecasts. Methods and Results in
International Comparison" will be presented, which highlights some common trends across
countries.

II: The second part discusses policy reactions to persistent qualification needs. We mention
some “best practice” examples of reactions to skill shortages from the OECD countries
based on our recent implementation study. Both the inhibiting and the promoting effects of
institutional framework on the implementation process are investigated. Apart from the legal
framework conditions, the coordination of the actors relevant for the implementation is a
decisive factor for the success of the implementation.

III: The third part deals with the integration of forecasting results and their implementation in
selected areas. The study titled "Lack of Skilled Personnel in Small and Medium-Size



Enterprises – An International Phenomenon?" addresses the lack of skilled personnel as well
as strategies applied to solve this problem in small and medium-scale enterprises with some
first results from European firm level data.
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Introduction: Early recognition of skill requirements in Germany – the research network FreQueNz.
Susanne Liane Schmidt, Fraunhofer-Institute for Industrial Engineering, Germany
May 30th, 9.30 - 10.00 am
Einführung: Früherkennung von Qualifikationsbedarf in Deutschland – das Forschungsnetz FreQueNz.
Susanne Liane Schmidt,FhIAO – Fraunhofer-Institut für Arbeitswirtschaft und Organisation, Deutschland

Early Recognition of Skill Requirements in Germany –the Research
Network FreQueNz
Susanne Liane Schmidt, Fraunhofer-Institute for Industrial Engineering, Germany

By means of the "Early Identification of Qualification Needs Initiative" the Federal Ministry of
Education and Research contributes to maintain the efficieny of vocational training for the
future. Within this Initiative FreQueNz investigates emerging qualification needs and
estimates them with regard to their future development. This takes place because a high
level of adequate education and qualification is of vital importance for individual employment
prospects and careers as well as for the employment system and the economy as a whole.
FreQueNz aims at identifying qualification needs, developing options for action, and
providing results out of the research projects involved. 8 research institutes are closely
connected in the FreQueNz Network.

  Users and Project Partners of FreQueNz

Research, Science

Individuals

Employment 
Administration

Education Organisations,
Educational EconomyPolitics

Associations

Management
and Labour

Enterprises

Fg. 1: FreQueNz bundles research findings and makes them available to the public



In the meantime results are available on following subjects:

• Investigation of qualification needs in different branches/fields
of work directly at the workplace level

• Human services in the fields of health and wellness

• Qualification needs in the field of logistics, retail trade and
e-commerce

• Shortage of skilled labour in the IT sector

• Change of requirements in the field of facility management

• New occupations in the field of multimedia and media design

• Comparison of OECD countries

• Change of requirements upon low-qualification personnel

• Surveys among continuing training providers

Fields of Research

FreQueNz takes care of networking the research projects conducted in parallel.

The common strategic objective is the early recognition of qualification requirements and the
development of recommendations for action based on the changes observed in the world of
labour.

  A plurality of research concepts and methods characterise the network

FreQueNz

Monitoring the 
qualification development

Development of realistic 
recommendations for action

Early detection of a 
need for action

Timely recognition of 
critical changes

Developments in 
competitor countries

Fg. 2: FreQueNz – a plurality of approaches and methods: The complementary research findings arise from
different levels of analysis by means of a plurality of approaches and methods

The projects of the partner institutes and institutions participating in the research network
cover a large variety of research fields ranging from direct observation of changes at the
workplace to an international comparison of the early recognition activities in competitor
countries. An important aspect is the resulting plurality of research concepts and methods
characterising the research network.
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Early Identification of Qualification Needs: 
A Prospective Strategy of Educational Research
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Fg. 3: Complementary methods and concepts serve as a basis to develop vocational strategies for the future

To be able to discern qualification developments and to act in time it is important to get
together numerous research findings including interpretations of statistical data. This takes
place by bringing together different project partners within the research network of
FreQueNz. For obtaining a sufficiently complete survey it is advantegeous to bundle the
research findings. Solely as a whole such a picture out of complementary parts can serve as
a basis to develop vocational strategies for the future.

Transfer of results

The internet platform FreQueNz http://www.frequenz.net is the electronic means for
communication and information on the research network. It offers one of the possibilities to
take hold of the research findings. The internet platform FreQueNz does not only provide
research findings. Also it serves as a means of access to other institutions and projects
occupied with early identification of qualification needs. Additionally the platform gives
opportunity to exchange views on relevant topics.

Interested groups and individuals can take hold of these heterogeneous results and use
them according to their specific purposes.

In addition to the internet platform FreQueNz, there are print media for the transfer of results.
Hitherto there have been published six volumes of the FreQueNz series of books
"Recognising Qualifications – Designing Occupations". Further volumes are in preparation.
More recent results are published in form of Newsletter articles.

Books and Newsletter can be ordered via internet platform www.frequenz.net or the following
address.
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NEWS
Letter

Blitzlichter aus der Projektarbeit

In einer Arbeitswelt mit sich rasch wandelnden
und ständigwachsenden Anforderungen sind
gut ausgebildete und hochmitivierte
Menschen das Kapital.

Die Initiative
fördert Pro-
jekte, die
mit neuen
Ansätzen
dazu beitra-
gen, die
qualita-
tative For-
schung zur

Früherken-
nung von
Qualifikati-
onserforder-
nissen zu
verbessern.
Ihr Anliegen
ist es, mit der
zeitnahen
Veröffentli-

chung von
interessanten
Erkenntnissen,
Erfahrungen
und Trends
Impulse
für die bil-
dungspoliti-
sche Diskus-
sion zu liefern.

Newsletter

wbv

Qualifikationen
erkennen

      Berufe
gestalten

Hrsg. Hans-Jörg Bullinger

series of books

Fg. 4: Using print and online media for the transfer of result: internet platform, series of books and Newsletter
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United Kingdom: Qualifications for the future.
Mike Coles, The Qualification and Curriculum Authority (QCA), UK
May 30th, 11.00 - 11.30 am
Vereinigtes Königreich: Qualifikationen für die Zukunft.
Mike Coles, The Qualification and Curriculum Authority (QCA), UK

Qualifications for the future
Mike Coles, Qualifications and Curriculum Authority, United Kongdom

Early recognition of qualification needs has been a problem for the UK for many years. There
are barriers to the development of qualifications that recognise the skills that are needed in
the workplace of the not-too-distant future. These barriers include such things as poor data
supply, long gestation times for the development of qualifications and weak methods for
collecting and analysing data on future qualifications needs. My paper concentrates on the
early stages of the development of a new methodology, based on scenario planning, for
maintaining an up-to-date set of qualifications that serve individuals, employers and the
economy well.

The UK qualification system centres on certain well-established and well-defined
qualifications certificates. These have been developed and managed within universities and
the professions and it is probably true that even accepting recent government activities to
regulate the qualifications system, the UK has a qualifications system that is devolved and
voluntarist.

Experts charged with carrying out reviews of qualifications are invariably asked to look to the
future. However the practice of producing future-oriented qualifications is highly problematic.
There is no generic needs analysis process that is applied to all qualifications across the
systems in the UK and the issue of future-proofing the qualifications system remains a
problem.

Consequently there is growing interest within QCA for application of scenario methodology to
qualifications needs analysis. The methodology involves the development of plausible
scenarios for 10 or 20 years hence and the testing of strategies for achieving objectives in
the context of these scenarios. The distinctiveness of scenarios lies in the way it tackles
uncertainty, the richness of the data it generates for discussion and its capacity to facilitate
‘out of the box’ thinking.

The first application of the methodology to qualifications development was in the financial
services sector where an element of scenario planning was added to a sector-led project that
aimed to produce a map of qualifications needed by the financial industries in 10 years time.
The second application is in the transport sector and is a more substantial application of the
methodology than the first. Development work is underway in three transport industries to



produce a series of models for qualifications frameworks for 10 years hence. The project is
also optimising the ways scenarios might be used with industry stakeholders.

There seem to be three main problems associated with modernisation of qualifications. The
first is the difficulty of obtaining unambiguous, dependable and detailed evidence for the
need for change and the second is the resistance or inertia to change within the stakeholder
groups. A third is the difficulty of managing an evolution from one qualifications model to
another. Evidence suggests that scenario based methods may help with these problems.
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Spain: Developing prospective tools for the recognition of skill requirements.
Jordi Planas, Autonomous University Barcelona, Spain
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Spanien: Die Entwicklung von Prognoseinstrumenten zur Identifikation von Qualifikationserfordernissen.
Jordi Planas, Autonome Universität Barcelona, Spanien

Developing prospective tools for the recognition of skills
requirements in Spain
Jordi Planas GRET, ICE-UAB, Autonome Universität Barcelona, Institut de Ciències de
l’Educació, Spain

During the past decades in Spain, instruments have been developed to detect competence
requirements and to translate them into training offers in school-based training, occupational
training and continuing training. These instruments, although oriented towards different types
of training, different territories and methodologies, are also essential for the overall steering
and modernisation of vocational training in Spain. The basic method of these instruments
was the ‘functional analysis’.

Until today, the following efforts with a major impact on the detection of qualification
requirements in Spain have been undertaken:

• Work on the design of initial vocational training carried out in particular by the
Ministry of Education with the participation of employers and experts;

• the ‘occupational observatory’ of INEM (National Institute of Labour) which is
based on dynamic networking rather than on traditional forms of observatories;
unfortunately, as Cachon (2001) points out, this network was not able to extend
this dynamism beyond institutional borderlines;

• FORCEM (Foundation for Continuing Training, which governs public money for
the funding of continuing training in Spain) has developed observatory-like
activities on competence and training needs, particularly at sectoral level which –
although not constituting a real observatory – have a remarkable importance for
some occupational fields;

• several ‘autonomous communities’ (regional governments) have developed
observatories to identify requirements in their own territories. Worthy to be
noticed is the observatory of the Basque territory in terms of its effort and quality,
but important initiatives are also being developed in other autonomous
communities such as the Canary Islands or Madrid (Cachon 2001);

• finally, more or less systematic mechanisms have been developed to identify
training needs related to ‘spontaneous’ demand for training by enterprises.



All these instruments include elements of competence anticipation; they are, however, clearly
not sufficient for an efficient response on the current challenges our economies are facing.
Moreover, the prospective elements within the instruments already available do not have a
suited methodology for work of this type.

Currently, an observatory of the National Institute of Qualifications in Spain (OBINCUAL) is
being created; it is subordinate to the General Board of Vocational Training and attached to
the Spanish Ministry of Labour. However, being still in its initial phase, it is only possible to
evaluate its intentions and objectives rather than its realisation.

OBINCUAL is designed as a ‘network of networks’, that is a knot of information and
exchange on competence and training needs, connected with diverse systems of vocational
training in Spain. Concerning the ‘early recognition of skill requirements’, OBINCUAL will
constitute networks of expertise which will work on ‘the definition of (endogenous) future
scenarios’.

Objectives of this prospective work are ‘to analyse key areas of qualifications and the
economic activities in which they are based by determining above all the subjects and
variables of the productive process where changes are generated; and, second, by obtaining
information on future trends and previsions on issues such as occupations, jobs and
occupational profiles which are in highest demand, and on the associated competence
needs’. The approaches used by OBINCUAL are mainly Delphi methods.

Some points for discussion in this context:

• which room will be given in OBINCUAL to territorial and sectoral specificities?

• How will the ‘old’ and the ‘new’ be treated in the future? We should remember the
double challenge of an ‘early recognition of skill requirements’ which is directed
towards and should identify both: ‘new’ competences and ‘old’ ones which will
persist and/or support the acquisition of new ones.
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Italy : Network of national surveys on new skill needs in Italy.
Mario Gatti, Institute for the Development of Vocational Training (ISFOL), Italy
May 30th, 13.30 - 14.00
Italien: Netzwerk zu nationalen Erhebungen über neue Qualifikationserfordernisse in Italien.
Mario Gatti, Institut für die Entwicklung der Berufsbildung (ISFOL), Italien

Network of national surveys on new skill needs in Italy
Mario Gatti, Institute for the Development of Vocational Training (ISFOL), Italy

In Italy, Vocational Training has been managing by Regions since 1974. Nevertheless in
latest years institutional reform acts enlarged regional autonomy also to education and labour
market policies.

The need of realizing realize, at local level, education and labour integrated policies had
encouraged the proliferation of researches aimed to survey/anticipate training and
occupational needs in order to orientate political choices supporting socio-economic
development and employment.

The autonomy of Regions to develop these research activities produced results so different
that it put obstacles in realizing comparative studies. In many case they pursued different
aims, utilised different methods, approaches and tools.

Considering that local intervention in matter of needs analysis, because of their differences,
have not allowed to achieve a convergence towards an integrated system, the Italian
government promoted from 1997 to 2000 a series of national surveys on occupational needs
in several sectors of the economic system. Nowadays the government, in the framework of
ESF programme 2000-2006, is getting in the surveys  in a network through the creation  of
an information system that should be able to supply informations about:

- economic sectorial scenarios in which occupational needs are expressed;

- sectorial lists of occupational titles indicated as needs (demanded by the
enterprises and hardly to find in the labour market);

- descriptions of occupational needs through new competencies required;

- occupational forecast in the short and medium term (1-5 years) .

These surveys have been taken in charge by bilateral bodies, formed by entrepreneurs and
trade unions, that are labour market stakeholders.

The network, as it is conceived, will be managed by the institution (Ministry of Labour and
Social Affairs) to ensure the neutrality, while social partners will ensure the accuracy of the
informations supplied.

To develop the need analysis system is necessary to solve previously some problems
related to the national surveys network as:



- sharing the meaning of some concepts (occupation, need, etc.)

- common glossary

- homogenisation of the survey field extension

- linkage of occupational needs, surveyed in each economic sector, with a
national/international occupations classification that could allow the connection
among the surveys and the connection with similar experiencies managed by
other countries.

The conditions to build  a permanent national system for needs evolution analysis are quite
good but there are yet some problems about:

- to combine the national network level  with the regional/local level

- to define the role of central government and regional governments.

The solution of these problems is relevant because even if vocational training and labour
market policies are managed at local level we have to know national training and
occupational needs trends to develop an effective national needs analysis system.

Therefore it is really crucial to find a political agreement among the stakeholders and, in this
framework, finding a technical proposal able to create a synergy between the experiences
realized at national level and the ones performed at local level.

The subject of my speech in the conference “Early recognition of skills requirements in
Europe” will be the project that Isfol is coordinating to build a national needs  surveys
network in Italy.
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Industrial maintenance: New and traditional skill requirements.
Jean Louis Kirsch, Céreq, France
May 30th, 14.30 – 15.50
Wartung von technischen Anlagen: Neue und traditionelle Qualifikationserfordernisse.
Jean Louis Kirsch, Céreq, Frankreich

Industrial Maintenance - New and Traditional Skill Requirements
Jean-Louis Kirsch, Centre d’études et de recherches sur les qualifications (French Centre for
Research on Education, Training and Employment), Marseille, France

The French Ministry of Education periodically asks for a survey about the changes in skill
requirements in the major sectors of economic activity. This information is helpful to define
new training profiles available for the next five to ten years.

In this framework, Céreq often carries out studies. Over the years, a tried and tested
procedure has been developed, covering different fields, e.g. electronics, trade, building, IT
occupations…

This procedure is based on a three step approach:

 consultations with experts in addition to bibliographical and statistical surveys to
delimit the problematic ;

 in-firm observations with a specific method, ETED (Emploi type étudié dans sa
dynamique - typical job studied in its dynamic), which analyses the
competences involved in different jobs and the various possibilities for
advancement among the activities involved ;

 labour-market studies, and more specifically conditions of access to the jobs

Industrial maintenance is the most recent field of research and will be presented. The experts
interviewed prior to the in-firm investigations highlighted three major changes likely to modify
more or less fundamentally the occupations, the structure and the content of activities in the
sector : introduction of predictive methods, redistribution of activities inside and outside firms,
normalisation and quality certifications.

In-firm investigations were set up in twelve firms varying in size and core activity. They
measured the real impact of these changes and forecast the consequences concerning work
organisation and skill requirements. Three occupational profiles were drawn up, on the basis
of on-the-field observations and accounts from professionals. Skill requirements were
therefore identified for the coming years.

Certainly this is an important information, still the way the labour market works indicates that
demand of skills and supply of Vocational Education and Training match in very different
ways : on this last point, our knowledge has to be improved.
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Automotive sector: Identifying future qualifications needs in the transport sector in the UK: Has the
scenarios methodology a role? Tom Leney, University of London, UK
May 30th, 14.50 – 15.10
Automobilsektor: Identifikation künftiger Qualifikationserfordernisse im Transportsektor des Vereinigten
Königreiches: Welche Rolle spielt die Szenarienmethode? Tom Leney, Universität London, UK

Identifying future qualifications needs in the transport sector in the
UK: Has the scenarios methodology a role?
Tom Leney, University of London, United Kingdom

Context and issues

The UK government’s Qualifications and Curriculum Authority (QCA) and I have worked with
other UK agencies (together with CEDEFOP and an international team) to develop a
scenarios methodology that can be used in education and training planning.

We have recently begun to apply the approach to three industries in the UK’s transport
sector: rail, road haulage and the motor industry. The work is at an early stage, and the
presentation concentrates on the methods we have decided to use. At a later stage I may be
able to report on the outcomes of our work.

The task identified

QCA and the Transport Skills Alliance have commissioned an analysis that will use scenarios
thinking alongside more traditional tools such as forecasting, functional and occupational
analysis to identify the kinds and contents of qualifications that may be needed a decade or
so from now in the transport industries.

The project

The project falls into two distinct stages. The remit for Stage 1 was to develop sets of
scenarios for the transport industries specified, focusing on the year 2012. Phase 1 is
complete. The following are now available.

1. A set of four meta-scenarios for the transport sector in the UK for 2012;

2. A set of four more detailed scenarios for each of the three industries identified in the
sector;

3. A quantification (by industry and scenario) of each of the key criteria used to
construct the sets of more detailed scenarios.

The provisional scenarios should be available at the conference in Berlin.

Phase 2, which is now beginning, is intended to establish the extent to which current
qualifications contribute to meeting the skills needs identified in the scenarios for 2012 work



and related analysis, and to make recommendations on the requirements for qualifications
likely to be needed in a decade’s time.

The members of the core team have been chosen to achieve a careful balance of expertise.

• An expert in identifying occupational profiles, skills standards and qualifications
needs across different vocational sectors;

• A labour market economist with wide experience in the transport sector;

• A consultant who has been developing the scenarios methodology.

A steering group and a sectoral reference group are being established in order to ensure the

close involvement of government agencies and strategic players from the sectoral

oganisations concerned.

The next steps
Phase 2 is just beginning. These are the main stages in this phase.

PHASE 2 Main activities
Map all existing qualifications for
the sector concerned

Desk research

Test the transport scenarios for
plausibility and write in
implications for skills needs

Expert interviews and meetings

Apply forecasting techniques to
sectoral data and to the scenarios

Expert input

Stage 1
Identification and
analysis

Develop ‘framework of usefulness’
to link existing standards with
future needs

Team

Apply the framework of usefulness
to all existing qualifications

Team

Explore how experts consider
skills needs are best met in
different scenarios

Expert interviews and meetings

Stage 2
Further analysis

Identify with organisations how
scenario thinking can help identify
skills/qualifications strategies

Working with
stakeholders/organisations in the
field

Report on the appropriateness of
current qualifications to anticipated
future needs for the industries
concerned
Develop recommendations about
future qualifications needs and
content

Stage 3
Conclusions and
recommendations

Make recommendations about the
usefulness and problems
associated with the scenarios
approach when used with other
tools

Team



How we’re using scenarios to help build the strategic conversation
The hypothesis is that the methods used can help stakeholders to improve on the analysis of

future skills and qualifications needs in the sector. This should help sectoral organisations

and the regulatory body in planning for change in qualifications.

We are developing the scenarios methodology as an additional tool for identifying future

needs and developing strategies – not as an alternative to more traditional techniques.

We will encourage key players to adopt scenario techniques as part of their normal planning

processes.
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ICT sector: Addressing the ICT skills gap in Europe.
Martin Curley, Intel, Ireland
May 30th, 15.40 – 16.15
IKT-Sektor: Zur IKT-Qualifikationslücke in Europa.
Martin Curley, Intel, Irland

IT People, Intellectual Capital and Solutions
Martin Curley, Director, Intel Corporation, Ireland

This presentation focuses on the activities of the Careerspace consortium in tackling the
European ICT Skills gap. The Careerspace consortium consists of 11 ICT companies
(Siemens, IBM, Intel, Nokia, BT, Cisco, Microsoft, Thales, Telefonica, Philips, Nortel) working
in conjunction with the European Commission and EICTA, to close the European ICT skills
gap. In this context the emergence of the Knowledge Economy is driving a structural change
in skills requirements towards ICT. This drove the initiation of a Careerspace ICT Skills
Monitoring & Supply/Demand working group which had the charter of looking at ways to
better understand the skills shortage, especially when it is related to the most relevant ICT
skills profiles and jobs in Europe.

This presentation focuses on the Careerspace initiatives with particular focus on the Skills
Monitoring workgroup.
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Logistics: New qualification needs in logistics. Kathrin Schnalzer, Fraunhofer-Institute for Industrial
Engineering, Germany; Miriam Thum, Infratest Sozialforschung, Germany
May 30th, 16.00 – 16.20
Logistik: Neue Qualifikationserfordernisse in der Logistik. Kathrin Schnalzer, Fraunhofer-Institut für
Arbeitswirtschaft und Organisation, Deutschland; Miriam Thum, Infratest Sozialforschung, Deutschland

New qualification needs in logistics
Kathrin Schnalzer, Fraunhofer-Institute for Industrial Engineering, Germany
Miriam Thum, Infratest Sozialforschung, Germany

The ADeBar project – permanent close-to-the-job observation of qualification needs, aiming
at an early recognition of changes in employment and within enterprises (ADeBar) –
comprises a combination of qualitative and quantitative surveys and a combination of
longitudinal-section and cross-section analyses. A change in qualifications and qualification
requirements becomes obvious – with a time lag – in many places: In vocational training, in
the continuing training market, in the employment market – but first of all at work itself. While
the first three sources are already subject to intensive observation today, the changes in
specific work systems are currently not yet analysed systematically with a view to this issue.
Changes occurring in work systems, i.e. the interaction of innovative technologies and
modern forms of organisation of work, generate new qualification requirements for
employees. Since the actual work in enterprises is both point of departure and driving force
for the qualification development, the ADeBar project aims at deriving qualification-related
changes from practical work at an early stage.

The project aims at making distinct and specific information available about the development
of the real work tasks and the future qualification requirements which can be recognised in
the work itself. Theses for the future are developed and weighted and new sets of
qualifications compiled. The current focus of the project is in the fields of logistics and
facility management, commercial office jobs and occupations in the media sector. Case
studies from the Fraunhofer Institute for Industrial Engineering are at the core of the early
recognition instrument. In these studies, complete occupations and the associated work
systems and business processes in enterprises are analysed and described. The combined
summary of all case studies forms an image of general trends and theses. These general
theses are subjected to a test for representativeness carried out in each case by the Infratest
Social Research Institute.

Derived from qualitative case studies in logistics businesses, the qualification-related and in-
house specialisations as well as the new sets of qualifications can be summarised in
“process controller”, “IT-logistics specialist”, “transport organiser” and “technical delivery
specialist”. The new set of qualifications of a “process controller” in logistics, comprising
commercial and trade-related requirements are technological requirements as handling of
communication and information systems, control of SAP logistics systems and automatic



ordering systems, social requirements as team management, organisational
requirements as planning and organisation of processes, cost estimating, orientation in the
overall system and understanding of the process, virtuall worlds and at last technical
requirements as merchandise flow, distribution, shipping, merchandise movements,
merchandise inspection, checking and audit of invoices and controlling.

In a survey among 400 enterprises, 200 of which are logistics businesses, the current and
future qualification requirements have been assessed:

• Customer-focusing with its various aspects has been and will continue to be the
major qualification requirement for skilled logistics employees.

• For some Internet and e-commerce qualifications, which are currently not yet
considered very significant, a tremendous increase in significance is anticipated
for the next 3 years, especially in the more general fields of application.
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Healthcare: Skill requirements in the care of elderly – the Swedish example.
Gert Alaby, The National Board of Health and Welfare, Sweden
May 30th, 16.20 – 16.40
Gesundheitspflege: Qualifikationserfordernisse in der Pflege älterer Personen – das schwedische Beispiel.
Gert Alaby, Nationaler Rat für Gesundheit und Soziales, Schweden

Skill Requirements in the Care of Elderly – the Swedish example
Gert Alaby, senior officer at National Board of Health and Welfare, Stockholm, Sweden

Worldwide there is a demografic transition taking place. During next decades this process
will accelerate. The number of older persons in population compared to those in work force
raises as do the average life expectancy. Certainly this is a major progress, still it challenges
decisionmakers globally.

In Sweden workforce in care and services to elderly consists of 200 000 persons.
Approximately 10 % are university graduates. 40 % of home helpers lack adequate
vocational education.

A representative sample of heads of elderly care and services in municipalities were
interviewed in early 2001. The results highlights major difficulties in recruitment of personal,
especially nurses, occupational therapists and phisiotherapists.

Most municipalities do have strategies on how to attract appropriate personal but
unfortunately these are not effective enough.

National Board of Health and welfare sets skill standards for legitimated health personal. At
present time we consider if it’s possible to do the same for social workers and home helpers.

No doubt there is a need to define skill requirements and the proper mix of  professionals in
future care and services for elderly. Furthermore work conditions have to be more attractive.
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Gender: Forecasting female shares of employment by occupation in Ireland.
Gerald Hughes, ESRI, Ireland
May 31st, 9.00 – 9.20 am
Gender: Prognose der Beschäftigungsquote von Frauen nach Berufen/Tätigkeiten.
Gerry Hughes, ESRI, Irland

Forecasting Female Shares of Employment by Occupation in
Ireland
Gerard Hughes, Economic and Social Research Institute, Dublin, Ireland

Employment forecasts by sector for Ireland are produced using the ESRI medium-term
macro-economic model,  usually for a target year  5 or 6 years after the base year.   Past
trends and expectations of the likely development of occupations over the forecast period are
used to project occupational profiles within each sector.   The basic data used to analyse
occupational shares within sectors are taken from a variety of sources including the Census
of Population, the annual Labour Force Survey and the Quarterly National Household
Survey.    These sources are used to produce detailed and consistent matrices of
employment classified by sector and occupation for 1981, 1986 and annually from 1989 to
1997.   Beginning with the maximum number of sectors and occupations for which data are
consistently available, 113 sectors and 196 occupations, the data are aggregated to provide
matrices showing employment in 29 sectors and 45 occupational categories covering all of
those at work.   Occupational share coefficients are calculated for each sector for each year
for which data are available.    The trends revealed by these shares are analysed and
summarised in linear or semi-log trend equations.   The trend equations are used to project
occupational shares within sectors to the target year.   The projected occupational profiles
within sectors are then applied to the employment forecasts for each sector to produce
forecasts for the 45 occupational categories.

A gender-based classification of the occupational forecasts is obtained by means of a
separate sub-model applied at the end of the computation process.  This involves the
projection of past trends for the share of female employment in different occupations, taking
into account, where relevant, the changing nature of these trends since 1981.   For the great
majority of the occupational categories the initial forecasts are obtained on the basis of linear
regressions.  However, in some cases semi-log regressions are used as there is evidence of
gradual slowing down in the growth of female shares of employment in some occupational
categories.   The female shares of employment produced by this approach may be modified
to make them consistent with the independently compiled female labour force forecasts
produced by the ESRI medium-term macro-economic model.    The application of these
procedures to produce forecasts of female shares of employment by occupation will be
illustrated with recently published long-term occupational forecasts for Ireland for 2015.
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Disadvantaged/low skilled people: Services in complex structures – trends in qualifications for lower
qualified activities. Beate Zeller, bfz, Germany
May 31st, 9.20 – 9.40 am
Benachteiligte/Niedrigqualifizierte: Dienstleistungen in komplexen Strukturen – Trends der
Qualifikationsentwicklung bei einfachen Tätigkeiten. Beate Zeller, bfz, Deutschland

Disadvantaged/low skilled people: Services in complex structures –
trends in qualifications for lower qualified activities
Dienstleistungen in komplexen Strukturen – Trends der Qualifikationsentwicklung im
Bereich der einfachen Arbeit

Beate Zeller, bfz Bildungsforschung –Berufliche Fortbildungszentren der Bayerischen
Wirtschaft, Germany

Translation follows

Der Wandel der Arbeitswelt berührt alle Arbeitsverhältnisse und stellt neue Anforderungen
an die Beschäftigten und Arbeitsuchenden. Wer ohne Berufsabschluss ist, zählt zweifellos zu
den Benachteiligten auf dem Arbeitsmarkt der Gegenwart. Doch was wird die Zukunft
bringen?

Nicht quantitative Betrachtungen und Schätzungen sollen vorgestellt werden. Diese gibt es
auf guter Quellenbasis bereits und sie verraten uns, dass voraussichtlich auch in einem
Jahrzehnt noch ca. 16% aller Arbeitskräfte sogenannte “einfache Arbeiten” in den Betrieben
ausführen werden.

Aber was wird “einfache Arbeit” bedeuten? Wie entwickeln sich die betrieblichen Ansprüche
an die einfache Arbeit? Und wie entwickeln sich damit die Anforderungen an die
Beschäftigten in diesem Bereich?

Die bfz Bildungsforschung hat in ihrer Untersuchung Trends vor Ort identifiziert, unter
größtmöglicher Nutzung des Know-hows der betrieblichen Experten.

Der Vortrag lädt ein zu einem kleinen gedanklichen Rundgang durch einige Betriebe. Er
beleuchtet die schon eingetretenen und sich abzeichnenden Veränderungen und
Anforderungen an die Kompetenz der Mitarbeiter.
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SMEs: Early recognition of international qualifications for SMEs.
Peter Wordelmann, BiBB, Germany
May 31st, 9.40 – 10.00 am
KMU: Früherkennung internationaler Qualifikationen für KMU.
Peter Wordelmann, BIBB, Deutschland

Early Recognition of International Qualifications
Peter Wordelmann, Federal Institute for Vocational Training, Germany

The new information and communication technologies have made economic globalisation
move forward faster and more efficiently. As economic globalisation gathers pace, more and
more companies and jobs will involve activities with an international dimension.

The ‘international qualifications’ required to deal with these interwoven structures, are by
nature ‘future-orientated qualifications’. Even today, they are not confined to the
management level but are also increasingly essential for skilled workers and employees. In
general terms about 10% of the german staff employed – an indicator of globalisation – need
foreign languages at their place of work. But we also know that knowledge of foreign
languages alone does not suffice.

International qualifications may be systematically divided into three ‘original’ dimensions:

• excellent professional competence as a pre-requisite for international
professional activity

• foreign language skills

• intercultural competence

In addition, in the context of international qualifications, there are three other important
aspects:

• ‘arrogance’ as a ‘concealed’ dimension of German international action,

• ‘mental and physical stamina’ as a condition for working abroad,

• ‘international qualifications’ as a corporate and social obligation.

What is important here is that all dimensions should be part of a comprehensive concept of
qualification for international activities and should not by any means be reduced to foreign-
language skills.

Not as much emphasis is placed on excellent professional competence from the employee’s
point of view as from the company’s. The reason for this is undoubtedly that in principle
employees assume that there is already a high level of professional competence, whereas
for companies professional competence is the very starting point for international activities or
operations and so is often at the heart of personnel policy considerations.



A knowledge of foreign languages is indispensable for occupational activity in an
international context. However, various levels of foreign-language knowledge are necessary.
Here it need only be pointed out that international activities - including those carried out
abroad - can be undertaken with little or no knowledge of foreign languages. Above all, when
a ‘technical’ task is involved, lack of language skills can be replaced by professional
competence or personality factors. With regard to management staff, the requirements
sometimes imply a high level of negotiating skill using a foreign language.

Intercultural competence ranges from ‘getting by abroad’ and ‘cultural curiosity’ to a high
level of negotiating skill in a foreign situation using a foreign language. The most important
thing is the capacity ‘to communicate and cooperate with foreign
partners/colleagues/customers at a common level’ as well as ‘knowledge of foreign cultures”
(ways of life, customs, habits, mentalities) and of ‘foreign markets’. Also important is the
ability ‘to adapt to rapid changes in international business’ and ‘to think and act beyond your
own borders’.

Future trend: qualifications for ‘virtual’ mobility

The rapid evolution of the information and communication technologies, which is erasing
more and more boundaries, will have a decisive impact on future trends. To an increasing
extent, physical mobility can now be replaced by virtual mobility; but what will be more
important is the facilitation of international contacts from the workplace at home. The
requirements arising from this development should be incorporated in international
qualification at an early stage.

It is already predictable that the prevailing concept of international qualification will have to
be extended to include another dimension, that of ‘network competence’.

This competence is not confined to the technical ability to cope with Internet and Intranet, i.e.
to work with networks. It is characterised by a fundamental lack of boundaries and thus also
requires the ability to work efficiently in networks, above all, ‘to think and act in terms of
networks’. This also includes indirect communication with people from another culture.
Network language, organization, creativizy, safety, risks, learning and training, confidence-
building and last but not least – virtual mobility in the network, are new requirements.
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SMEs: New qualifications in SMEs for societal and technological change.
Lothar Abicht, isw, Germany
May 31st, 10.00 – 10.20 am
KMU: Neue Qualifikationen in KMU für den gesellschaftlichen und technologischen Wandel.
Lothar Abicht, isw, Deutschland

Qualifikationen in KMU für den gesellschaftlichen und
technologischen Wandel
Lothar Abicht, Institut für Strukturpolitik und Wirtschaftsförderung Halle-Leipzig e.V. (isw),
Germany

Translation follows

Mit dem Übergang in die Informations- und Wissensgesellschaft stehen kleine und
mittelständische Unternehmen (KMU) vor der Aufgabe, sich insbesondere durch gezielte
Anwendung und Nutzung von Formen der Telematik diesen neuen Bedingungen
anzupassen. In vielen Unternehmen unterschiedlichster Branchen werden Qualifikationen
zur Anwendung von Informations- und Kommunikationstechnologien (IKT) gebraucht. So
zum Beispiel im Zusammenhang mit e-Commerce, beim Qualitäts- und
Wissensmanagement sowie für die Produktions- und Vertriebsoptimierung etc.

IKT-Anwenderqualifikationen helfen, Arbeits- und Produktionsprozesse im Unternehmen
durch den Einsatz spezifischer IKT-Anwendungen zu optimieren. Die Hersteller und
Verkäufer modernster Informations- und Kommunikationstechnologien sind nicht immer in
der Lage, den Unternehmen bedarfsgerechte IKT-Produkte anzubieten. Auch die
Unternehmen wissen oft nicht genau, wie viel IT sie wirklich brauchen. Zusätzlich haben die
Entscheider in den KMU selten den genauen und aktuellen Überblick über die gesamte
Produktpalette des IKT-Marktes. Mitarbeiter/-innen mit IKT-Anwenderqualifikationen können
Transparenz schaffen, die richtigen Produkte auswählen, einführen und ggf. warten und
insgesamt die Verständigung zwischen IKT-Produzenten und IKT-Anwendern erleichtern.

Vor diesem Hintergrund hat das isw Halle-Leipzig e.V. im Bereich Bildungsforschung und
Innovation ein e-Learning basiertes Qualifizierungsprojekt zum Erwerb von IKT-
Anwenderqualifikationen initiiert und realisiert, welches derzeit bereits in einer zweiten Staffel
wiederholt wird. In Zusammenarbeit zwischen dem Landesarbeitsamt Sachsen-
Anhalt/Thüringen, dem Ministerium für Arbeit, Frauen, Gesundheit und Soziales des Landes
Sachsen-Anhalt sowie dem Institut für Strukturpolitik und Wirtschaftsförderung Halle-Leipzig
e.V. entstand die Initiative TELEKOMPETENZ. Unter ihrem Dach vereinigten sich in seiner
ersten Staffel Weiterbildungsprojekte von sieben Bildungsträgern und ca. 130 kleinen und
mittleren Unternehmen aus 6 Arbeitsamtsbezirken Sachsen-Anhalts. Ziel dieses
Qualifizierungsprojektes ist es, IKT-Anwendungen in die KMU Sachsen-Anhalts zu tragen,
Arbeitsplätze zu schaffen, die Marktfähigkeit der Unternehmen zu fördern und



Arbeitssuchende auf dem zukunftsträchtigen Gebiet der IKT-Anwendungen zu qualifizieren.
Durch die verstärkte Nutzung von IKT-Anwendungen in den teilnehmenden KMU entstehen
neue Arbeitsplätze, welche durch die im Rahmen des Projektes ausgebildeten Teilnehmer/-
innen passgerecht besetzt werden können.

Die einzelnen Weiterbildungsprojekte werden nach folgender Grundstruktur gestaltet:

• Die aus verschiedenen Berufszweigen kommenden Erwerbslosen erhalten bei
ihrem Bildungsträger über 5 Monate eine spezifische IKT-Ausbildung, die sie in
die Lage versetzt, IKT-Anwendungen für KMU verschiedener Branchen zu
entwickeln und zu betreuen.

• Während dieser Zeit des Präsenzlernens wird in kooperierenden Unternehmen
für jede/n Teilnehmer/-in ein Lernprojekt definiert. Die Lernprojekte werden in
Zusammenarbeit von Bildungsträger, Teilnehmer/-in und Unternehmen
ausgewählt und beinhalten die Entwicklung und Implementierung einer
unternehmensspezifischen IKT-Anwendung.

• In den zweiten 5 Monaten1 der Ausbildung bearbeiten die Teilnehmer/-innen die
Lernprojekte und durchlaufen dabei einen Prozess des Lernens in der Arbeit. Zur
Unterstützung der Lernprozesse steht ein/e über Internet erreichbarer Teletutor/-
in und ein/e betriebliche/r Betreuer/-in zur Seite.

Sämtliche Teilnehmer/-innen sind über eine Internet-Datenbank miteinander vernetzt. Bei
Fragen oder Problemen kann der/die Teletutor/-in über diese Datenbank Verbindung zu
weiteren Teilnehmer/-innen, betrieblichen Betreuern/-innen, anderen Teletutoren/-innen oder
externen Experten/-innen aufnehmen, die an ähnlichen Problemen arbeiten und einen
Lösungshinweis geben können. Die Wahl der telemedialen Kommunikationsinstrumente
erfolgt dabei je nach Problemlage.

Im Ergebnis der ersten Staffel des Projektes sind die Unternehmen vom Konzept dieser
Qualifizierung überzeugt, sie heben vor allem folgende Punkte hervor:

• durch die Länge der betrieblichen Lernphase konnten sie die Fähigkeiten der
Teilnehmer/-innen besser einschätzen

• das zusammenhängende Arbeiten an einem Lernprojekt ermöglicht es den
Lernenden, sich besser mit der Aufgabe zu identifizieren und sich intensiv in das
betriebliche Geschehen einzubringen

• die eigenen Mitarbeiter konnten die Teilnehmer als Kollegen akzeptieren

• durch die direkte Verbindung des Qualifikanten zu seiner Bildungseinrichtung
(Teletutor/-in) konnten Probleme bis auf wenige Ausnahmen in beeindruckender
Schnelligkeit gelöst werden

• durch die Integration des Arbeits- und Entwicklungsprozesses der Lernenden in
die betrieblichen Abläufe haben sich auch andere Kollegen für die Problematik
interessiert; die Teilnehmer/-innen wirken als Multiplikatoren in den KMU

• in vielen Unternehmen ist erst durch die Arbeit der Teilnehmer/-innen die
Notwendigkeit eines solchen Arbeitsplatzes deutlich geworden, was häufig in
einer Anstellung des Teilnehmers, der Teilnehmerin im Unternehmen mündete
oder münden wird.

                                               



Für die Einstellung der Teilnehmer/-innen im Unternehmen waren letztendlich die Mischung
aus der bisherigen beruflichen Qualifikation und der neu erworbenen IKT-Qualifikation
ausschlaggebend.

In den Unternehmen realisierten die Teilnehmer/-innen betriebliche Lernprojekte zu den
folgenden Themen:

• Erstellen des Internetauftrittes bzw. der Außendarstellung des Unternehmens

• Auswahl, Anschaffung und Optimierung von EDV- und IKT

• Electronic Business

• E-Learning bzw. Mitarbeiterschulung.

Für die Maßnahmeteilnehmer/-innen war die Weiterbildung ebenfalls ein Gewinn. Die Hälfte
der Teilnehmer/-innen hatte sofort nach dem Abschluss der Qualifizierung eine neue
Erwerbstätigkeit aufgenommen (eine abschließende Erhebung, 6 Monate nach
Qualifizierungsmaßnahme-Ende, steht noch aus). Die überwiegende Mehrheit dieser
Teilnehmer/-innen gelangte auf Arbeitsplätze, die es ohne das Modellprojekt
TELEKOMPETENZ nicht gegeben hätte. Insgesamt ergeben sich darüber hinaus für die
Teilnehmer/-innen folgende hervorzuhebende Gewinne:

• durch die intensive Projektarbeit, den Zwang, eigenständig an einem Problem zu
arbeiten und Lösungsmöglichkeiten zu suchen, haben die Teilnehmer/-innen
wieder gelernt, sich selbstorganisiert weiterzubilden

• sie wurden in die Lage versetzt, mit der notwendigen Unterstützung ein für ein
Unternehmen sinnvolles Produkt herzustellen, das daraus erwachsene
Selbstwertgefühl bildet die Grundlage für eine erfolgreiche Eigenpräsentation

• die eigene Qualifikation wurde insofern marktgerecht angepasst als die
ursprüngliche berufliche Fachkompetenz nicht verdrängt sondern immer als
Basis hervorgehoben wurde, die Ausbildung auf dem Gebiet der IKT sichert den
Teilnehmer/-innen Ortsungebundenheit und die Chance, sich für
Telearbeitsplätze zu bewerben

• die neu gewonnene Qualifikation entspricht in ihrer Ausprägung voll den
besonderen Erfordernissen von KMU als den wichtigsten Arbeitgebern vor allem
auch in der Region Sachsen-Anhalts.

Die durch das isw erfolgte Evaluierung dieses Modellprojektes zur Weiterbildung
Arbeitsuchender hat ergeben, dass der erhöhte Aufwand bei der Anpassung der
Qualifizierung an die besonderen Erfordernisse der KMU zu effektiv praxisrelevanteren
Ergebnissen führt. Diese zeigen sich insbesondere in der Schaffung neuer Arbeitsplätze, der
Anpassung der Qualifikation an reale Arbeitsmarktbedingungen, der verstärkten Nutzung von
IKT-Anwendungen in KMU und einem damit in direktem Zusammenhang stehenden
Auftragszuwachs.

Für weitere Informationen besuchen Sie auch die isw-Homepage www.isw-ev.de

                                                                                                                                                  
1 In einigen Bildungsmaßnahmen stehen für beide Phasen jeweils 6 Monate zur Verfügung.
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Skill gaps and labour shortages in Spain: Implications at the regional level.
Ferran Mane, University Rovira, Spain
May 31st, 10.30 – 10.50 am
Qualifizierungslücken und Arbeitskräftemangel in Spanien: Implikationen auf der regionalen Ebene.
Ferran Mane, Universität Rovira, Spanien

Skill gaps and labour shortages in Spain: Implications at the
regional level
Ferran Mane, Rovira i Virgili University, Spain

It is quite obvious that our economies are currently experiencing a great deal of structural
changes. It has been argued that these changes are decisively affecting the kind of skills the
workforce must bring to the labour market. Basically, most research studies come to the
conclusion that workers have to upgrade their qualifications in order to command high wages
or even to avoid becoming unemployed.

Alternatively, some research is pointing to potential problems of overeducation. The
argument is that the supply of highly skilled workers is outpacing their demand. The
consequence is that we find workers in jobs where a lower level of education or experience
would be just enough.

In this presentation I want to discuss some very basic issues to consider when the problem
of skill shortages – gaps are to be analysed in Spain. The main conclusion about the past
two decades is that we can not observe either serious labour shortages or skill gaps.
Nevertheless, it can be argued that over the last few years it can be observed some
malfunctioning of the labour market, which, in fact, reflects a growing problem of bad match
between the educational and the productive system.

The first malfunctioning is that we can observe a problem of skill shortages in some craft
skills, basically in the manufacturing industries and in the construction sector. These
problems directly relate to the failure of the vocational education in attracting people to
engage in these studies. It also relates to the firms’ low investments in training. Provided that
to overcome this situation we may need some years, we may face an aggravation of the skill
shortages in the years coming, unless firms (with or without public funding) heavily invest in
retraining their workforce. We could also observe some skill shortages in some more skilled
qualifications, as for instance those related to IT technologies. For us this problem is not as
much worrying as the other shortages, because what they reflect is a normal situation where
the educational system needs some time to readjust its outputs to a very fast economic
system transformation.

Secondly, we can observe labour shortages in some very unskilled occupations. In this case,
this problem seems to affect to all productive sectors. The main problem here could be, on
one hand, the low salaries and bad working conditions (especially in terms of high turnover)



that characterise these jobs; and, on the other, some kind of “social rejection” due to the low
social appraisal that these jobs command.

Thirdly, we observe a growing problem of overeducation among those with university
degrees. The supply of these degrees seems to be outpacing their demand, in part because
the productive system may not need so many of them.

Our forecast for the future is that these problems, except for the overeducation one, will grow
more and more important. The main reason is that the number of youths coming into the
labour market will be much smaller than in the past. This way we will face severe labour
shortages and may also have important skill gaps if we don’t apply the correct policies
regarding the educational decisions of both, young and adult people. In addition, there can
be important regional unbalances, with some experiencing massive labour shortages and
skill gaps, and others with a large surplus of working population and overeducation. To solve
this problem, one must consider that the most important source of new workers can only
come from the female population. This fact, creates a very complex situation when inter-
regional mobility policies are to be implemented.
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EU and candidate countries: Qualitative versus quantitative methods of anticipation of skill needs:
Perspective of a country in transition. Olga Strietska-Ilina, National Observatory, Czech Republic
May 31st, 10.50 – 11.10 am
EU- und Beitrittsländer: Qualitative versus quantitative Methoden der Antizipation von Qualifikationserfordernis-
sen: Perspektive eines Landes im Übergang. Olga Strietska-Ilina, Nationales Observatorium, Tschechische
Republik

Qualitative versus Quantitative Methods of Anticipation of Skill
Needs: Perspective of a country in transition
Olga Strietska-Ilina, National Observatory of Employment and Training, Czech Republic

The transitional nature of the economy in the CEE countries and global changes have
ensured that forecasting is ever more challenging exercise but at the same time an ever
more necessary activity. Slowly but surely the countries in transition are developing various
approaches to the analysis of the future requirements of the labour market. A mere analysis
of the current situation or a very short-term estimation of labour market needs is not sufficient
for the policy development in the area of education which requires a longer than 4-years
educational cycle. Medium to long-term macro-level forecasting however has a number of
weaknesses and gives only a partial answer. In the situation of the economic turmoil of the
transitional economy many occupations had become out-dated, with some jobs disappearing
or changing. In order to find an elegant methodological solution we decided to look at the
experience of other countries in the field of methodologies of analysis and anticipation of skill
requirement.

Both quantitative analysis of manpower requirements at a macro level, and qualitative or
semi-qualitative analysis of labour market requirements (meso, micro, sectorial, etc.) have
their own advantages and disadvantages2. Medium- to long-term regular forecasting of
manpower requirement allows one to provide fairly detailed information on employment
trends at a national level which may be used not only by decision makers but also by
counselling services and individuals to enable them to make a choice of their future career
and  type of study for the next four to five years. Production of the forecasting is not very
costly, once the method and all necessary data are available. Moreover, because forecasting
sounds  very attractive and exciting due to its ‘futuristic’ character, it may fulfil a  very good
informative function in raising public awareness of future trends. On the other hand, the latter
certainly is not the case in the CEE countries, where scepticism about forecasting and its
added value prevails. As has been already mentioned, forecasting cannot be performed in
CEEC without method adjusting to the situation of economic turmoil and lack of data.
Although the forecast may be produced at a fairly detailed level, the reliability of the results at

                                               
2 We divide up the methods into two groups - quantitative and qualitative - only conventionally as into two
methodological mainstreams. Such division has its own limitations, as in fact both mainstreams do employ
elements of qualitative as well as quantitative analysis.



regional level is rather questionable. In the current situation of the Czech Republic
forecasting could be undertaken only for vague definitions of occupations, which may not
represent the picture of skills required and can be translated to qualifications obtained in the
education system only roughly.

Anticipation of labour market requirements could be carried out by qualitative and semi-
qualitative methods, performed at a sectoral or regional level. Although the methods may and
usually do require a questionnaire survey, contextual analysis, in-depth interviewing, focus
groups, etc., the core principle is putting people from the demand and the supply side
together with experts and other partners around the table, enabling them to discuss the
results of surveys, verify available statistics, validate occupational profiles and so on. The
highest added value of such an approach is not only in the result itself but also, and perhaps
even more so, in the process of discussions and attempts to develop common understanding
and to achieve, if not a consensus at least a compromise. This approach is therefore more
pro-active than traditional manpower forecasting. In addition, the anticipation of labour
market requirements may bear ‘soft’ prognosis, developing scenarios rather than ‘hard’ linear
quantified forecast. We must, however, take into account that such methods of anticipation
also have a number of drawbacks.  They are not  pure scientific research, they develop out
of collaboration with social partners and branch experts, and therefore they deliver their
opinion on where the branch stands. The results may not be fully objective and final, and
may occur to be vulnerable to objective developments in the socio-economic or even cultural
context. Such analyses are always subject to the commitment of partners and experts
involved. Methods used as a part of the overall anticipation exercise are often costly, are of
one-off rather than regular character, and produce a forecast limited in its time perspective.

Finally, both qualitative forecasting and quantitative anticipation methodologies are based on
the current data or judgements and therefore build a view of future developments on the
basis of the static perspective of today. They lack the dynamism of the actual development,
and perhaps only the scenarios approach may partially solve the problem. The qualitative
approach of scenarios development is, however, subject to the limits of the human mind’s
ability to imagine the future.

Taking into account all the pros and cons of both of approaches, we have asked ourselves
whether we actually need to make a choice between quantitative forecasting and a more
qualitative analysis of skill requirements. We have also asked which objective we are
pursuing, whom we want the final results to serve, and whether we need a nation-wide
forecast.

This is how the project Regular forecasting of training needs: comparative analysis,
elaboration and application of methodology (LABOURatory) was born3. The objective of
the project was to suggest a mid-term (5 year) forecasting model in order to produce
information on future trends for usage at a national level by decision makers but also by
guidance services and individuals. We were, however, aware that taking into account the
lack of data and deficient data structures in the fields of education and employment, the
results will not be valid at a regional, and at an industry level. Therefore, the project team
also attempted to work out an anticipation mechanism for analyses at a regional or sectoral
                                               
3 The project was implemented with the support of the Leonardo da Vinci community programme. The project
involved a trans-European partnership where we tried to utilise the experience of partners with different methods
(Czech National Observatory of Employment and Training (project leader), the Czech Centre for Economic
Research and Graduate Education at Charles University, ROA – the Dutch Research Centre for Education and
the Labour Market, ESRI - Irish Economic and Social Research Institute, Regional Employment and Training
Observatory of Burgundy, French private consultancy Quaternaire, an interinstitutional research team in Poland,
National Observatory and regional HRD Fund of Slovenia). The project lasted for 2,5 years (1998-2001).



level. The pilot analysis was held in one selected region in three countries (Czech Republic,
France and Slovenia) in the sector of tourism. The pilot results of a macro-level forecasts
were used as one of sources of information. Thus both quantitative and qualitative methods
were applied as additional to each other. During this work however we discovered a number
of drawbacks of the quantitative macro-level forecasts, which will be taken into consideration
in our follow up work. By this the two methods present by themselves an integrated and
complex methodological cycle.

The greatest challenge is to ensure that the model can function on a regular basis and to
guarantee accuracy of results and reliability of the analysis over time. Taking into account the
unstable profiles of occupations and the general changes in the world of employment
influenced by the global changes, it is ever more important to find a mechanism to make co-
operation between experts and social partners an on-going process. A particular stress
therefore was put at verification of results in focus groups by direct involvement of experts,
social partners and educators, where the process of verification progressed to "a shared
diagnosis" and collective commitments.

The Czech team has started a follow-up work, which is planned for the period of 2002-2003
and which will mainly include the following activities4:

- further development of the data availability and data structures for the macro-
level forecasts,

- work on harmonising the data structures used for qualitative and quantitative
analyses,

- development of the system of interinstitutional cooperation in the area of data
supply, interpretation and dissemination,

- development of the system of ordering, tendering, financing and recognition of
results of the analyses of skill needs,

- development of the methodology and conduct of a pilot analysis of skill shortages
and shortage occupations in the Czech Republic5.

The overall result of the follow-up work is expected to end up with establishment of a system
of regular macro-level forecasts, regular regional and sectoral surveys and analyses, and
regular analysis of emerging skill shortages and shortage occupations.

                                               
4 All mentioned follow-up activities are supported by the Czech Ministry of Labour and Social Affairs
5 The analysis will include an inquiry of methods used in other countries, a questionnaire survey among regional
employment services on the repeatedly announced job vacancies, a questionnaire survey among personnel
agencies, analysis of vacancy advertisements (printed and on the Internet), in-depth interviews with school
leavers of education branches that supply workers to occupations which are mentioned in shortage, focus groups
and interviews on new occupations and job profiles, enterprise survey on skill shortages, analysis of past
requirements and shortages as recorded from the side of FDIs and their future priorities, etc.
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Skill-Systems at turning points of social modernization. A Hungary
case Study
Pal Tamas, Hungarian Academy of Science, Hungary

Debates and discussions of "the knowledge economy" have proliferated in recent years and
are tightly linked to policy prescriptions, management strategies and fundamental changes in
work, education and leisure. By putting new slants on the academic debates over the
character of knowledge, labour and learning, many actors in this intellectual environment
believed that they can suggest progressive practical reforms which are based on sound
theoretical foundations.

For this presentation I intend to raise questions about some of the theoretical underpinnings.
In particular, I will concentrate on three linked themes raised by the international debate and
at the same time related to our empirical studies: the notion of skills as part of "knowledge"
as a unit of analysis and policy thinking in technological foresight, conceptualisations of
labour and the changing employment contract in the emerging New Economy in countries of
post-socialist transformation and the central role new universally accorded to networks of
technological innovation as a form of skill restructuring and a source of social renewal.

The main thesis of the paper that the increased knowledge intensity of labour and production
in the modern sectors of transformation economies could very possible change the nature of
the employment relationship towards increased national variability in control of the labour
process and the firm, that this could be encouraged through policy intervention and this
scenarios would lead to an evolving skill system characterising national capitalisms emerging
in the region. The paper presents an extensive argumentation in the lead-up to this thesis.
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SME Skills Survey
Lewis Kerr, European Training Foundation, Italy

The presentation will report on the objectives, methodology and findings of a demand side
skills survey commissioned and managed by the European Training Foundation in regions in
five candidate countries: North West Bohemia in the Czech Republic, South Estonia, the
South Great Plain in Hungary, Lubelskie Voivodship in Poland and Lithuania.

The objective of the survey was to:

• undertake an in-depth demand–side qualitative assessment of emerging regional
SME skill needs;

• examine demand-side perspectives in the context of local supply-side
infrastructure; and

• prepare the context for the development of intervention strategies

The exercise covered companies in a variety of sectors across five very different regions
within economies that are at different stages of the transition process.  The regions have per-
capita GDP levels that range from 26% to 53% of EU15 levels with corresponding variation in
employment profiles.

The origins of the survey instrument employed lie in a nationwide exercise carried out in the
United Kingdom during the course of the 1990s called the Employers Manpower and Skills
Practices Survey (EMSPS).  This exercise fully piloted the basic survey and the fieldwork
included face-to-face interviews with 1,700 companies.  The tool was also used as the basis
for additional study exercises in the North West of England and, through ETF, Kyrgystan.

The questionnaire is divided into 6 sections and covers:

• The workforce and processes of change;

• Turnover of employees

• Skills and recruitment

• Training and development activities

• In depth questions on the skill shortages in particular occupational groups

• Beyond the establishment – the business environment



In the course of the survey, some 952 firms were visited across the regions in the five
participating countries.  Sector coverage was relatively broad, though food processing,
tourism, construction and the environment were covered by at least two countries.

It will be argued that the exercise was significant for three primary reasons:

• it provided a coherent way of assessing demand-side skills and training issues ‘in
context’;

• it addressed the type of issues that will need to be considered in the progression
towards Structural Funds Programming; and

• it assisted the development of ‘evidence-based’ labour market intelligence (LMI)
needed to secure and access an adequate resource base for HRD policy
interventions.


