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Lisbon – Copenhagen –
Maastricht – Helsinki 
Quo vadis, VET?

Eleonora Schmid

Project Manager, Cedefop

‘A move towards a European area of vocational education and training
(VET)’, is what the Finnish Presidency has detected in a survey among
Directors General for VET earlier this year. It was brought about in 2002
by the joint effort of the EU Member States, associated and candidate coun-
tries as well as European social partner organisations to develop, mod-
ernise and improve VET in Europe (Copenhagen Process). It has made
VET more visible as a driving force in Europe’s endeavour to become more
competitive, an ambitious goal set by the European Council in Lisbon 2000.
In Copenhagen, Member States had also agreed to biennially review
progress in achieving the objectives set there. 

Two years ago, following an extensive review of VET’s contribution to
the Lisbon strategy (1), Cedefop had come to a similar conclusion on the
significance of the Copenhagen Process. However, efforts to develop VET
needed reinforcing, in particular at national level (2). With the second re-
view to be presented to the Education Ministers in Helsinki in December
this year, the question is: Has progress been sufficient since 2004, when
the Education Ministers committed themselves to acting on a set of com-
mon priorities at their meeting in Maastricht? What improvement can real-
istically be visible after two years? Which new directions can we expect?

The biggest move is fairly evident: reflections or work on national
qualification frameworks and systems, sparked off by the proposal of a
European Qualifications Framework (EQF). Its purpose is to make nation-
al qualifications transparent and comparable. Though controversially de-
bated in some countries, the EQF has become a driving force at national
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(1) Leney, T. et al. Achieving the Lisbon goal: The contribution of VET. Final report to the European
Commission. European Commission, 2005

(2) Tessaring, M.; Wannan, J. Cedefop synthesis of the Maastricht study. Vocational educa-
tion and training – key to the future. Lisbon-Copenhagen-Maastricht: mobilising  for 2010 .
Luxembourg: Office for Official Publications of the European Communities, 2004

(3) ECTS = European credit transfer and accumulation system, http://ec.europa.eu/education/pro-
grammes/socrates/ects/index_en.html
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level. It will be interesting to see if the consultation on a credit transfer sys-
tem for VET, a scheme to make learning outcomes portable (similar to the
ECTS (3) in higher education), will have a similar impact. 

But how far have national VET policies advanced in the agreed priori-
ty areas since Maastricht? Country information on progress collated by
Cedefop includes most of the key issues: quality assurance, educational
standards focussing on learning outcomes, measures for low skilled and
disadvantaged, guidance and counselling, access to (C)VET, etc. Among
the themes that feature less prominently are image and attractiveness of
VET, individualised pathways and progression opportunities, financing VET
and teacher and trainer development. The latter is rather surprising, since
quality assurance is high on the agenda and teachers and trainers are the
most important change agents. How can VET be of high quality if those
who make learning happen remain a ‘forgotten army’? 

A trend towards policy strategies and packages is evident, linking
VET and employment policy measures, in particular in the New Member
States. However, information on policies and measures Cedefop received
from the countries, tends to be either fairly general or too technical. This
makes it hard to analyse the state-of-play or to understand if VET providers,
practitioners and learners are well on board. Only a few countries set quan-
titative or qualitative targets and have a clear view on indicators for suc-
cess, which would help them assess the effectiveness of their policies. 

In a field as vast and complex as VET, it is not surprising that countries
plea for more time to consolidate their work on qualifications frameworks/sys-
tems and quality issues. Rather than setting new priorities, they call for
maintaining the current ones. 

At the same time, there is an increasing demand for more and better
statistical data on VET and more evaluation and research to devise well
targeted policies. This evidence, however, is difficult to find. The statis-
tics compiled and analysed at European level are based on the national
data countries had agreed to provide. The insight they give in the perform-
ance and funding of VET cannot be more detailed or accurate than the in-
put. There is also an appeal for more VET research to underpin the con-
clusions derived from policy analysis. 

Undoubtedly, in Helsinki the Ministers will agree to continue the work
on the instruments developed at European level, (EQF, ECVET, the
European network for quality assurance in VET, EUROPASS). As for the
national level, hitherto neglected areas, like raising the image of VET and
making it more attractive, might move to the fore. This would call for more
individualised pathways and progression routes, particularly those to and
within higher education, more and better guidance and counselling, rein-
forced workplace learning, accrediting non-formally acquired competences.
It would also require better a response to labour market needs, adequate
funding and financing mechanisms, quality assurance, teacher and train-
er development. Getting all those on board that are involved in VET (pol-
icy makers, educational authorities, social partners, sectoral bodies, VET
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providers, teachers and trainers, learners etc) and promoting an active
partnership, is a prerequisite for the further success of the Copenhagen
Process. A request to make better use of statistical data, in particular for
improved information on financing is to be expected together with a plea
for more research into VET-related issues.

Thus, we invite you to examine the issues that lie at the heart of the VET
policy debate in Europe and to use this Journal as a platform to present
your findings.

European journal of vocational training
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ICT in education: the
opportunity for 
democratic schools? 

Helen Drenoyianni

Senior Lecturer of ICT in Education, School of Education, Aristotle University of
Thessaloniki

SUMMARY

What is the future of schools and what is the role of ICT in this future? To

some of us, ICTs are emblematic of contemporary discussions about education-

al reform; their incorporation into education offers significant improvement to

the overall quality of education our children receive. For others, this improve-

ment cannot be realised under current educational conditions. For the liberat-

ing, dynamic and emancipatory capacities of ICT use to grow, we need a differ-

ent terrain, suited to a human and democratic vision for education. This article

attempts to examine these two perspectives in the context of facts, figures

and stories from the reality of classrooms, and to raise critical arguments about

the potential role of ICT in education.

Introduction

In the late 1980s a broadcast discussion took place in Brazil between
Seymour Papert, developer of Logo and leading figure in educational tech-
nology, and Paulo Freire, one of the world’s foremost critical educators and
philosophers (1). The main theme of the discussion was the ‘future of school’
and at the beginning of the conversation Papert suggested the existence
of three stages ‘in the relationship between individual and knowledge’.

Stage one begins with the birth of the child, who starts to learn in a self-
directed, experiential and explorative way. Later on, and within this
stage, the child appears to enter a qualitatively different situation, which is

European journal of vocational training – No 39 – 2006/3 – ISSN  0378-5106
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signified by a shift in the process of learning. Learning by exploring evolves
into learning by ‘finding adults who will tell you things’. ‘Learning by being
told’ reaches its zenith in stage two, meaning in school. This is a critical
moment during which the child has to stop learning and must accept the
process of being taught. Learning by being taught and receiving deposits
of knowledge is the ultimate and main characteristic of this dangerous and,
perhaps traumatic phase which may be held responsible for destroying the
instincts of many children. However, those who survive it learn a range of
skills, which give them the opportunity to explore a much wider universe
and to enter stage three. This last stage could be described as a return
to the creative process of stage one. Learning is becoming again explo-
rative and experiential, it is driven by the individual’s needs, interests and
aspirations; it is creative and is not so verbal.

Freire agreed with Papert’s lucid description and analysis of these three
stages. He commented that the school stage is indeed horrible and that it
has been bad for many children, but he also advocated that the idea of
school is both necessary and valuable. He argued that, in history, people
learned before teaching and that it was precisely the realisation of the
experience of learning that ‘taught us to teach’ and to invent the ‘learning
by being taught’ stage. Within this invented stage, that we call school, a
child is supposed to depart from the ‘common knowledge and common
sense’ experience of the first stage and get to the systematisation of the
knowledge that ensures the continuity of the search for and the production
of knowledge not yet in existence. As he asked:

‘How do we make the essential transition from the common knowl-
edge and common sense to the more methodically rigorous knowledge
of the sciences without the proper organisation provided by an entity
specialised in this matter?’ (2)
Within this line of reasoning Freire illustrated and explained his disagree-

ment with Papert’s metaphysical, as he characterised it, analysis of the in-
evitable end of school. According to Papert, what is wrong with schools
is absolutely fundamental. He argued against their distressing effects on
children’s creativity, natural curiosity and intellectual power and said that
the seed of change is in the children themselves, who will eventually re-
volt. Using a range of examples, he placed technology use at the centre of
children’s predicted refusal to accept the oppression of schooling. To him,
the idea that technology could be used to advance school is absolutely
ridiculous. Technology will not improve schools, it will actually displace
them, cause them to disappear and shift completely our understanding of
the entity of school (Freire and Papert, 1980s; Papert, 1996a; 1996b).
Nevertheless, to Freire the challenge did not announce the end of
schooling, but its reconstruction with the help of all those who survived it
and escaped cognitive death by it. 

(2) Available from Internet: http://www.papert.org/articles/freire/freirePart4.html [cited 2.6.2006].
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‘[The challenge] is to change it completely and radically and to
help it to give birth from a body that doesn’t correspond anymore
to the technological truth of the world … to a new being as actu-
al as technology itself … To me, the problem we face today is the
correction of the mistakes of the second stage that are not all di-
dactic and not methodological mistakes but, indeed, ideological
and political ones’ (3).
Arguably, the ideas, the points and the issues raised within this exciting

and interesting conversation are still in effect nowadays, as they seem to
underpin contemporary debates and discussions about the need for edu-
cational reform, and the revolutionary role and value of information and
communications technology (ICT) use in education. It is notable that both
sides, as with both Papert and Freire, seem to agree that schools have be-
come tyrannical bureaucratic establishments fostering a banking and de-
positing concept of education. Both also agree that schools should be
changed, and that ICT enables new, complex and diverse ways of know-
ing, learning, thinking, communicating and meaning making. Nevertheless,
their explanations and analyses of the modern school crisis and their
proposals to deal with it, including their perceptions of the role of ICT in
these proposals, are fundamentally dissimilar.

On the one hand are those who, like Papert, find technical, artificial and
metaphysical solutions to deep-rooted educational problems. To this group,
ICT, by itself, can trigger fundamental changes in the way teachers per-
ceive and act upon the processes of teaching and learning. ICT represents
the centre of innovative educational change and its incorporation into every
aspect of education is perceived as equivalent to the enhancement of the
quality, efficiency and effectiveness of education. Others, like Freire, try to
understand educational problems by placing them in their appropriate cul-
tural, ideological and political context. To this second group, educational
change is not synonymous with change in teaching method, but change in
the aims, the processes and the structures of the whole educational estab-
lishment. From this viewpoint, ICT is placed at the border of educational
change and is conceptualised as both a theme and a tool with potentially
humanising, liberating and motivating capabilities. However, these capa-
bilities can only be realised and fulfilled within the context of a radically dif-
ferent school setting that follows, in theoretical and practical terms, the prin-
ciples of a human and democratic vision for education.

The subsequent two sections of this paper will examine both of these
viewpoints. The first part seeks to approach the rhetoric underlying the role
of ICT as both a change-agent and an education-antidote, examine the so-
cioeconomic and pedagogical assumptions of this role in relation to facts
and figures from the reality of classrooms, and raise critical arguments
against the idea of perceiving ICT as the totem of educational change. The
second part attempts to redefine and approach afresh the role of ICT from

(3) Available from Internet: http://www.papert.org/articles/freire/freirePart2.html [cited 2.6.2006].



a human and democratic viewpoint; it concentrates on ICT success sto-
ries, reflecting on the liberating possibilities of ICT, which can flourish when
they are embedded in progressive educational settings. 

ICTs as the emblem of educational reform

We are increasingly and repeatedly told that ICTs represent a high educa-
tional priority, that their use will improve the overall quality of education our
children receive, and that they are the ultimate vehicles for radical edu-
cational change and innovation. The rhetoric underlying such claims
usually begins with descriptions of how society, the workplace and life it-
self have changed as a result of the advent, the evolution and the ubiqui-
tous presence and utility of ICTs in nearly every sector of human activity.
Technology is placed at the centre of the social, cultural and economic
transformations witnessed and is represented as one of the main causes
inducing these changes and transformations. As such, we are reminded
and informed that ICT use generates by itself a new highly-competitive
economy and high–tech society, often called the information or knowledge
society, which values knowledge and information as the keystones of eco-
nomic development and productivity and needs a new kind of citizen and
a new kind of worker with remarkable skills, abilities and knowledge. 

‘Technology and advanced communication have transformed the world
into a global community … In this environment, employers value job
candidates, who can acquire new knowledge, learn new technologies,
rapidly process information, make decisions, and communicate’ (Partnership
for 21st century skills, 2003, p. 6-7).
In this context, technology is treated as an autonomous entity or an out-

side force, similar to a natural phenomenon - if not a natural disaster - that
drives society and economy. It has the power to redefine what knowl-
edge is and what it means to be a knowledgeable person, and, as an un-
avoidable consequence, serves as the impetus for the redesign and rein-
vention of education. 

The rhetoric goes on to depict public education as ineffective, often con-
ceptualised as the transmission of knowledge to pupils. Schools do not suc-
ceed in preparing children for their future roles as citizens, workers and pro-
fessionals, since they do not manage to equip them with the knowledge, skills
and attitudes that will enable them to be efficient, effective and competitive
in today’s fast changing world. This vision of a ‘product to be consumed’
education and the oratory of empowering the ‘pupil-consumer-future work-
er’ necessarily leads to reconsiderations of the priorities, the means and the
ends of education (Apple, 2001). Higher academic standards, more rigorous
national curricula, greater use of national performance-driven testing and an
emphasis on the accountability of students, teachers and schools are rep-
resented as the solutions to the economic, social, political and cultural prob-

European journal of vocational training
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lems devastating education (Apple, 1993; Sheldon and Biddle, 1998). Among
the many recommendations made by the promoters of such actions is greater
emphasis on ICT use as a symbol of modern, sophisticated and quality ed-
ucation and life. Apparently, the paradox underlying these proposals is that
ICT is presented as both the change-agent that brings forward multiple crises
and the antidote or the solution to the social, economic and education
problems initiated by these crises.

‘ICT fundamentally changes the way we live, learn, and work. As a
result of these changes, technology tools, and the creative application
of technology, have the capacity to increase the quality of people’s lives
by improving the effectiveness of teaching and learning, the productiv-
ity of industry and governments, and the well-being of nations’ (Educational
Testing Service, 2002, p. 3).
This line of reasoning raises the idea that the incorporation of ICT into

every aspect of education is indeed inescapable for all those nations who
wish to enhance the effectiveness of teaching and learning.

‘Improving the quality of education thanks to multimedia and Internet
technology is one of the priorities of European cooperation. All schools,
if not all classes should be highly computerised, all teachers should
be able to use the technology to enhance their working methods and all
young people should be able to broaden their horizons by using it com-
fortably though with the necessary critical perspective. These goals are
among the priority objectives for 2010 that the education and training
systems of EU countries have set themselves in the follow-up to the
Lisbon strategy’ (Eurydice, 2004, p. 3).
The high level of expenditure and investment being made to equip

educational institutions with ICT and train educators in its use, are justified
through the adoption of two types of assumptions: socioeconomic and ped-
agogic. Socioeconomic assumptions are based on a social and econom-
ic efficiency rationale for education and promote the views that ICT use
in schools will increase teacher and student productivity and will enable
the preparation of a technologically empowered future workforce. ICT use
can simplify and modernise administrative and managerial tasks, it can
ease and improve teacher and lesson preparation, it can increase the speed
and enhance the effectiveness of communication among parents, students,
teachers, schools, education authorities and organisations, and make
assessment more efficient through electronic testing and grading. As such,
schools can profit from the productivity gains that ICT has brought to busi-
ness and ‘can get more work done at less cost’ (Cuban, 2001, p. 13). At
the same time, since technological skills and knowledge are greatly valued
in the job market, guaranteeing well-paid jobs and upward social mobili-
ty, the introduction of ICT literacy lessons is a necessity. Pedagogical as-
sumptions focus on the role that ICT can play in revolutionising teaching
and learning methods. ICT use may transform education by making teach-
ing and learning project-based, flexible, skill-focused, problem-based, in-
dividualised and child-centred. Its use can serve as a driver and a facili-



tator of radical curriculum change. It helps students become autonomous,
motivated and independent learners, reinforces interaction and coopera-
tion, enables deep understanding, provides information-rich learning envi-
ronments and allows teachers to act more as tutors, supporters and guides
rather than lecturers.

There is an increasing number of researchers and educators who be-
lieve that most of these assumptions, especially the socioeconomic ones,
are ungrounded. To them, technology may be perceived as ‘a powerful
regime, enjoined by a confluence of forces alien to education’ (Noble,
1998, p. 281) and represents a ‘different way of applying economic log-
ic to schools’ by treating them as ‘a potential market or a customer base’,
as well as the hotbed of ‘a future customer base’ (Bromley, 1998, p. 8;
Apple, 1998; Cuban, 2001). Despite strong objections, the ICT rhetoric
has been successful in advancing access of large populations to ICT,
alarming educational communities, parents and authorities and accel-
erating the rate of introducing ICT in nearly every educational institution.
Recent international figures illustrate that the integration of ICT lies at the
heart of national educational policies and that levels of school and home
computerisation are steadily rising (OECD, 2001; Eurydice, 2001). In par-
ticular, the latest Eurydice report (Eurydice, 2004), which includes em-
pirical data from the PISA 2000 and PIRLS 2001 surveys, points out that:
• ICT is part of the compulsory curriculum of pupils in almost all European
countries. In primary schools, the tendency is to treat ICT as an education-
al tool and in secondary education as both a tool and a subject in its own
right;
• in most countries, basic training in the use of ICT for educational pur-
poses forms part of primary and secondary teachers’ initial teacher train-
ing experience;
• in the majority of European countries, the average number of pupils per
computer varies between five and twenty among 15 year olds, but there
are countries like Bulgaria, Greece, Portugal, and Romania, with an ex-
ceptionally high ratio that set out to reduce it. The level of school comput-
erisation tends to mirror the level of home computerisation, but there are
countries (again, Bulgaria, Greece, Portugal and Romania) in which home
computers are widespread, while school facilities remain less developed.

These data might suggest that the problem of access to ICT facilities
and ICT relevant experience is being slowly, but steadily, resolved. Yet,
access is only one part of the problem and use of ICT and use, particu-
larly in an innovative manner, is a totally different one. As the same Eurydice
report (Eurydice, 2004) states:
• nearly half of primary school pupils report that they use ICT never or al-
most never at school. Frequency of computer use rises noticeably at
secondary school level.
• the majority of pupils aged 9 or 10 report that the two most common
computer activities at school are those related to writing using a word proces-
sor and searching for information. 

European journal of vocational training
No 39 – 2006/310
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Regarding increased frequency of ICT use among those aged 15, most
secondary schools treat ICT as a separate subject, while writing and search-
ing for information are not the innovative uses that most ICT promoters en-
visioned. In fact, there is a growing body of academic research which, for
the majority of schools, draws a rather disappointing picture of classroom
ICT use and appears to recognise the existence of a wide gap between
access, use and quality use of ICT in schools (Murphy and Beggs, 2003;
Reynolds et al, 2003; Kozma, 2003; Zhao et al, 2002; Cuban, 2001; Williams
et al, 2000; Pelgrum and Anderson, 1999; Cuban, 1999). The outcomes of
Cuban’s study of Silicon Valley schools (Cuban, 2001) are typical of sim-
ilar findings reported by several educational researchers in Europe and
other parts of the world:
• compared to the past, students and teachers had far more access to
ICTs in both homes and schools. However, classroom use of ICT contin-
ued to be unequal and infrequent. More than half of teachers did not use
computers in their classrooms and less than 5 % of students reported that
they had significant technological experiences at school;
• the majority of teachers did not blend ICT use into their curricular
practices. Less than 5 % of teachers integrated use of ICT into the teach-
ing of school subjects. Most ICT users perceived computer activities as en-
richment or a valuable add-on and most students’ use was peripheral to
their principal learning tasks. Students’ use was limited to completing as-
signments, searching and finding information in CD-ROMs and the Internet,
while teachers’ use was mainly restricted to planning and preparing for
teaching, communicating with peers and parents and carrying out admin-
istrative tasks;
• most teachers thought of students’ increased access to information as
‘a phenomenal enhancement to their teaching’ (Cuban, 2001, p. 94), but
the changes brought by ICT use were incremental and related to com-
municational and administrative tasks. No revolution has taken place as a
consequence of technology use and ‘the overwhelming majority of teach-
ers employed the technology to sustain existing patterns of teaching, rather
than to innovate’ (Cuban, 2001, p. 134).

In response to such findings, some researchers and educators appear
to offer a ‘slow revolution’ or ‘slow evolution’ explanation, while others tend
to emphasise the conditions of successful and innovative technology
use. Yet, almost all propose extension of heavy promotion and consider-
able investment in terms of training provision, software development and
purchase of equipment (Eurydice, 2004; Reynolds, et al., 2003; Kozma,
2003; OECD, 2001; Zhao et al, 2002; Cuban, 2001; Scheuermann, 2002).

The majority of the explanations offered cause confusion. As they
concentrate on the level of teachers, students and school equipment, they
define both the educational problem and the solution to it in a way that
serves given needs, values, ideas and outcomes. To Papert, for example,
findings like the ones mentioned above are illustrative of how the reform
that sets out to change school is, in the end, changed by school. According



to him, the school is a ‘living organism’, which naturally ‘resists the re-
form by appropriating or assimilating it to its own structures’ and ‘by do-
ing so, it defuses the reformers and sometimes manages to take in some-
thing of what they are proposing’ (Papert, 1996a; 1996b). If this is so, the
solution lies within school’s replacement with a different kind of structure. 

It has always been true that new educational technologies are charged
with remarkable pedagogical properties and dispositions and are often rep-
resented as the solutions to all education’s ills. In reality, educational me-
dia and tools can only strengthen, further and reinforce established edu-
cational goals, curriculum contents and methods (Tsiakalos, 2002).
Since this is what they are expected to do, their use will normally be as-
similated into current educational practices and structures.

However, new technologies are created as a consequence of scientif-
ic advance. Even though they may have their own in-built assets and char-
acteristics, they cannot become autonomous or be understood in isolation
from the broader and more powerful social, economic, and political con-
texts and dynamics (Bromley, 1998; Apple, 1998). As their educational use
becomes assimilated, it also mirrors, and to a certain degree influences,
contemporary socioeconomic problems and prevailing educational condi-
tions. Consequently, the incorporation and use of ICT in education may,
for instance, reflect:
• the centralisation of official educational purposes and goals and the rigid-
ity of school curricula;
• the multidisciplinary nature of content organisation and the dominant
epistemological, economic and ideological beliefs about subject knowl-
edge; 
• the most traditional, conservative and unimaginative approaches to
teaching and learning;
• the effects of a process, often called deskilling, which echoes teachers’
separation from the conception of teaching and learning tasks and the
reduction of their role to an executing one. 

ICT use may, as well, influence the deskilling process further through
the ubiquitous presence of pre-packaged electronic materials and resources.
It may reveal the increasing overload and the intensification of teachers’
work and stress it even more by being a significant add-on skill that they
have to learn how to use. Finally, ICT use may illuminate class, racial
and gender inequalities and, through the notion of a digital divide, it may
also affect social divisions by making them deeper and stronger.

Consequently, the following question could come to mind: If this is all
that the new, transformative and revolutionary ICT brings to education, then
why should one bother with it?
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The brighter side of ICT use in education

The negative view of the introduction and use of ICT in education is not the
only one possible. Success stories seem to point out a variety of alterna-
tive and progressive possibilities:

‘Michael, an 8 year old boy, could hardly read and write. He often hit
hard, smacked and beat other children in and out of class. One day, after
an incident of serious injury, Michael confessed to his teacher that he
had been very angry for a long time. He was not seeing enough of his fa-
ther, who lived far away from him and his mother. His teacher showed him
how to use e-mail at school, to send to and receive messages from his fa-
ther. In six months, Michael became a fluent reader and a capable writer.

Within the context of a project on secure energy connections, stu-
dents of a disadvantaged region in Sao Paolo, visit the archive of a well-
known newspaper to do some research. They discover that most of the
news articles published about their community were related to violence,
poverty, drug dealers, fires due to illegal energy connections and accidents.
Everyone left the place upset, sad and disappointed about the public im-
age of their community, and the media representation of their lives, worth
and values. They felt that most people would consider them as just a bunch
of bums from shantytowns. They decided to respond in a powerful way. If
the press was not fair to their community, they would make their own school
newspaper, to show people all the good things that happen there. Using
digital technology they designed and produced their publication and even
made an economic viability analysis. Their newspaper was also supple-
mented with a special issue on illegal and insecure energy connections,
which have been the cause of fires, black-outs and a number of deaths in
the community. By publishing information and pictures of safe and un-
safe connections, they could inform people and help them in making their
home connections more secure. (Summarised extract from Blistein and
Cavallo, 2002).

These and hundreds of other stories, disseminated in books, articles
and the Web, seem to tell a different story about educational computing.
They represent the projection of the hopes and visions of a considerable
number of researchers, parents and educators, who see in ICT ‘a space
to breathe’ and ‘a chance for liberating the learner, democratising and
humanising the school’. Within this vision, ICTs are perceived as a col-
lection of powerful cultural artefacts, pleasurable gadgets and intellectual
tools, which support collective work, can motivate the most inert and dis-
couraged learners, enable the disadvantaged to access learning and ‘par-
ticipate actively in the production of culture by creating their own cultural
forms and engaging in discussions of public issues’ (Kellner, 2000, p. 206).
Liberating use of ICT both at home and school makes better and makes
possible a range of intrinsically enjoyable human activities, such as devel-
opment of ideas and construction of things, expression in multi-modal and
multi-semiotic ways, interaction in critical, challenging and sometimes pro-



voking ways, and creating meaning through communication, questioning
and inquiry.

With these metaphors in mind, many ICT promoters repeatedly pre-
dict that the incorporation of ICT will eventually pose significant challenges
to education. Success stories, they say, such as the ones previously de-
scribed, will stimulate reflections about pedagogy and trigger discussions
about the role of school and the role of teachers. As a consequence, ICT
will act as a catalyst in teachers’ pedagogical thoughts and beliefs; it will
disturb established routines and provide the incentive for a radical shift to
progressive teaching and learning practices. Unfortunately, this revolution-
ary vision has yet to be realised. Even though the interest in debating
and discussing the transformative role of ICT in education has grown ex-
ponentially, little has changed in the reality of the majority of classrooms;
this is because it is not only teachers that need to change, but the whole
educational establishment. Bromley’s lucid description of this necessity
is characteristic:

‘Although isolated success stories are sure to crop up even under cur-
rent conditions, like weeds in the cracks of the status quo, by themselves
they are unlikely to have much lasting effect. For these growths to flour-
ish into a thriving patchwork of alternative practices, it will be necessary
to modify the terrain’ (Bromley, 1998, p. 22).
Without a doubt, the emancipatory view of ICT use can only be realised

in the context of alternative educational settings, which:
• value autonomy, flexibility, and diversity, 
• build education on students’ needs, interests and aspirations,
• encourage understanding, reflection and analysis, 
• involve interdisciplinary and integrated curricula designs and practices, 
• follow project-based, child-centred, holistic, anti-racist, experiential and
participatory approaches to teaching and learning.

So, what exactly does a progressive educational setting look like with
respect to ICT? The controversial and deeply rooted differences between
the following two episodes can serve as an avenue for stimulating reflec-
tion on this issue.
Episode 1: As the students come into class today, one boy shouts out, ‘Are
we going to the lab today?’ The teacher answers, ‘We’ve got those sheets
again and the tapes …’. Invariably, when hearing that it was a worksheet
day, students would start to grumble, one rather loudly, ‘that man’s so
unexciting,’ ‘I hate this, this is boring,’ ‘do we have to do this all the time?’
‘I cannot stand this class,’ ‘this isn’t computer class, this is worksheets …
what do we learn, nothing … how to push a button’ (referring to the tape
recorder). One student turned to one of us and referring to the worksheets,
complained, ‘We know this stuff already, maybe not these fancy words
… but we know this stuff’. Although the students complained about the
tapes and the worksheets, they did not disrupt the class routine … Their
attitudes were for the most part ignored or made light of by the teachers,
who appeared to regard a certain amount of negativism and complaining
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as typical adolescent behaviour in school. (Extract from Apple and Jungck,
1998, p. 144).
Episode 2: Over the years of our operation, older teenagers, particularly
teenage males, have been difficult to recruit. A fair number would drop
in, have an initial experience, and drop out again. We puzzled over this:
the standard applications like word-processing or graphics did not make it,
even as an employment skill; the simulation games apparently weren’t ex-
citing enough. We had a little luck with cartooning for a while, but when we
wouldn’t allow them to create porn, that too palled. Our greatest success
to date has come with the advent of multimedia.

Two or three teens … came up with the idea of creating a kind of elec-
tronic Harlem directory. It started with a subway map and some text about
what to find in the area of each station (and what to avoid), along with some
scanned pictures of the location. This idea caught on, and the initial group
has now expanded well beyond our expectations. The project, too, has
grown. Named by its creators What’s Homey about Harlem, has become
more than an annotated subway map. It now shows where each of them
lives. It has pictures of their families and friends and of favoured spots in
their neighbourhoods. Some have used a camcorder to do live interviews
and have incorporated segments of their videos in the directory. Each per-
son works on the elements they find most rewarding. All learn the process-
es of integrating their work into a single multimedia database. And best
of all, they keep coming back and bringing others with them’. (Extract from
Stone, 1998, pp. 189-190).

Both episodes appear to share modest similarities and a variety of dif-
ferences. First, they are both taking place in settings with a purpose to ed-
ucate; as such, the main actors involved are teachers and students. Second,
in both incidents the educational goal is common. It is concerned with the
development of computer literacy skills. However, each setting defines it
differently, and in turn these diverse definitions are being translated into
contradictory teaching and learning approaches. 

In the case of Episode 1, computer literacy is perceived as an academ-
ic subject of an encyclopaedic nature with its own content knowledge
that has to be covered and be deposited into pupils’ minds. So, a 10-day
computer literacy unit was planned, which because of organisational pres-
sures, consisted of two filmstrips, a prepackaged commercial curriculum
containing tape-recorded lessons and corresponding worksheets. As the
extract provided reveals, students’ dissatisfaction, anger and disengage-
ment were evident. Most of the time they were required to sit quietly in a
class and listen to lesson recordings transmitting information about the his-
tory of computing, the way computers operate, description of input and out-
put devices, features of programming in BASIC and effects of computers
on society. Three out of the ten days of the unit students used the comput-
er lab and these were the most enjoyable ones, whereas the final day they
were given a short answer test for assessment purposes.

Episode 2 takes place in an informal educational setting, which is a com-
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munity computer centre. In this case, computer literacy is seen as a col-
lection of knowledge and skills that one may choose to obtain and devel-
op if he/she finds a personal meaning to it. This collection is not predeter-
mined, but personally constructed, and, consequently, there are no stan-
dards and objectives to be met, no testing and examining, no lectures and
textbooks, no tape-recorders or worksheets, and no teachers to supervise
students as they go through subject matter. It is a discursive location where
people come on a voluntary basis to master technology as a personal tool,
because they want to and because they feel they might be able to learn
something valuable for their lives. As a consequence, visitors and partici-
pants choose and have complete control over what to learn about digital
technology and how to learn it. Staff teachers are there to help people iden-
tify what is that they want to learn and support them in achieving it.

Many of the structures and processes of the school described in Episode
1 represent one of the most unimaginative models of education, that has
been repeatedly and severely criticised for making school an out-of-date
establishment and an oppressive organism that wastes young people’s
lives, consumes their creativity and, by definition, excludes the most vul-
nerable ones from the adventurous, exploratory and pleasurable experi-
ence of learning. In contrast, many of the attributes of a community com-
puter centre, as already seen in several projects involving ICTs and focus-
ing on community development and empowerment (Dillon, 2002), are in-
herently comparable to the characteristics of a human and democratic
school. Within an experiential environment, an attempt is being made to
adapt the teaching process to the needs and the interests of individual
learners, as well as help them experience collaboration towards common
goals. As a result, everyone is entitled to participate and no one is exclud-
ed. Respect for difference and diversity is evident and free flow of ideas is
greatly valued. Homogeneity is not a necessity, as the curriculum ‘is not
part of a selective tradition or someone’s vision of legitimate knowledge’
(Apple, 1993), but it is what participants make of it through their personal
choices, which obviously reflect their personal and community needs, his-
tories and cultures.

Apparently, this line of reasoning does not promote the idea that schools
should become community centres, but it is significant to add that schools
should act as ‘learning centres’ (Halfpap, 2001). As a consequence, they
can learn a lot from the informal character, the freedom enjoyed, the col-
lective capacity and the participating attributes of a community centre.
Within the context of a human and democratic education, the role of ICT
can be described as two-fold: 
• ICT is by itself an interesting and important educational theme, one of
the necessary ‘keys’ for ‘unlocking’ understanding and participating in the
world;
• use of ICT tools can enhance, promote and extend the practices of a
human and democratic educational setting. 

In particular, the appreciation, critical analysis and reflective consider-
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ation of the changing technological landscape of the economy and the cul-
tural, social and educational implications brought about by the use of ICTs
in human activity may be regarded as issues of considerable importance.
Awareness of ICT involvement in the construction of power and consid-
eration of the exclusions and oppressions introduced by its use may en-
able understanding of larger social problems that arise in the course of stu-
dents’ individual and collective lives and may help them foster the devel-
opment of a more humane technological future. 

In this context, ICT literacy is enhanced with a strong critical dimension,
which calls for students’ scepticism and puts constantly into question tech-
nological suppositions and discourses. In addition to this aspect, ICT liter-
acy may be considered as part of a range of multiple critical literacies
(Drenoyianni and Mylona, 2004), which require students to ‘read’ their cul-
tural and social worlds and ‘write’ their own contribution to them.

‘Surely education should attend to the new multimedia culture and teach
how to read and interact with new computer and multimedia environ-
ments as part of new forms of multiple literacy. Such an effort would be
part of a new critical pedagogy that attempts to empower individuals crit-
ically, so that they can analyse and criticise the emerging technoculture,
as well as participate in its cultural forums and sites’ (Kellner, 2000, p.
211).
As a result, ICT literacy may develop through experimentation and ex-

ploration as students engage in critically processing, analysing, interpret-
ing, communicating and evaluating words, images, videos, sounds and
multimedia contents. But it may also develop through spontaneous play
and free investigation of the technological possibilities available in the
course of collaborative projects.

‘Two fifth-graders, Monalisa and Gleidiane, were not so excited about
Lego, but they liked arts and photography a lot. Monalisa painted a picture
in the first day. Then they began exploring the other arts materials, making
small figures and miniature furniture in clay. They decided to build a house
to put their furniture inside, doing a little claymation. They were extremely
happy with it, but I had a concern: their house had nothing technological.
There were no robotics, no programming, no digital stuff. We care about
those technologies because they open up many possibilities that conven-
tional materials do not allow. I was tempted to give some ideas about how
to integrate robotics into the house, but it was clear to me that it would be an
imposition from my part. However, something else happened: two other girls,
Mauriza and Edilene had the idea of adding some robotics to the house, like
an automatic front door and timers for the lights, so that the house would
save energy. The original creators of the house continued together with them
for a couple of hours, but then decided to leave and do more painting … That
illustrates that having a multiplicity of expressive tools and a convivial space
opens up new possibilities for real collaborative work. The fruitful collabo-
ration between the ‘architect-girls’ and the ‘engineer-girls’ was one example
of the synergy that can take place in such environments. Neither group gave
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away their ownership of the idea and the project, but kindly agreed to
share the credit for a collective work, to which each one contributed their own
interests. That is, in fact, how adults work on projects, but very uncommon
in school’ (Extract from Blikstein and Cavallo, 2002).

This incident brings us to the second major role that ICT can play in a
human and democratic educational setting. There is no doubt that ICT use
can extend, further and promote human and democratic practices, expe-
riences and structures by offering students and teachers a multiple set of
media and tools for expression, interaction, creation, reflection, analysis,
construction, communication and creating meaning. In this respect, digital
technology is used whenever there is a meaningful purpose for it, when
students choose to use it and find it is the best possible tool or medium
at hand. Within this line of thinking, constructive, dynamic and expressive
technologies, in addition to enabling collaborative, research-based and
child-centred ways of approaching teaching and learning, can provide
access to controversial contents, contradictory cultures, diverse ideas, val-
ues and genders. This enhances and broadens students’ window to their
universe. They enable students to explore and understand their own so-
cial, cultural and historical geographies in comparison to those of other
people. Finally, and perhaps even more importantly, digital technologies
enable creation, production and dissemination of the students’ own con-
tents, knowledge constructions and projections of the world.

Ironically, one must admit that the many liberating and creative capabil-
ities of ICT use have already been realised by a significant number of chil-
dren around the world. These are the kids and the teens, who talk about
themselves and their lives through their own pages published on the Web,
who interact, communicate and create virtual communities and brother-
hoods by playing games, by participating in discussion groups and chat
rooms, who gain valuable, and not only technical, skills and knowledge by
just playing with digital contents and equipment and browsing the worlds
of technology. Nevertheless, two things need to be pointed out with respect
to these children’s experiences: 
• these are the experiences of a group of children, not of all children;
• most of what these children do, learn, make, and experience with ICT
tools does not take place inside school, but outside of it.

This line of reasoning, coupled with the school stories of tape-recorded
computer literacy lessons, may lead some of us to conclude that ICT will
revolutionise education by causing schools to disappear. To others, the
sad story of computer class students is a reminder of how useless can ICT
use be when embedded in the practices and structures of a tyrannical and
rigid educational establishment. Hopefully, there are other stories too. These
are the stories of children like Michael, architect and engineer girls, stu-
dents from Sao Paolo and teens from Harlem, which encourage us to keep
warm the hope and the vision that ICT use in education represents a unique
opportunity for school revitalisation, a remarkable chance for human and
democratic education. 
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SUMMARY

New normative ideas about flexibility, employability and lifelong learning are

shifting labour market requirements as they induce flexible employment patterns

and new skilling needs. While the model of a typical progressive career based

on possession of a particular set of (occupational) skills has been largely under-

mined, employees are increasingly challenged to secure their employability by

constantly adjusting their skills profiles and manage their own individualised ca-

reers. Such trends increasingly affect workers at all skills levels in both produc-

tion and service sectors. Several indicators and studies support the hypothesis

that a new entrepreneurial type of worker, characterised by individualised sets

of skills, internalised control mechanisms and the prioritisation of transferable

over technical skills, will gradually become the new prototype highly desired by

managers and human resources development experts. Based on findings of the

5th EU framework project ‘Vocational identity, flexibility and mobility in the

European labour market’, this paper argues that most employees in Europe at

intermediate skills level are lacking the resources and capacities to fulfil the re-

quirements of potentially developing into an entrepreneurial type of employee.

The focus of this paper is the extent to which different national and sectoral con-

texts can create a supportive or an adverse environment for employees to de-

velop the ability to deal with great changes at work.
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Introduction

Work identities vary in both the intensity with which they are held and the
significance individuals ascribe to them (1). They may or may not be of great
significance to an individual and they change in their meaning for the in-
dividual over the life course and the personal occupational trajectory (Heinz,
2003). As work identities are subject to change and adaptation, they are
highly dynamic and dependent on a variety of factors and conditions (Brown,
1997). Still, the concept of work identity can provide a useful means of un-
derstanding how individuals relate to their working life and project their fu-
ture professional development. Further, the theory of work-related social-
isation assumes that work identities play a decisive role in helping indi-
viduals to define professional orientation and to develop work attachment
and commitment (Heinz, 1995; 2002).

While work continues to remain a formative element of the overall
identity of an individual, it also constitutes a medium for personal self-
realisation and the implementation of biographic intentions and interests.
Thus, work in its institutionalised form not only serves social reproduction
purposes in a materialistic form, but it also has a vital function in its role as
an identity- and sense-giving purpose throughout the life course (Hoff et
al., 1985). In addition, work and employment represent one of the key links
for conveying social relations. Being integrated into a work context
and/or pursuing an occupational specialisation is a major source of the feel-
ing of one’s own value, and the means by which someone presents him-
self to the outside world (Goffman, 1969).

The dynamics between identity formation and the integration into work
contexts are certainly changing as employees in Europe are increasingly
challenged to meet demands for flexibility and mobility at work (FAME con-
sortium 2003, Kirpal 2004a). Responding to continuous changes at work
not only affects employees’ professional orientations and career pat-
terns, but also requires that individuals develop specific learning and work
attitudes that enable them to engage actively (and positively) in work process-
es to ensure their successful integration into different work settings and the
labour market as a whole. Work identities can help to foster this integra-
tion process.

However, internalised work identities can also restrict people in their
flexibility by confining them to certain professional roles and preventing
them from developing broader occupational orientations (Loogma et al.,

(1) The term ‘work identity’ makes reference to any kind of identity formation processes that de-
velop through the interaction between the individual and the work context, including voca-
tional education and training. Essentially, vocational, occupational or professional identity can
be used as synonyms, but each of these terms may more specifically refer to certain features
or a specific concept of work. For example, occupational identity may be more applicable to
labour markets and work concepts that are structured along occupations, whereas profes-
sional identity is typically used in connection with the so-called professions. Work identity is
supposed to be the most inclusive terminology in this context.
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2004). The dynamics between developing strong work identities and be-
ing able to respond to new flexibility paradigms and changing work de-
mands has been the research focus of the 5th EU framework project
Vocational identity, flexibility and mobility in the European labour market
(FAME). How individuals develop certain mechanisms and patterns of
strategic action in order to deal with those dynamics has been at the heart
of several publications in connection with this research project that involved
partners from the Czech Republic, Estonia, France, Germany, Greece,
Spain and the United Kingdom (UK) (Brown, 2004; Brown et. al., 2004; Dif,
2004; Marhuenda et al., 2004). This article, however, does not so much
discuss individual strategies, but shifts the focus of attention to the struc-
tural embedding of work identities by looking at how different national
and sectoral contexts may influence identity formation at work. The role of
vocational education and training (systems) is being looked at more close-
ly as a mechanism at institutional level that connects work-related social-
isation with labour market developments. Discussing the role of vocation-
al training in different contexts will help to understand the interdependence
between institutional structures, occupational socialisation and the for-
mation of work identities.

Work concepts and employment arrangements vary considerably be-
tween European countries and sectors. As employees develop their work
identities in the framework of different national and sectoral contexts, we
can expect great diversity in how they are being equipped and prepared to
handle changes at work and shifting skills requirements. The following pa-
per highlights some of these differentiations by synthesising research find-
ings from the above project.

Methods

Work identities develop in the course of complex negotiation processes at
the interface between personal resources, attitudes and values on the one
hand, and work processes and settings on the other hand. They manifest
themselves in the interplay between individual dispositions and structural
conditions of the work context. In terms of the structural conditions, the
project tried to take account of national economies, sectors/occupations
and the company environment. Those were regarded as independent vari-
ables that create different kinds of restrictions and opportunities to which
employees are challenged to respond. For example, the national vocation-
al education and training system, sector-specific patterns of employment
in terms of working hours, salary levels and demands on flexibility, and par-
ticular occupational traditions influence how specific work settings evolve.
At the same time companies shape employees’ immediate working envi-
ronment as they respond to macro-level requirements by adjusting, for ex-
ample, their organisational structure, job profiles and recruitment poli-
cies. In addition, they may actively try to shape work-related identities and
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attitudes of employees through their human resources and recruitment poli-
cies (FAME Consortium, 2003).

While the first project phase consisted of a literature review to clarify
how concepts of work and work identities are nationally and historically em-
bedded in the respective partner countries (Laske, 2001a), the sectoral and
company-specific context variables were assessed through an empirical
investigation with managers and representatives of human resources de-
partments conducted in 2001 and 2002. The objective of those inter-
views was to assess an organisational perspective and employers’ expec-
tations of employees’ learning and work attitudes. The focus was on ex-
ploring structural conditions that would specify organisational structures,
work profiles and skilling needs, and how managers assess changes at
work (in terms of flexibility, mobility, work organisation, working conditions
and recruitment policies) that have occurred during the last decade. Interview
questions also related to how managers experience and value employees’
capacity to deal with those changes and how this might affect employ-
ees’ work attitude and identity formation at work.

The project applied semi-structured interviews that were based on com-
mon interview guidelines and evaluation criteria and complemented with
case study methods. To account for varying structures of work organisa-
tion and settings, the research covered various occupations across five
contrasting sectors and seven different national economies as well as small,
medium and large (including multinational) companies (see figure 1 for de-
tail). The combination of countries represented different cultural, socio-eco-
nomic and political embeddings of work concepts and occupations. The
core partners, Estonia, France, Germany, Spain and the UK, conducted
large sample interviews, each involving at least seven companies per sec-
tor (N=132). The Czech Republic and Greece assumed the role of critical
observers, contrasting the research findings of the core partners with re-
sults from small-sample empirical investigations.

The guiding principle behind sector selection was diversity, to represent
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Figure 1: OOvveerrvviieeww  ooff  tthhee  iinnvveessttiiggaatteedd  sseeccttoorrss  iinn  eeaacchh  ppaarrttnneerr  ccoouunnttrryy

Sectors of investigation

Metal/ Timber and  Health Telecomm.(2) IT sector (2) Tourism

engineering furniture care (2)

Estonia x x x
France x x x (x)
Germany x x x x
Spain x x x
UK x x x x
Czech Rep. (1) (x) x x
Greece (1) x

(1) Czech Republic and Greece conducted small-sample empirical research.
(2) Samples in telecommunications and Information technology (IT) comprised many ‘overlapping’ cases due to an increasing mo-

ve of firms towards providing integrated telecom and IT services.
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different occupational traditions and work settings, on the one hand, and
different dynamics and challenges in terms of flexibility and mobility, on the
other. This article synthesises the results from the literature review and the
empirical investigation with managers and representatives of human re-
sources departments, looking more closely at the ‘independent variables’
of work identity formation. The dependent variables, the kinds of strategies
that employees develop to deal with great changes at work and how this
affects their levels of identification with work (or their employer) can only
briefly be touched upon in the framework of this article. Results from inter-
views with over 500 employees at intermediate skills level that analyse in
detail employees’ patterns of adjustments are published elsewhere (see
above).

National contexts: the historical-cultural
embedding of work identities

Work concepts are defined differently in different European countries and,
consequently, vocational training systems assume different functions in
how they respond to labour market demands and skills developments.
When looking at France and Germany, for example, we find a relatively
stable continuing development of occupational structures and closely re-
lated vocational training systems. Occupational employment arrangements
and training systems are geared towards responding to emerging labour
market demands as training structures and vocational tracks are constant-
ly being adjusted.

In Germany, the concept of Beruf has, over centuries, shaped occu-
pational identities, attaching them to the prestige of vocational preparation,
qualification standards and professional norms and ethics. Having its ori-
gin in the medieval age, this concept has also influenced other parts of con-
tinental Europe, establishing a strong connection between skills acquisi-
tion and occupational labour markets. In this context, the socialising
function of apprenticeships (traditionally in crafts and trade) and voca-
tional education and training played a central role for work-related identi-
ty formation processes (Laske, 2001b). As the basis of the dual training
system, the concept of Beruf still presents the dominant organisational prin-
ciple for vocational education and training and labour markets in Germany,
largely defining skills requirements and adjustments (Greinert, 1997). Initial
vocational training continues to play a strong role for socialising young peo-
ple into acquiring an occupational specialisation, which is linked closely to
belonging to certain professional communities through occupationally de-
fined categories with which individuals identify.

Through this system, the relative position of the vocational track, as op-
posed to the academic route, has traditionally been very strong in Germany,
much stronger than in other countries (Lane, 1988; Cantor, 1989). Indeed,
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even with very little cross-transfer into, for example, universities, not only
was apprenticeship training highly regarded, but there were (for young men,
at least) plenty of opportunities for progression in employment and to ob-
tain further technical or supervisory qualifications (Sauter, 1995). However,
with the academic route having become more popular during the last two
decades, there are great concerns that the status of the vocational track
could suffer (Nijhof et al., 2002; Stenström et al., 2000; OECD, 1998). These
concerns are linked to the collapse of the virtual guarantee of progres-
sion into well-paid, skilled permanent employment, with prospects of fur-
ther progression, for a sizeable proportion of the apprentice cohort. Reuling
(1998) argues that the combination of training for an occupation and train-
ing through an occupation is a particular strength of the German system.
If the link with progression in employment is broken, then that makes high-
ly specialised vocational education a riskier proposition.

France also has strong occupational traditions and work ethics. At the
same time, France is pursuing the incorporation of flexible, diversified vo-
cational training schemes. In the early 1970s a continuing vocational train-
ing (CVT) system was introduced as an instrument to promote employee
flexibility, learning and professional development by assuming work
tasks of higher levels of qualification and responsibility. Designed to
complement initial vocational education, the French CVT system aims at
promoting access to further learning and training for workers of all skills
levels to combat exclusion effects generated through the French formal
education system and to foster the accreditation of work-related learning
(Dif, 1999; Michelet, 1999). Through this system, French employees are
entitled to pursue self-directed learning, usually in the form of training proj-
ects financed through the employer’s compulsory contribution to the CVT
system.

This way of strengthening work-related learning significantly influences
concepts of human resources development in France. For example, over
two thirds of all employers that offer CVT are actively pursuing a strategy
to enhance labour flexibility and mobility (Simula, 1996; Charraud et al.,
1998). However, an evaluation of this approach indicates that employee
flexibility and career development are not only determined by the provision
of training, but structural factors such as the size of the company, its or-
ganisational structure and human resources policies; sector specificities
also play a significant role (Dubar et al., 1990). The trend towards flatter
hierarchies, for example, has significantly restricted opportunities for up-
ward mobility of employees.

While continuing vocational training aims at enhancing employee flexi-
bility and career progression, the development of occupational identity has
been undergoing significant changes during the last three decades. According
to various studies by Sainsaulieu (1977, 1985, 1996, 1997) and Dubar
(1992, 1996, 2000), work identities in France are increasingly becoming
atomised and scattered. Concurrently, the type of employee whose work
identity is shaped by a high level of interactivity with work, the anticipa-
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tion of adjustment and the ability to deal with changing work settings, is
growing in significance. For those employees, CVT has become an impor-
tant instrument for pursuing greater flexibility and increasing access to ca-
reer opportunities and higher professional status (Barbier, 1996).

While the German dual system demonstrates particular strength in pro-
viding high quality vocational preparation, it is less flexible and innovative
and, at the same time, much more diversified through the principle of de-
centralisation. The French system, by contrast, has incorporated a certain
level of flexibility into its systems of vocational training. Particularly in re-
sponding to new skill requirements due to technological change, the German
dual system still has difficulties in adjusting to new demands. However,
both countries show similar concepts of work, work ethics and occupation-
al structures that significantly influence how employees develop forms of
work identity.

If we look at Estonia and Spain, we are confronted with a situation of
transition. Over recent decades both countries have encountered some
major instabilities and discontinuities in the development of vocational
education and training, institutional structures and labour market configu-
rations. Combined with unstable and weak national economies, these dis-
ruptions make it particularly difficult for employees to develop a stable
occupational orientation and progressive career.

Countries in transition to a market economy, like Estonia, are facing a
complex reorientation process. Over three historical very distinct periods,
the pre-communist, the Soviet and the new transition period, their labour
markets and vocational training systems have undergone various transfor-
mations, each characterised by a radically different political and econom-
ic orientation and concept of work. Until the early 20th century, Estonia -
similar to the German model - established a close connection between vo-
cational training, skills development and related occupational identities that
would interlink with occupational labour markets. The Soviet regime em-
bedded the discourse of the meaning of work and work identities in Marxist-
Leninist ideology fostering a strong worker and proletarian identity that went
alongside the push for industrialisation and a value system that particular-
ly rewarded manual work. In vocational training, this system established a
rigid one-to-one matching between vocational specialisation and work pro-
files upon which the entire economy and education system relied.

The highly formalised and centralised Soviet system with stable work-
ing conditions, limited career progression and virtually no threat for unem-
ployment, produced a rather passive worker attitude with little interest in
mobility, flexibility, further training or skills enhancement. Today, this kind
of work attitude clashes with emerging demands and working conditions
induced by the market economy and democratisation. Like many other
post-communist countries, Estonia has to deal with structural unemploy-
ment aggravated by a mismatch between the available skills of the
labour force and the skills demands of the market economy. During the
past decade, great demands for occupational mobility pushed the devel-
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opment of retraining measures, multi-skilling and flexibility in the light of
establishing new job requirements and occupational profiles. The effects
of vocational socialisation of the past, however, cannot just be wiped off.
Today, most workers not only lack the required specialised skills, but al-
so the ability to adjust, to communicate, to assume responsibility or to take
initiative (Joons et al., 2001).

Estonian employees are only slowly acknowledging that work identities
have become less prestructured and ideologically influenced, but are in-
stead dependent on an individual’s active construction, largely building on
performance and professional progression. Large-scale retraining pro-
grammes in many occupational areas are fostering this approach. For
example, nurses in Estonia have to undergo retraining and pass examina-
tions according to newly developed curricula to demonstrate that they com-
ply with modern work requirements and the expected work attitude. In
the course of adjustment, acquiring new skills and raising their profession-
al status as qualified staff, nurses also develop new forms of occupation-
al identity and professional pride (Kirpal, 2004b).

Spain shows some similarities with the transition countries in that histor-
ical periods created fragmentation and discontinuities of concepts of work
and the Spanish vocational training system. Those discontinuities are a ma-
jor factor for perpetuating the inadequacy of skills preparation and insta-
ble work identities that employees experience today. Historically, two inci-
dents initiated an intensive transition process that significantly influenced
the Spanish labour market and training system. First, the end of the Franco
era in 1975 radically transformed the political environment after the political
and economic isolation of the country for 40 years. Second, joining the
European Union in 1986 set a new framework for the Spanish economy.

The Spanish vocational education and training system used to be high-
ly diversified, unregulated and of poor quality until the early 1990s when
the formal integration of work practice into the curricula of vocational qual-
ification programmes significantly strengthened the connection between
skills acquisition and skills demands. Although the quality and adequacy
of vocational training has improved significantly since then, high rates of
unemployed youth and school-to-work transition of young people contin-
ue to remain major problems. Regardless of the level of qualification, the
labour market gives little opportunities to young people to find long-term
employment and to develop a progressive career. As many jobs in Spain
still require low qualified or semi-skilled workers, large numbers of young
skilled workers end up being over-qualified for the jobs they are occupy-
ing. In addition, many employees struggle with the seeming lack of
recognised occupational fields and the low recognition of formal voca-
tional qualifications. Employers rather value continuing vocational training
over formal qualifications, particularly when it comes to opening up career
opportunities for their employees.

In Spain, the research undertaken could clearly connect the devalu-
ation of formal vocational qualifications with employee difficulties in de-
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veloping stable work identities and confidence in their personal skills
(Marhuenda et al., 2001; Kirpal, 2004a). For most, working conditions are
unstable so employees need to be extremely flexible. This kind of flexi-
bility, however, means continuous adjustment that gives individuals little
control over their own professional development and career direction.
Subsequently, employee work identities are frequently subject to change
depending on the job situation and employment conditions. The lack of
recognition of their vocational skills and qualification combined with the
unstable Spanish economic situation - high rate of unemployment, un-
regulated labour markets, diversified vocational training systems and a
high demand for low qualified and unskilled workers - makes employees
particularly vulnerable to the employment contract they are holding. An
individual solution to those circumstances seems to be pursuing employ-
ment within the public sector. Today, to become a civil servant is highly
aspired by most Spanish citizens as it presents one of the few opportu-
nities to achieve a somewhat stable working situation, which promises
continuity and career progression over a longer period of time (Marhuenda
et al., 2001).

The different national examples illustrate how strong and continuous oc-
cupational traditions can provide a framework to guide and support indi-
viduals in developing work-related identities. This is particularly the case
for countries where vocational training systems and occupational areas are
highly formalised and linked to occupational labour markets, as in Germany.
Here, the recognition of vocational qualifications and related job profiles
give employees an orientation and a sense of stability when making the
transition into the labour market. Even if today most of these structures are
in transition and have become unstable, changes are more likely to be grad-
ual, giving individuals some time for making adjustments.

By contrast, countries with disrupted and highly diversified work and
labour market traditions often lack the institutional support for developing
strong vocational training systems. Vocational qualifications lack recogni-
tion and are, to a certain extent, disconnected from labour market require-
ments. Under these circumstances, employees encounter difficulties in de-
veloping stable occupational orientations and progressive career perspec-
tives. Not only are employees challenged to take a much more active
part in defining and identifying relevant elements at work they can identi-
fy with, but, at the same time, they have to respond to processes of rede-
finition of their work identities in the context of fast changing job profiles
and skills requirements. This is the case in Estonia. The process of transi-
tion pushes for new work requirements, qualification standards, training
schemes and newly emerging occupational fields with which the labour
market has to adjust and the workforce has to internalise. In addition, an
interesting aspect of the example of the transition countries is that it shows
us how changing concepts of work and work-related identities can be made
instrumental in satisfying political or economic purposes. In the context of
reorientation, emerging professional communities and interest groups can



play a new central role as they provide a framework for developing collec-
tive forms of work identities.

Finally, the UK presents a model where the labour market has never
been fully structured along clearly defined occupations and professions,
and has become increasingly reliant upon a high level of flexibility,
deregulation and fluidity of work profiles and skills requirements. This more
open and less formalised system does not place emphasis on an individ-
ual’s attachment to specific occupations but on an individual’s skills devel-
opment, acquisition of a set of knowledge and competences, work experi-
ence and a proactive work attitude. Particularly since the collapse of ap-
prenticeship programmes from the late 1970s, specific work-related or tech-
nical skills are usually trained on the job, thus strengthening the importance
of general education and work-related learning against vocational educa-
tion and training (Brown, 2001). Further, work-related learning and voca-
tional training are usually linked to very concrete work settings, instead of
preparing the individual to assume a general set of work tasks in an estab-
lished occupational field.

One characteristic of the British vocational training system is that ac-
cess to most types of employment is more or less unregulated in terms of
preconditions for job access (Tessaring, 1998). This is coupled with
weak recognition of qualifications generally, such that it is quite difficult for
those completing particular vocational training programmes to be clear
about their subsequent progression (Brown, 1995). The situation is high-
ly flexible: it is possible to enter many jobs without particular qualifica-
tions and to continue working without necessarily becoming formally qual-
ified subsequently. Hence, much learning while working, and even in more
formal training events, is not externally recognised. The generally under-
developed intermediate skills level in the UK presents a complex, multi-
faceted issue that cannot be addressed in this paper. One consequence,
however, is that many more graduates fill intermediate level jobs in the UK
than elsewhere in (northern) Europe, for example, Germany and the
Netherlands (Lloyd et al., 1999). Further, graduate recruits are assumed
to have better developed generic or core skills such as communication, so-
cial and coordinating skills, which in UK training and work contexts are typ-
ically prioritised over developing specific technical skills.

The lack of a common model for vocational education and training, skills
development and occupational identity formation in the UK also means that
there is enormous variation in these processes across sectors and occupa-
tions. Therefore, work identities are highly individualised and dependent up-
on the specific work context, job profile, individual skills composition and ca-
reer orientation. The economy as a whole is less structured around occu-
pations or professional communities, although such communities are still
important in some sectors. It is not that occupations are not significant; it
is rather that they are of less significance than in other European countries.

What could be identified as a general trend in all countries under
investigation was that employees increasingly need to develop multi-
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dimensional (individual and collective) occupational identities that can be
adjusted according to socio-economic and technological change. In the
light of the general decline of collective forms of work identity, self-initia-
tive has gained significance for the individual employee. This means
that the responsibility for forming an attachment to the work context and
developing forms of identification with work is almost entirely left to the in-
dividual and increasingly manifests itself as an open and unsystematic
process. In the five countries we looked at, institutional mechanisms
that could guide and support the individual when making adjustments to
their work identities and skills are highly underdeveloped. Learning and
vocational socialisation seem to play a decisive role in this context. In
Germany and Estonia, for example, employees showed great difficulties
in reorienting and adjusting their work identities to changing work settings
since those had been embedded in stable frameworks until around 10
or 20 years ago. By contrast, UK employees seemed to have learnt how
to cope with individualised forms of work identity, sometimes to an extent
that lack of commitment and frequent job changes can present a great
challenge to employers (Brown et al., 2004).

The influence of sector specificities in forming
work identities

As well as national contexts, sectors and/or occupational groups have spe-
cific characteristics, which influence identity formation processes at work
(2). At the sectoral level, the research project identified two features that
seem to be of particular significance: the degree of formalisation of occu-
pations and learning (including initial and continuing vocational training)
and the dynamics of change, including demands for flexibility and mobili-
ty. Taking into account those features, the sectors investigated could be
grouped as being either highly formalised or unregulated, and being either
highly dynamic or less so regarding changes concerning, for example, job
profiles, skills requirements, learning, organisational structures, etc.

These structural features of each sector are often, for their part, also de-
pendent on certain traditions, which, in some cases, overlap with their
national embedding. This might have, over time, brought about a very spe-
cific combination of these features. However, this seems to be the ex-
ception (3). What we found was that sectors show their specificities across
countries, thus, to a significant degree, superimposing national influences
and the historical-cultural embedding of work identities (4). This clearly in-
dicates that international and globalising trends have a strong impact on

(2) These features are analysed in depth for each of the sectors of investigation in Career
Development International, 2004, Vol. 9, No 3.

(3) The sector of metalwork/engineering, for example, was characterised by being highly het-
erogeneous in certain combinations with national specificities.
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work identities. However, it also suggests that work tasks and job profiles,
which seem to be relatively invariant of national or cultural particularities
as they are largely determined by the nature of work or occupation itself,
significantly influence work identities.

For example, for each sector a basic element could be identified that
is characteristic for the particular work to be performed. These elements
represent a specific ‘sectoral culture’ that seemed to be decisive at the lev-
el of what employees identify with in their work context. Additionally, these
elements often attract employees and may be a key motivating factor for

Figure 2: NNaattiioonnaall  ccoonntteexxttss::  tthhee  ssttrruuccttuurraall  eemmbbeeddddiinngg  ooff  wwoorrkk  iiddeennttiittiieess
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(4) The primacy of sector-specific features and their strong influence on work-related identity for-
mation strengthened the project’s approach of concentrating the research analysis on sec-
toral instead of national perspectives. The first level national analysis was regarded as a tool
to facilitate a sector-wide integration of research findings.
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choosing to specialise in a particular occupational area, and can be impor-
tant in constituting employee occupational identity. In metalwork, for ex-
ample, working with the specific material and work processes involving
at least some degree of manual or mechanical work constituted a signifi-
cant element workers identified with. The same was true for the technical
interest of employees working in the telecommunications and IT sector,
whereas for nurses the caring aspect and taking responsibility for people
seemed to be decisive. Employees working in tourism mentioned that
social interaction and communication were basic elements that made them
identify with their work.

The role of vocational education, training and skills

A shift in skills requirements from technical knowledge to the increased im-
portance of generic and communication skills combined with a high de-
mand for multi-skilling could be observed in all sectors. At least two dy-
namics require such a new skill balance: work organisation along flatter hi-
erarchies and teamwork, and the tertiarisation of the economy that be-
comes increasingly service-oriented, giving the client a new role in the eco-
nomic context. The latter implies two consequences in practice: a high lev-
el of client interaction at the intermediate worker level, and the fact that
clients and customers in general have become much more demanding with
very concrete ideas about the quality of service they expect. This leads
to a new competitive structure, even for established service sectors like
nursing or tourism. The initial vocational training structures gradually ac-
knowledge these new skills requirements and where reforms have been
implemented during recent years, training systems have tried to respond
to these demands (5).

Multi-skilling comprises a whole range of expectations from employers:
“The profile of a multi-skilled IT technician constructed by employers
contains a variety of aspects such as confidentiality, language skills, hy-
brid technical skills, communication skills, readiness for changes and con-
tinuous self-development, stress handling ability, team working skills and
a general knowledge about administration” (Loogma et al., 2004, p. 329).
However, there were also examples where generic and communication
skills were regarded as secondary by both employers and employees, par-
ticularly in areas that required mainly manual, mechanical or purely tech-
nical work, as in some segments of the metal working industry or the telecom-
munications and IT sector. The desired skill mix often seemed to depend
upon how far companies integrate teamwork in their everyday work prac-
tice. A great shift was observed, for example, in metalwork/engineering

(5) For example, the creation of the German dual apprenticeship programme for the new IT pro-
fessions, implemented in 1995, or the new curriculum for nurses in Estonia, incorporate a
significant number of modules that focus on fostering communication skills.



in recent years, where transfer of responsibility to the lower levels and
teamworking have become more common compared to Taylorist and hi-
erarchical forms of work organisation. A similar shift in health care has
made the nursing profession less structured around directives from doc-
tors. In tourism, hierarchical work organisation still predominates, where-
as IT and telecommunications present a combination of highly individu-
alised work and work organised around projects and team working.

The nursing profession provides a good example of how skills demands
are shifting. The modern patient-oriented approach to care requires a shift
from a directive control approach to an empowerment approach that is
placing a new focus on consultation. This brings guidance and counselling
into the health care process, requiring highly developed interpersonal skills.
In addition, ‘information and communication technologies and the manage-
ment of complex data processing combined with a new approach towards
customer orientation re-define the traditional profile of health care servic-
es’ (Kirpal, 2004b, p. 287). Both processes require advanced communica-
tion skills in addition to creating general skills amplification and more com-
plex work processes.

The shift in skills demands directly points to the role and recognition of
vocational initial and continuing training. The research results suggest that,
in many areas, continuing training combined with practical work experi-
ence is being prioritised over formal vocational qualifications. This, at least,
was the case in the IT sector, in tourism and, to some degree, in telecom-
munications. In nursing and metalwork/engineering, initial training is high-
ly valued by employers and employees and is considered a prerequisite to
entering the job market and for further career progression. In addition, prac-
tical work experience in the framework of vocational training programmes
is also regarded as a recruitment strategy, especially in the German dual
apprenticeship model. Generally, an initial formal qualification increases
employability and chances of career progression. Further, it sets the foun-
dation for general learning abilities and developing a basic form of occu-
pational identity, even in the highly diversified tourist industry. However,
for many occupational groups, initial vocational qualification does not suc-
ceed in preparing young employees to master what is required of them in
everyday work practice. In tourism, telecommunications, IT and even nurs-
ing, employers and employees confirmed that on-the-job experience is
what really counts. Becoming skilled was clearly connected with learning
while working, involving training on the job, learning by doing and self-
directed learning.

An increasing demand for just-in-time knowledge could be observed
in most sectors, particularly in IT, telecommunications and metalwork/en-
gineering. This trend has led to the restructuring of the mode and role of
continuing training and places considerable pressure on employees for
self-study and informal learning. In most cases, this kind of knowledge ac-
quisition does not significantly contribute towards enhancing vocational
competences, as it is short-term, rapidly outdated and regarded as a
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minimum requirement to keep pace with changing technologies in order to
maintain one’s own employability. Employees critically noted that acquir-
ing just-in-time knowledge was leaving little room and resources for more
profound and long-term competence development, which may be impor-
tant to foster opportunities for career progression. Some employees felt
that this knowledge structure even gives them far less control over their
own skills development. In addition, it favours the increasing employment
of graduates, a trend that could be observed in technical areas such as
metalwork/engineering, telecommunications and IT. Other factors that pre-
vent employees from enhancing their vocational competences are the in-
compatibility of courses and training offers with employee work schedules,
lack of financial support from employers and the inappropriateness of the
training offered. That companies favour a ‘core’ against a ‘disadvan-
taged’ segment of the workforce when it comes to training opportunities,
and skills enhancement was an issue in telecommunications/IT, tourism
and metalwork/engineering.

Conclusions

Existing social and economic structures strongly influence the nature of
work and lead to a range of modifications meeting the need for change.
Obviously, there is much variation between European countries and sec-
tors with respect to how demands for flexibility and mobility affect the work-
force and each national and sectoral context presents a different set of
issues. However, some contextual variables seem influential in the forma-
tion of work identities at the level of the national embedding of work con-
cepts as well as at the level of sector-specific structures.

Formalisation versus deregulation

Formalised, regulated structures foster stability and continuity and support
the individual in developing a professional orientation and work identity.
For example, established vocational education and training systems and
the recognition of formal qualifications can play a decisive formative role
in developing an initial occupational attachment and self-confidence.
This applied to a certain extent to all occupational groups investigated.
Stable employment situations and reliability are important for the individ-
ual to develop company attachment, commitment and to plan his or her
own professional development. They are also important for career progres-
sion, be it in the sense of deepening one’s own knowledge and compe-
tences through horizontal mobility (as in nursing) or through promotion
involving vertical mobility. By contrast, unstable employment conditions
make it particularly difficult for employees to develop a stable work identi-
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ty as was typical for employees working in the tourism sector.
The influence of formalisation also applies to the organisation and role

of professional communities and associations. Their strong influence on
identity formation was seen in almost all professional groups investigated.
Where the level of formalisation of professional associations is high (as
in nursing and traditionally in the metalworking industry), an offer of pro-
fessional guidance and support helps employees to strengthen their po-
sition in terms of the work context, employer-employee relations and
their professional status. Where those mechanisms were absent, either
they were replaced by informal professional communities (as in the IT sec-
tor) that take on a similar function, or the employment situation and iden-
tity formation processes were highly individualised as in tourism.

Where stabilising mechanisms have been eroded (as in the metalwork-
ing industry/ engineering and in telecommunications) or are non-existent
(as in IT and tourism), employees are challenged to construct their own
systems of identification. Three tendencies can be highlighted in this
context. First, transferring the concept of a professional work attitude - that
is typically expected in the so-called professions (such as lawyers, doc-
tors, managers) - to employees at the intermediate skills level. This devel-
opment could be observed, for example, among IT experts, highly quali-
fied employees working in tourism and engineering and, to a certain ex-
tent, nurses. In this case, the work ethos, personal interest and commit-
ment, a pro-active learner’s attitude and self-realisation are promoted and
adopted as key concepts. A second possibility observed was a highly in-
dividualised work attitude, exemplified within the UK context, but also in-
creasingly observed among most of the occupational groups investigated.
The focus here lies on the individual’s skills, knowledge, vocational com-
petences and active career development using learning and continuing
training, as well as mobility and flexibility, as important tools for career pro-
gression. Third, a large number of workers developed a functional or in-
strumental work attitude, complying with the minimum requirements for
learning, flexibility and mobility in order to maintain their employability. Such
an approach could be observed in telecommunications and metal/engi-
neering, but was also represented to a lesser degree in the other sec-
tors. It can be regarded as a rather passive response to changing work re-
quirements, whereas the first two trends expect and exemplify a more pro-
active approach.

Flexibility and mobility

Organisational changes, technological innovations and strong customer
orientation require employees to adjust to new demands in the work con-
text by developing new skills profiles and the ability for continuous learn-
ing. Companies are challenged to meet changing organisational demands,
to create a rich learning environment and to support employees in adjust-



Work identities in comparative perspectives: 

the role of national and sectoral context variables

Simone Kirpal 37

ing to changing work situations. They are generally in a position to restrict
or actively encourage the specific work attitudes of their employees and
thus have an influence on shaping work identities.

Regarding mobility, the project consortium distinguished between geo-
graphical or spatial mobility, horizontal mobility and vertical mobility. Demands
on employees to be spatially mobile, address the need to and/or the pos-
sibility of changing workplace, to be transferred to a new location, to trav-
el for the job or to have a long commute on a regular basis. Horizontal mo-
bility relates to changing employer or departments, practising job rotation,
acquiring certain specialisations or engaging in teamwork. Finally, vertical
mobility encompasses the capacity, interest and opportunity for personal
career development by taking advantage of opportunities such as further
education or in-house promotion. Horizontal and vertical mobility both con-
nect closely to opportunities for continuous professional development and
work-related learning. Migration can be considered as a special form of
mobility, usually related to changing employer and occupation. Although
this issue may be of great interest at European level, the project did not
consider migrant workers as their occupational identity development forms
a special case.

In times of severe economic constraints, flexibility and mobility were first
regarded as demands that put pressure on companies and employees.
However, flexibility and mobility also create opportunities in terms of the
learning environment at work, job profiles, career options and employee
autonomy and self-realisation. Company organisational strategies may
open up new opportunities for employees, or they can create pressure, for
example, through work intensification; this was a prevalent feature, men-
tioned by employees of all sectors under investigation. The study revealed
that flexibility and mobility are experienced and valued quite differently in
different occupational groups, and showed how this affects identity forma-
tion processes at work.

Employees typically connected the issue of flexibility to the ability to
cope with, and adapt to, changes at work, such as new work tasks, job sit-
uations and work organisation, generally linked to broadening competences
and work profiles. They also referred to working conditions in terms of time
flexibility, irregular working hours, changing time schedules and the readi-
ness to work overtime. There was great variation in whether flexibility
and mobility were perceived as creating opportunities or as new demands
that put pressure on employees. Nurses, for example, felt largely in con-
trol over the degree of flexibility and mobility to which they were required
to respond and considered that they had individual choices. In contrast, in
the new economies both elements were perceived as demands beyond
the control of employees that created a high stress level. Demands on flex-
ibility were critically seen in the light of working overtime and flexible work-
ing hours, particularly in tourism where the compensation mechanisms for
such requirements were stated to be inappropriate, not only in terms of
financial remuneration but also in terms of job security, career perspec-



tives and training provision. Flexibility had the most negative connotation
when it was interpreted as the possibility of hiring and firing without in-
curring high costs. Negative implications were lack of commitment, com-
pany attachment and high levels of staff turnover.

When it comes to the readiness of employees to be flexible and mobile,
national (or cultural) differences could also be distinguished. Employees
in France and the UK generally seemed to be better prepared to deal with,
and personally benefit from, demands for flexibility and mobility than German
employees. Socialisation, learning and personal experiences seem to play
an important role in this context. This became clear, for example, when
comparing the work attitudes of nurses and employees working in telecom-
munications across the three countries. At the same time, employees in
countries with an unstable economy, like Spain or Estonia, are generally
also more used to adjusting to changing work requirements, as they of-
ten need to be highly flexible in order to bear with turbulence and periods
of transition.

Horizontal mobility was often used as an important means to broaden
vocational competences and enhance career chances. Particularly in IT
and tourism, and especially in the UK, changing employers to gain work
experience was closely linked to professional development. In nursing, hor-
izontal mobility (mostly between different hospital departments) was typi-
cally pursued to broaden and deepen vocational competences, but with-
out thought of promotion. It was striking that, in most sectors, the majori-
ty of workers at intermediate skills level favoured horizontal mobility over
vertical mobility. This tendency could be linked to the core elements of
an occupation (as described above), with which employees at this skills
level typically identify. This pattern of professional identification may lead
to a certain incompatibility between performing technical tasks and assum-
ing coordinating and administrative functions with higher level work respon-
sibilities. In telecommunications, IT and metalwork/engineering, for exam-
ple, the shift from working as a technical expert to assuming a coordinat-
ing role turned out to be a conflict for many employees that often pre-
vented them from moving into team leading positions. IT specialists even
associated managerial positions with inevitable degeneration of technical
knowledge and practical skills (Loogma et al., 2004). Most nurses experi-
enced a similar conflict: nurses who strongly identified with direct patient
care generally did not like to move into management and develop skills re-
lated to administration, coordination or broader managerial tasks (Kirpal,
2004b).

These results may lead to the conclusion that, for most skilled workers,
performing the core tasks of an occupation is more important than making
a career as supervisor or team leader, particularly when the salary struc-
ture does not change significantly as in nursing. A stronger career orien-
tation was noticeable among British and French employees and among
employees working in diversified and less formalised sectors such as tourism
and the IT sector. Here it is important to note that, particularly in the UK,
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the salary structure changes significantly when moving up the career lad-
der. It was striking that for UK employees, pursuing a progressive profes-
sional development path was mainly related to vertical upward mobility and
higher wages; combined with passing through different employment situ-
ations this often also involved a change of occupation. Even the attach-
ment to a particular company or work environment did not seem to be of
great significance. By contrast, skilled workers in the other countries iden-
tified much more with being an expert in a particular field, creating strong
identification with the actual work activities that involved applying very spe-
cific technical skills.

Other structural factors that generate little incentive for employees to
pursue vertical mobility were the lack of opportunities for career progres-
sion due to organisational re-structuring, the lack of support from em-
ployers, or the nature of how the profession was organised. The trend to-
wards flat hierarchies in work organisation in telecommunications, IT and
metalwork/engineering has significantly reduced the number of superviso-
ry positions available particularly in intermediate management. One con-
sequence in Germany, for example, is that far fewer employees use the
Meister qualification as a classical form of career progression, as this path-
way is also increasingly undermined by the recruitment of graduates into
these positions. Lack of support from employers in providing and facilitat-
ing adequate training was particularly an issue in tourism and IT, whereas
in nursing the highly formalised organisation of the profession significant-
ly limited broader career opportunities.

The connection between mobility, flexibility and work identity may be-
come most obvious when looking at the self-understanding of IT special-
ists and metalworkers, who clearly distinguished themselves from ad-
ministrative personnel, managers and directors. The IT sector study re-
veals that the work identity of an IT specialist can be so deeply rooted in
technology that it correlates with a high level of inflexibility when it comes
to developing a broader occupational orientation. It would be interesting to
investigate further the extent to which highly developed, but narrowly fo-
cused, technical competences would put such employees at risk in the con-
text of requirements to adjust to changing work contexts.

Reflections

The research project could confirm that employees in Europe are increas-
ingly exposed to demands for greater flexibility and mobility at work and
are challenged to deal with continuous changes and making adjustments.
The project findings also showed that not all employees at intermediate
skills level possess the personal resources to cope with demands to make
adjustments to their job, skills development and career orientation. Shifting
the focus back to the individual, in all of the occupational groups investi-



gated we found employees with classical forms of work identities charac-
terised by a high level of identification either with their occupation, the em-
ployer, the company’s product or their daily work tasks. For this group of
employees, rapid changes at work presented quite a challenge, particular-
ly for those who did not have the means or personal resources to adjust to
new demands. In such cases, employees typically developed a ‘retreat’
strategy trying to conserve their current work status and job profile. This
group of employees largely resisted demands for greater flexibility, with lit-
tle or no inclination towards learning, career progression or changing their
work place or employer. In addition, pressure to achieve flexibility, and
changes in work tasks, professional roles or employers, often lead to stress
and a lack of control over work performance. This was particularly the case
within occupations and organisations where the requirements for flexibili-
ty and mobility are high and forms of work organisation and tasks change
rapidly, such as in the IT sector.

By contrast, employees with flexible, transitional and individualised forms
of work identities, who are able to anticipate and internalise the require-
ments for continuous changes at work, were much better equipped to re-
spond to demands for flexibility. Those employees often combined the de-
sired mix of technical and hybrid social skills and had the ability to use flex-
ibility, mobility and learning as instruments to develop their careers. The
research results also showed that employers favour such flexible employ-
ees and increasingly expect a type of self-employed entrepreneur, who
sells his or her services, skills and competences on demand (see also
Pongratz et al., 2003; Voß et al., 1998). This type of employee assumes a
high level of flexibility, continuous learning, risk management capacity and
the ability actively to shape and construct his or her own work identity and
career orientation. 

Emerging new forms of employer-employee relationship further support
this entrepreneurial model, gradually abandoning former types of trust-
based relationships and loosening patterns of organisational commit-
ment (Baruch, 1998; Reader et al., 2001). This tendency promotes and
supports a general trend towards the ‘individualisation’ of work identities
away from classical collective forms, making collective bargaining for work-
ers difficult. In addition, the model transfers responsibilities for training,
learning and professional development from the company to the individ-
ual. For the individual employee, however, a proactive, entrepreneurial
multi-skilled work attitude also generates complex, flexible and multi-
dimensional work identities, which can create conflicts when continuously
being adjusted to the requirements of change. Stability and continuity that
were formally generated through, for example, permanent employment
contracts and a stable company attachment, increasingly have to be ac-
tively constructed by the employees themselves.

To what extent employees are able to deal with demands for flexibility
and adjustments has a significant impact upon their motivation, work com-
mitment and forms of identification with work. This article tried to show that
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it is not the individual alone who determines the potential for adjustment,
but that structural variables also play a vital role in either supporting or
inhibiting employee developments. As the number of employees in Europe
who are not of an entrepreneurial type, and thus could be at a disadvan-
tage, is potentially high, employees need some form of support to be
equipped and prepared to cope with changing requirements at work. The
research results showed that workers at the intermediate skills level
aged over 35 need especially to be actively supported and guided to avoid
them falling into a passive ‘retreat’ strategy that may ultimately lead to their
professional exclusion. By contrast, employees, who trained during the last
10 years were much better equipped to anticipate and deal with de-
mands for flexibility and continuing learning. This points to the vital role that
initial vocational education and training plays in this context if adequately
designed to prepare young people to meet the challenges of modern work
settings. However, where employees missed the opportunity for being
trained to modern standards, continuing work-based learning needs to ful-
fil a compensating role.

Flexibility is particularly needed when it comes to adequately integrat-
ing initial and continuing vocational training and developing a balanced mix
between specific technical knowledge and generic skills. The accreditation
of informal learning to allow for effective access to further learning, promo-
tion and horizontal job movement also need to be improved. Guiding in-
struments to support employees in successfully responding to the demands
for flexibility and mobility and to empower them to become agents of
their own professional development do not necessarily need to be restrict-
ed to institutional arrangements. Self initiated and directed continuous vo-
cational learning and ‘competence audits’ for self guided socioprofession-
al orientation can also be powerful tools.
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SUMMARY

The results of this research has highlighted the fact that most public sector bo-

dies in Portugal do not have any formal specification for training requirements,

nor do they have training programmes or detailed training evaluation systems.

Furthermore, there is no interaction in these areas between the training body

and the Departmental Customer or any involvement of the Departmental Custo-

mers in the entire training process. In spite of this, senior staff continue to be

optimistic about the role of behavioural and motivational training in the every-

day realities of administration. However, our results reveal numerous inconsis-

tencies and contradictions and it is clear that, for the time being, no systema-

tic organisation of behavioural and motivational training attended by senior ma-
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Introduction – Problems surrounding 
the issue and objectives

At the beginning of this century, the public sector was forced to modernise,
in response to the needs of a knowledge society and a globalised econo-
my. In the private sector the ability to manage change and complexity was
becoming vital to efficiency and, similarly, in the public sector too, profes-
sional training was affirming itself as strategic to change, revealing itself
as a vital accompaniment to steady and comprehensive modernisation in
the public sector, both in technical and behavioural fields (Majchrzak, Davis
1990). However, paradoxically, pyramidal structures within the public sec-
tor and the ‘bureaucratic and assembly-line mentality of Taylorism’ that still
prevails, contributed to ensuring that investment in training continued very
often to be regarded as a non-quantifiable, non-definable cost, which
was therefore to be ‘avoided’ (Crozier, 1991; Madureira, 1997, 2000). 

As far as the subject of professional training in the context of the Portuguese
public sector is concerned, a group of authors (see Madureira, 2004) and
various studies (Profap, 1994, 1995, 1997) both underline the need for con-
tinuous training to be implemented as part of an integrated process that in-
corporates all the stages of the training programme. They also point to the
absence of any concerted training programme within the public sector. This
apparent absence of any systematic planning was what led us to define
the central aim of our study, namely to try and identify the gaps that exist
in the management of behavioural and motivational training (2) for senior
staff in the Portuguese public sector.

Our research focused on the above-mentioned group and on recent pub-
lications on the subject of ‘change in the public sector’ based on the prem-
ise that it is highly qualified management hierarchies and public-sector em-
ployees who are the main agents and drivers of change and modernisa-
tion in the Administration (Campos, 2002, Rocha, 1998). This reasoning
appeared to us more than sufficient to justify our choice of study. We have
thus tried to define and interpret the perception of trainees (senior staff) of
behavioural and motivational training in the public sector. To achieve
this, we outlined our basic aims and then performed tests which produced
results which will be analysed in greater detail later on.

Theoretical framework

In the 1990s, the OECD was already stating that development and train-
ing of human resources should be seen as a priority (OECD 1996), and
that adaptation of qualifications and skills to permit flexibility in the work-
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(2) In the next chapter a full definition of what is understood by ‘behavioural and motivational
training’ is given.



place should be seen as essential to consolidating reforms in the public
sector.

Although this statement is significant, it will not amount to anything more
than a declaration of good intentions if we do not clarify the concept of train-
ing as we see it today. What sort of training are we referring to? Indeed,
we should not confuse the concept of training (as a specific attempt to in-
crease the immediate performance of an employee in a particular job, re-
inforcing the culture and image of an institution already in existence),
with the concept of behavioural and motivational training or change (as part
of a process of wider change of the organisational, cultural and behaviour-
al models apparent in people and institutions). 

Although the subject of training in the behavioural field has been dis-
cussed in depth, particularly in Anglo-Saxon literature, the term ‘behaviour-
al and motivational training’ has not been used very much. It is therefore
important to state that what we mean by behavioural and motivational train-
ing is everything that relates to the subject of organisational behaviour
(Madureira, 2004). Amongst these areas of study, we shall highlight the is-
sues of organisational change management, leadership, organisational cul-
ture, team management, conflict resolution and negotiation techniques,
communication methods, institutional power and motivation (Robbins, 1998). 

However, in order to slot the issue of behavioural and motivational train-
ing into the context of a specific organisation, we needed to build up a more
detailed picture of it. It is, therefore, relevant to point out that in the case of
the Portuguese public sector, the average age is quite high (over 45 years
old) and academic qualifications tend to be low. It also tends to have old-
fashioned organisational models with bureaucratic procedures and cen-
tralised decision making. This is not an environment therefore that would
appear to be conducive to behavioural change and consequent training
(Madureira, 2004; Rocha, 2001; Pessoa De Amorim, 1997). In a context
such as this, we can see that training, specifically behavioural and motiva-
tional training (where measurement of results is more subjective), and its
management, might often be viewed as one of the less important issues
concerning management in the Portuguese administration.

Basic premises

Premise 1 – In view of the above, our first premise is based on the princi-
ple that behavioural and motivational training is not clearly defined, organ-
ised or decentralised in the Portuguese public sector. We believe that in
the majority of cases there is no ‘change in conduct as a result of training’,
or any coherence between the behaviour encouraged by the training pro-
gramme and the actual requirements of the employees in the workplace.
Nor is there any awareness or active participation by the students in spec-
ifying the requirements and training programmes for their departments or

European journal of vocational training
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any uniformity in the criteria used as a basis for selecting those employ-
ees who attend training courses.

Nevertheless, we are working on the premise that there is insufficient
scheduling of the various training phases (specifically between the needs
analysis and the phases following this). We also tried to find out which of
the systematic training models presented by Cruz (1988) or by Chiavenato
(1987), and shown in Figure 1 and Figure 2 respectively, could be tested.

By applying these models to the realities of the Administration in Portugal,
we have attempted to find out whether there is a training programme in the
Portuguese Administration which could be linked to the models outlined by
the aforementioned authors and whether this at least includes steps such
as the establishment of aims, needs analysis, planning, training implemen-
tation and evaluation.

Premise 2 – In the second premise it is suggested that in the Portuguese
public sector, training management is conditioned by corporate/institution-
al arguments and also by the cultural context. In this case, the models pro-
posed by Scott and Meyer (1991) and by Moore and Ishak (1989) point
clearly to the existence of corporate constraints (model one) and cultural
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SSoouurrccee::  CRUZ, J.P. (1998), Formação Profissional em Portugal – Do Levantamento das necessidades à avaliação [Professional
training in Portugal – From needs identification to evaluation], Lisboa, Edições Sílabo, p.31.
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and meta-cultural ones (model two), which exert a huge influence over
training management in an administrative context (3). 

Premise 3: Of the training system models already referred to under point
one, it appears particularly relevant to pay careful attention to the issue of
‘training evaluation’. Authors such as Le Boterf (1992) and Kirkpatrick (1997)
believe that the concept of evaluation should be split up. Kirkpatrick high-
lights significant differences between the various levels of evaluation (with
the first being the most superficial and the last being the most in-depth):
• level of reaction,
• level of learning,
• level of behavioural modification,
• level of influence on organisational outcomes. 

Indeed, it is only through evaluation and, in particular, through continu-
ous assessment over a period of time, that feed-back adjusted to the re-
sults of training can be built up, looking at both the effect on those
trained and their objective impact on the organisation itself. 

Taking these premises as a basis, our third point supports the idea that
the evaluation of senior staff training in the administrative context is car-
ried out superficially, exclusively by the training organisation (in this case
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(3) Moore and Ishak define ‘meta-culture’ as the extended cultural environment (in this case the
Administration) and ‘culture’ as representing the organisational culture of a particular
Department.
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the INA), with no interaction between it and the departmental training cus-
tomer.

Having outlined the basic points, we then tested them and presented
the results together with a discussion of the results in section 5.

Methodology

Based on our propositions, a questionnaire was drawn up and sent to all
senior staff attending training courses in the field of behavioural and mo-
tivational training at the INA between 1996 and 2001. This took place dur-
ing a period when the country was governed by the same political party (4)
and we were curious to find out whether, during these six years, the ruling
party had left a ‘political imprint’ for change upon management training.
Once the replies to the questionnaires had been received, the results were
described and presented along with a discussion/analysis of them.

Universe and Sample 

Universe

The universe used for our study consisted of 1 342 individuals (senior man-
agement, from all corners of the Portuguese public sector, who had attend-
ed behavioural training courses in the senior staff Training Division of the
INA between 1996 and 2001). The purpose of selecting this universe
was to enable us to gather the opinions and perception of the trainees re-
garding behavioural and motivational training received over a considerable
period of time (six years).

Sample

The sampling process took the form of sending questionnaires to all the
members of the universe by post (the sample group were sent question-
naires by registered post), with the final sample based on the number of
trainees who replied to the questionnaires mentioned earlier. With regard
to the universe, of the 1 342 trainees to whom questionnaires were sent
during the month of April 2002, we received replies from 212, or, in other
words, 15.8 % of respondents.

Around 70 % of the sample were between 30 and 50 years of age,
and 62.1 % of them were women.

(4) Government formed by the Socialist Party (PS)
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Presentation and analysis of the results

The role of behavioural training in the public sector 

The results showed that a majority of those surveyed (66.8 % of the sam-
ple), agreed with the premise that behavioural and motivational training
courses introduce new ideas, which are capable of being incorporated in-
to the public sector context and/or which are in tune within the mood for
change within it. The perception of public sector employees regarding this
issue was not what we had initially expected and indicated a belief that be-
havioural and motivational training initiatives were likely to introduce new
ideas, but not always with any possibility of practical application. This view
held by the respondents alerted us to the fact that, in an environment in
which public sector employees(5) and the workings of the public sector are
discredited, there was apparently a strong desire to regain their status and
professional self-esteem. The belief that behavioural and motivational train-
ing could provide the impetus for change, had its supporters amongst a
group of skilled public-sector employees (senior staff) who aspired to be-
ing able to work within a modern organisation in which they would be re-
spected professionally. Perhaps it was this sort of aspiration which led
respondents to be so categorical in their appreciation of the possibility of
putting the ideas communicated in the training into practice.

The results even point towards a match between the attitudes and con-
duct learned through the training initiatives and the actual needs of the
work place. Around 92 % of respondents said that the match was exact
or at least on target. However, this could again be a case of respon-
dents feeling constrained by ‘a corporate sentiment’ that things should go
as well as possible. In these situations, it is perhaps difficult for anyone
filling in a survey to express an opinion that does not reflect how they would
like things to be.

According to 73 % of the trainees, in our public sector departments there
is a perfect link or a very strong match between tasks carried out and tasks
formally listed as part of the job description of public sector employees. If
the situation is as they say, any training needs analysis would have to be
based on reliable information supplied by a solid job description, that would
presumably permit a proper specification to be drawn up that would list any
actual shortcomings and would be likely to produce proper training pro-
grammes that suited the identified needs. However, the information sup-
plied by respondents would seem to be at odds with data gathered from
previous studies (see Profap, 1994, 1995, 1997) which reveals a tenden-

(5) This lack of credibility is widespread. There is a reference to the situation in Portugal in Corte-
Real, I.; Koen, N.; Kelly, M.; Petiteville, F. (1999), Les administrations en mouvement – Les
réformes de modernisation administrative dans quatre pays: Portugal, Pays Bas, Irlande
et France, Maastricht, EIPA. [The public sector in flux – administrative reforms and moder-
nisation in four countries: Portugal, Netherlands, Ireland and France].
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cy on the part of training bodies to use ‘general theoretical frameworks’ in-
stead of carefully identifying actual training needs. 

With regard to the issue of whether or not most departments carry out
a training needs analysis and a training programme, involving the partici-
pation of trainees in behavioural and motivational training initiatives, the
results show that most of the respondents (around 80 %) observe that right
from the start, public sector departments do not carry out any (behaviour-
al) training needs analysis, and also state that there is no training pro-
gramme in those Departments where they are working. These results clear-
ly contradict other data provided as respondents claimed that there was
a match between behaviour learned and the actual needs of the job. It
would be difficult for what is learned and what is needed to match, without
first carrying out a formal analysis of those gaps which need to be filled
or what behaviour should be changed. Based on these results, we can state
that the organisational training models proposed by Cruz (1988) or by
Chiavenato (1987) are not being complied with, in the majority of cases, in
the Portuguese public sector, and that in reality it is not feasible to talk about
the existence of a training programme within the public sector.

Despite the above, there are other approaches that supply alternative
arguments to an understanding of the issue. According to these, al-
though most of the Departments do not have either a suitable needs analy-
sis or a proper training programme, their public-sector employees still at-
tend training courses and it is possible that we are dealing with a self or-
ganisation phenomenon. Indeed, since these organisations function open-
ly, within an environment of change, they can easily become dissipative
structures. This is what Fonseca (2002) implies, when the author warns
that the emergence of a dissipative structure cannot be deduced from
assumptions or previously established conditions. According to this line of
thought, these organisations have great potential for things to happen
because of their precariousness. In other words, even in the absence of
any training needs analysis or training planning, public sector employees
carry on training themselves in a relatively self-organised manner, finding
solutions for any constraints upon them.

Moreover, with regard to the analysis issue, it has been shown that in
most cases in which Departments use informal methods for training
needs analysis, there is less likelihood of a behavioural and motivational
training programme being put in place for the Department, but, conversely,
if the situation is the opposite, the opposite is true. The use of formal meth-
ods of analysis makes it more likely that there will be a training programme
in the Department (55 % of those surveyed who stated that they worked in
departments that used formal methods for training needs analysis said that
there was a training programme, whereas 70 % of those who said that their
departments only used informal analysis methods stated that there was no
training programme). It would therefore appear to hold true that if there is
no formal structure for all stages of the training programme (with emphasis
on the identification of needs, without which the whole programme would



European journal of vocational training
No 39 – 2006/354

go wrong), substantiated in integrated institutional documentation, akin to
a ‘training programme’, it would appear to be impossible to foster training
programmes to match current needs, and even less so to make extrapola-
tions regarding future ones. This reasoning does not conflict with what was
stated previously which implied that structures were unpredictable. However,
although on the one hand it appears appropriate that organisations should
have a system for identifying training needs to allow us to provide suitable
training, on the other we are aware that the assumptions which we use as
a basis for making this decision are ephemeral (from the point of view of
their time limits) and cannot offer permanent change. These points of
view must be taken into account when we talk about the training programme.

The absence of uniform criteria for attending behavioural and motiva-
tional training initiatives by trainees was another of the points confirmed by
the data. It was also revealed that the main criterion listed by respondents
was the ‘need to update knowledge’ (44.2 %) rather than the ‘need to pre-
pare for future change’ (23.3 %), as might be expected bearing in mind that
the specific issue of behavioural and motivational training is being dis-
cussed. Although it would not appear wrong to have a number of differ-
ent criteria, there should be a logic presiding over the definition of these
criteria and aims. In this case, the apparent absence of a way to define any
criteria for behavioural training seems to stem from wider issues relating
to the way in which training is perceived within the public sector. The fact
that ‘self-motivation on the part of employees’ (86.5 % of those surveyed)
seems to be decisive in attendance of training initiatives, to the detriment
of other factors (such as the formal identification of needs, harmonisation
between the trainee’s opinions and that of their managers, etc.), was al-
so revealed by the results. This issue supports the view that we are look-
ing at processes that are self-organised.

If this is the case, the results confirm that the INA (the Central Body
Promoting Training), is the body to which employees most frequently refer
for attendance of behavioural and motivational training initiatives (of those
surveyed only 14 % said that they had already attended behavioural and
motivational training initiatives organised by other training centres). According
to 71.3 % of respondents, in most public sector departments, there are no
training centres, leading us to suspect that centres offering training are too
centralised. Excessive concentration of responsibilities for training (when
the groups of trainees come from sectors as different as economic affairs,
finance, employment, defence, justice, health, agriculture and fishing, etc.),
in an organisation such as the INA, which in spite of having a portfolio of
external trainers, has a small number of permanent staff, appears inadvis-
able to us. The Institute could set up training models and develop strate-
gic initiatives aimed at decentralising training initiatives (particularly in view
of the specific nature of some of them) and could also encourage develop-
ment of each Department’s own training needs analysis and evaluation
tools (although these could be based on global training guidelines for pub-
lic sector training initiatives).
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Management of motivational and behavioural training by public
institutions: is this technically suitable or is there institutional
domination?

Within the public sector, the adoption of a more rigorous approach in the
management of behavioural and motivational training is made more diffi-
cult by the imposition of an institutional perspective, where tradition, rules
and old ways impose themselves upon rational thought. This premise is
submitted as a basis for supporting the argument of Scott and Meyer (1991)
which states that institutional processes (which in the case of the public
sector are bureaucratic), are instruments for disseminating organisation-
al beliefs and values according to which professional training should be
something which people want to do and agree to. According to this view of
institutions, professional networks can show that they encourage and
foster change and organisational innovation, without this necessarily chang-
ing the philosophy or commitments of the organisation. This view finds sup-
port in the model of Moore and Ishak (1989), according to whom the man-
agement of training is always conditioned by a wider metaculture (in the
current case the culture of administration), and by the culture of each
Department in particular.

Taking these premises as a basis, and with the aim of looking at using
behavioural and motivational training by senior management, we fo-
cused on identifying the management styles adopted by the Portuguese
public sector. According to the trainees, the predominant training style in
the Portuguese public sector is ‘democratic’ (39.9 %), followed very close-
ly by a ‘participatory style’ (38 %). These results contradict the premise
which implied that the style of management prevailing in the Portuguese
public sector would be ‘bureaucratic’. Indeed, only 15.4 % of trainees said
that this was the predominant management style. An explanation for these
results could be the fact that the respondents were senior staff, many of
whom carry out management or coordination roles.

Perhaps this points to excessive optimism amongst respondents about
the management style practised as it would be difficult to admit that the
Departments in which they work are subject to a ‘bureaucratic’ style of man-
agement (see Crozier, 1963).

With regard to sharing with colleagues behaviour learned during the
training initiatives, 75.7 % of trainees said that this happened, which would
suggest minimal resistance on the part of the Departments to the new sug-
gestions introduced by the departmental employees from the courses at-
tended. A very similar percentage of respondents even said that the
Departments did not object to the new behaviour learned in training, stat-
ing that there was a process known as organisational learning (on this mat-
ter see Sisternas, 1999), which involved the adoption of new group atti-
tudes within the organisation without focusing on individual behaviour. In
this context, it is worth remembering that although resistance to change
can be lessened, it is normally associated with organisational change
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processes (Lewin, 1965: Kanter et al, 1992). The results we found might
lead us to think that this is a case of the exception proving the rule. However,
the respondents came from very different bodies within the public sector,
so it does not seem to be a satisfactory explanation. It would be a huge co-
incidence if our sample contained everyone in the public sector who ac-
tively wants change. Rather, we think this is, once again, a case of public-
sector employees having a ‘corporate sentiment’ where encouragement to
participate pro-actively in change is a real factor. However, since, as we
have seen, many respondents have high-level jobs, they are part of the or-
ganisational reality to be changed. Perhaps because they are aware of this,
they choose to highlight the ‘involvement’ of the different management lev-
els, to give the impression that the change is being embraced. Only in this
way can status and privilege be preserved, whilst continuing to utter the
politically-correct slogan of ‘shared change’ (see Campos, 2002; Araújo,
1999; Rocha, 1998). 

Definition and the lack of it in the evaluation of behavioural and
motivational training within the context of the public sector.

With regard to the section on training evaluation the main evaluation car-
ried out focuses simply on ‘trainee reactions’ (51 % of respondents). This
has an entirely plausible explanation as can be seen by reading the ‘Kirkpatrick
evaluation model’ which states that ‘level of reaction’ is what is most
easy to measure, although it may provide the least number of clues (Kirkpatrick,
1996). 

Furthermore, as far as the timing of evaluations is concerned, if we look
at the responses from respondents about this issue, the evaluation of be-
havioural and motivational training initiatives is most often carried out at
the end (97.3 % of responses). The option of carrying out the evaluation
as part of a continuous assessment process over time is almost always
disregarded. This is not the right approach and is inadequate but it is the
norm for training programmes in the public sector. As can be seen from
looking at the model, an evaluation of this type is only likely to see what
the ‘reactions’ and ‘learning’ of the trainees are like, but cannot ever deter-
mine whether there has been any actual ‘change of behaviour’ or what has
been the impact upon ‘organisational outcomes’.

The results also showed that, according to 62.5 % of respondents, it is
the INA that is the main evaluator of behavioural and motivational train-
ing courses that it carries out. Indeed, it is the Institute itself which carries
out this evaluation on its own, without involving Client Departments in
this stage of the training process. A system such as this seems dispropro-
portionately ‘onerous’ for the INA, but it also reduces the responsibility of
the Client Department and puts constraints upon it. In reality, this system
encourages a certain ‘laziness’ in less pro-active Departments, whilst forc-
ing more dynamic Departments to do without evaluations which should be
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encouraged and incorporated into that of the training provider. This ten-
dency to centralise the evaluation carried out by the professional behav-
ioural training bodies and for Client Departments not to be involved in
this process, can also be seen in the evaluation of courses provided out-
side of the INA (54 % of respondents). It is therefore an issue which is
not restricted to a specific training body but which probably permeates the
whole public sector.

Conclusions

The principal problems associated with training in the Portuguese public
sector continue to be the issues of needs analysis, training evaluation and
the lack of intervention by the various organisational protagonists in the
training process. Our study attempts to provide added value, firstly by
updating the information available, and secondly by analysing the kind of
training discussed: behavioural and motivational training. 

The results show that most of the Departments still do not use formal
analytical methods for identifying behavioural and motivational training
needs and do not organise any specific training plan. The criteria for se-
lecting candidates for training are vague, with the preference of the em-
ployee taking precedence, at the expense of managing the training as part
of an integrated strategy. Because of this, even if you take the view that
the employees are organisational actors working within a complex and
open structure, who are likely to work out their own forms of self-regula-
tion, it is still difficult to talk about a strategic approach to behavioural
and motivational training management. As far as evaluation is concerned,
we have seen that this focuses on ‘reactions’ in particular, and only at
the end of the initiative, with no follow-up of the evaluation process. We
have also confirmed the existence of a tendency to centralise the evalua-
tion carried out by the bodies responsible for behavioural and motivation-
al training and seen that the client departments are not involved in this
process. In this respect, we are looking at a phenomenon which, rather
than being intrinsic to a specific body organising the training (in this case
the INA), is probably more cultural, permeating throughout the public sec-
tor.

This study also highlights the possibility that respondents made their
comments because of a feeling of ‘corporate sentiment’, giving answers
more revealing of an ambition, a desire or an instinct for corporate preser-
vation than of what is really happening in their opinion. The fact that the
trainees believe that the prevailing management style in the Portuguese
public sector is ‘democratic’ is an example of this. At the end of the survey
it is clear only that a professional training programme does not exist with-
in the public sector. There are innumerable vagaries and inconsistencies
and perhaps there is also no meaningful awareness regarding the impor-



tance of behavioural and motivational training. It is vital furthermore to point
out that the data gathered, and the conclusions drawn from it, are rein-
forced by the fact that the study was based on a non-random sample in
which the people answering the questionnaires (15.8 % of the universe)
were more interested and involved in the behavioural and motivational train-
ing issue and its consequences. With regard to practical implications and
future research which might be undertaken as a result of our study, it should
be remembered that excessive centralisation of training management and
its evaluation appear to be ample grounds for rethinking in the near future
how the INA works with its client departments (that is, the various depart-
ments within the Portuguese public sector), to build up an evaluation and
management system that is integrated into professional training, with par-
ticular reference to behavioural and motivational training. 

With regard to training needs analysis and plans (especially behaviour-
al plans), we recommend that these should be formalised in each Department.
Although the analysis methods will vary according to the particular features
of each Department and the branches of activity, the INA, finding itself un-
able (otherwise this assumption would not be made) to analyse training
needs in all the Departments of the public sector, must work together with
them to arrive at a ‘common ground’ for the analysis, which could be used
for all Departments or would at least be capable of adaptation for the
various Departments.
Each of the above issues should be the subject of further research to study
each of these points and thereby assist in their implementation in the near
future.
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SUMMARY

Given that the early recognition procedures used to date focus on trends and

the scenario technique and are less concerned with the design of VET, a research-

based employment research early recognition tool was developed as part of

the ‘EarlyBird’ Leonardo Project, by means of which it is possible to identify chan-

ges at shop-floor level. What was learnt from use of the instrument may be used

to design future-oriented VET. The methods developed were tested in the pro-

ject, and the changes identified were used to develop well-founded forecasts for

the content of future European job profiles in the recycling and machine tool sec-

tors. This article discusses this research tool in more detail.

Introduction

What is early recognition? Early recognition is a kind of ‘prediction’, ‘a form
of strategic analysis in which a combination of participatory procedures is
used for the collection of information of relevance to the future in order to
build up scenarios that will facilitate decision-making and concerted ac-
tion in the present. The participatory essence of the prediction makes it
suitable in principle for regional and local planning... (and for the discus-
sion of skills needs, Authors). In some countries there are examples of
well-established regional prediction, and in other countries, experiments
are being conducted in this direction; however,’ it is totally lacking…at most
regional and local levels’ (Gavigan/Scapolo, 2001, p. 2). 
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This definition in terms of regional policy sets out clearly what the essence
of early recognition may be, and where its limits may lie. However, the term
‘prediction’ indicates that despite strategic analysis of participatory pro-
cedures and close proximity to the object of the investigation, very precise
forecasts of a wide range of developments cannot be expected, although
some forward-looking guidance is possible, from which, for example,
European policy may learn how social networks ought to be shaped to cope
with demographic change. In relation to vocational education and training
(VET), this means that an information and decision-making platform can
be created that will permit conclusions to be drawn as to future skills needs,
using selected research methods for the early recognition of skills needs.
Forecasting – or ‘early recognition’, to use the term employed here – of an-
ticipated developments in industry, craft trades and services thus implies:

Providing appropriate information about the development of skills needs
for employment decision-makers and social partners so that decisions can
be taken in time about, for example, the reclassifying of occupations and

Creating a ‘laboratory’ in which it is possible not only to exchange a wide
range of research findings but also to profile them so that they are of as-
sistance in decision-making about education policy designed to create sus-
tainable VET and job profiling. 

As part of the Leonardo da Vinci project EarlyBird, these challenges
were taken up and dealt with using a sectoral research approach. The
results contributed to the ‘Integrated Guidelines for Growth and Jobs’ Nos.
3 and 4 of the European Commission (1)(EC 2005).

Progress to date with early recognition 

In the past, quantitative methods were generally developed to estimate fu-
ture skills needs: from macro-economic projections to surveys of employ-
ers and employees (Tessaring 2003; Wilson/Lindley 2005). The macro-
economic approaches resulted in long-term forecasts and were used to ad-
vise policy-makers. In order to produce more exact statements about the
direction of developments, schemes such as the German FreQueNz Network
have been developed in recent years, which also reveal qualitative char-
acteristics (Abicht/ Bärwald/ Schuster 2002; Gidion et al., 2000). These
have often been combined with quantitative methods, to make it possible
to make predictions at sectoral, national and regional level. In Germany,
the FreQueNz research network for the early recognition of skills needs
has been supported by the Federal Ministry for Education and Research,
and is now well established. The aim of the project is to identify skills needs,
to develop options for action, and to provide results for a variety of target
groups. Many different procedures and methods have been used (work-
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(1) Guideline No 3: ‘To promote a growth- and employment-orientated efficient allocation of re-
sources’ and No 4: ‘To secure economic stability for sustainable growth’.



place observation, enterprise case studies, surveys of experts and net-
works, and statistical analysis) (Schmidt/Dworschak 2004). In the United
Kingdom, current skills’ bundles are being researched using scenario mod-
elling (2), in order to define skills needs more precisely. This method has
already been used in two sectors – financial services and transport (Coles
2003). In Spain, on the other hand, a ‘Training Observatory’ is now being
developed to provide forecasting tools to bundle and evaluate informa-
tion about skills needs. One of the tools used is the Delphi method of es-
tablishing trends and prognoses. An Italian network is collecting informa-
tion about sectoral scenarios in order to establish job requirements and
to make short and medium-term employment forecasts (Gatti, 2003). Other
early recognition initiatives of widely varying rigour exist in other European
countries, but these cannot all be listed here (3). 

From closer analysis (4) of the individual procedures and methods,
and of their results, it can be seen that the main purpose of most projects
is, first, to discover new trends within a field of investigation, and second-
ly, to develop future scenarios for sectoral, national and regional devel-
opment. This is done in close alliance with the European policy of support-
ing growth and employment through action for the future.

As yet, however, little or no use has actually been made of early recog-
nition results for the planning of VET activities in Europe. This may be be-
cause the methods employed to date have not revealed detailed changes
in sufficient depth. In order not only to show up key lines of development
for the enterprises in a given sector, but also to define specific gaps in
skills, tools and methods need to be used that shed light on how enter-
prises work, on what the implications of this are, and ultimately on the
whole domain (5). 

At this point there is a clear distinction between the purpose of early
recognition research and curriculum development schemes, such as that
presented by Mulder (1992). Mulder insists on participation by all the groups
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(2) In this case a scenario technique is used which is future-oriented but nonetheless seeks to
establish very specific bundles of skills which can be transferred to a training programme
(Leney, T. et al., 2004). In Germany, the scenario method was first used in the area of
VET in the project ‘Berufe 2000’ (Heidegger/Rauner et al. 1989). Scenarios were desi-
gned for future paid work and employment in order to create pictures of a possible or ‘des-
irable’ future for VET planning.

(3)The European early recognition methods described briefly here, and other procedures, were
presented in 2002 at the early recognition conference on the theme of ‘Early Identification
of Skill Needs in Europe’. Further information and other early recognition approaches can
be found on the homepages of the Cedefop network for the early identification of skills needs:
http://www.trainingvillage.gr/etv/projects_networks/skillsnet/ and of the German early
identification network: FreQueNz:  http://www.frequenz.net/

(4) In the dissertation by Windelband (2006), a number of early recognition methods are ex-
amined thoroughly to see whether they are suitable for designing VET. 

(5) A domain is taken to mean an area, a sovereign area or specific area, in which a person is
particularly active. Initially it would therefore seem justified to describe any restricted area
of action in which someone can function in a ‘sovereign’ capacity as a domain. This option
is used in research into expertise because it is assumed that the skills of an expert can
only relate to that person’s specific area.
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affected (managers, experts, teachers, graduands, etc.) in what he calls
curriculum conferences, in order to reach a consensus on curriculum con-
tent. Research results about the development of selected fields of work
form the basis for the conference. The difference between early recogni-
tion schemes and Mulder’s ideas lies partly in the intention of the research
– early identification of changes in the world of work and their implications
– and partly in how the results are presented. There is no monitoring of
curriculum development, and the main concern is instead to devise
skills and job profiles.

Focus of early recognition research 

In the early recognition project discussed here, an empirical approach was
used not only to facilitate more precise examination of developments in the
field of work, but also to allow conclusions to be drawn for future skills pro-
files from the data produced and from the findings on changes in tasks.
The focus was on two research questions:

Figure 1: RReesseeaarrcchh  ddeessiiggnnss  bbaasseedd  oonn  iinnvveessttiiggaattiioonn  aanndd  aaccttiioonn  rreesseeaarrcchh  
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• What contribution do the early recognition schemes operated to date
make to the establishment of job profiles in particular domains?
• How does a research instrument for early recognition need to be de-
signed in order to capture changes in tasks at shop-floor level and to es-
tablish the resulting skills needs?
• A twofold research perspective was therefore adopted. 

Analysis of various national and European research projects clearly con-
firmed that little use had been made of the twofold research perspective
referred to. This is because most research, regardless of whether it is con-
cerned with social, educational, employment or occupational issues, takes
a different direction. The emphasis is almost invariably on diagnostic or
comparative research. There is no support for action that is both scientif-
ic (e.g. analysis of early recognition schemes) and practical (e.g. analyti-
cal findings used to modify VET) with constant cross-checking, such as
is required by this research strategy. The starting point chosen for the re-
search was therefore action research since this has the aim of involving
action directly in the research alongside analysis and diagnosis. 

In the present case, research and design were intended to be close-
ly related by means of a cyclical process in which theory and practical
recommendations were continually analysed, tried out in practice and revised
and improved as necessary. That is, in order to achieve continual improve-
ment of early recognition methods and interpretation of research results,
phases of action and research had to be combined – as in action research. 

The aim was thus to use the findings from analysis of existing early
recognition schemes (6) to improve the employment research strategy that
was to be tested. After this had been tested, the instruments used were to
be optimised and further developed into a qualitative early recognition tool
(see Figure 1). Changes in work and technology were to be at the heart of
the investigation, so that conclusions could be drawn for the future-ori-
ented skills profiles required.

The juxtaposition of the research strategy discussed here and the ac-
tion research method (7) in Figure 1 shows that both approaches are based
on interactive procedures combining theory with practice. 
It is only when changes on the ‘shop floor’ are captured exactly that fore-
casts can be made of future changes in employment, work processes, tech-
nical peculiarities, the structure of company working practices and proce-
dures, working requirements, and the skills and competences arising from
these, and of the consequences for job profiles, curriculum development
and training (8).

(6) For reasons of space, only the set of early recognition tools developed for VET will be des-
cribed. The analytical results are discussed fully in Windelband (2006).

(7) The term action research can be interpreted in two ways: as active research that shapes the
environment, and as research which works with a particular pool of actions or methods.
Action research means a process of sequentially linked actions which typically run in paral-
lel at the theoretical and practical level – albeit in stages – and are provided with continual
cross-check loops between the two levels. 



Action research discourse played a key role in the discussion and evalu-
ation of the results of the various early recognition methods. Ultimately, the
outcome of the debate decided how the early recognition tools used
were to be modified and taken forward. This was the point at which the
quality of the research tools was crystallised.

Occupational approach to early recognition
research – Justification and research design

The discussion of the various research methods showed that there had on-
ly been isolated cases of future-oriented planning of VET. First, the re-
search methods used tended to focus on the current status of the object
of the research rather than looking at future developments. Secondly, oth-
er research merely produced estimates of trends, without linking these with
specific statements about the design of future skills profiles. One of the rea-
sons for this was perhaps that there was an inherent contradiction in the
research methods, namely that methods suitable for assessing trends were
totally inadequate for the more exact identification of changes in (skilled)
work and therefore did not set out to capture the details of the matter un-
der investigation. This was of particular relevance if the intention was not
only to predict trends but also to make specific proposals for the content
of skills profiles. At that point, at the latest, the second research question
became more important since it was concerned with the design of an
early recognition method that was capable both of capturing future skills
needs and of putting forward suggestions for the content of job profiles. If
this was to made possible, the various types of working conditions on the
shop floor needed to be examined thoroughly. 
In order to achieve this aim, a research design was required which con-
tained within itself the preconditions for such investigations. Existing
methods based on analysis such as EarlyBird, which is part of the Leonardo
da Vinci project, had decided to adopt and develop an occupational ap-
proach. Ultimately, this had aimed at optimising available empirical tools
(see Figure 1) (9). This had been necessary in order not only to capture ex-
actly changes at shop-floor level, but also to forecast how employment,
work processes, technical equipment, company working structures and
processes, and the associated skills and competences, would change in
future, and what consequences this would have for skills profiles, job
profiles and training.
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(8) A more detailed discussion of social relations would clearly be relevant, but is not conside-
red further here.

(9) The employment research tools of sector analysis, case studies and work process analysis
were used as the instruments for the investigation.
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Design of early recognition tools for the study of employment 

Additional research tools were needed in order: 
• to capture details of work on the shop floor, and of its impact,
• to explore technology and technical procedures in depth, to establish
the gaps in these and the way in which work is organised, and to look at
relevant planning, development and training processes, and the relation-
ships between these,
• to establish the nature and content of actual work processes and tasks,
• to identify the true organisational framework and the steps involved in
repair and maintenance work, and 
• to establish the ‘secret’ practical knowledge associated with skilled work.

Only with exact knowledge of the above areas would it be possible to
establish the implications of the complex world of work more precisely, to
engender a discussion of sectoral job profiles and training based on work
processes, and to show the way ahead. Such an outcome clearly went far
beyond a general prognosis.

Reference to specific sectors always means looking at the practicalities
of vocational training and at the expected levels of competence in an ac-
tual field of work that are regarded as necessary and desirable.

In order to achieve this, the project (10)
• examined two sectors in detail (recycling and the machine tool indus-
try). A total of 25 case studies were carried out, developments in each sec-
tor were analysed, and four expert workshops were held. Four work process
studies completed the investigation (11).

(10) No systematised method was used in the project to evaluate the instruments developed and
the results. This was because the main purpose was to develop a set of early recognition
tools. The results and the project were continually discussed with the project advisory com-
mittee, however. The advisory committee of the ‘EarlyBird’ project consisted of social part-
ners and experts in the two sectors from the five partner countries. 
Two-way contacts, and contact between researchers and social partners, were among the
research activities  involved in the choice of the enterprises to be investigated, and in the
investigation itself. The opportunity to exert an influence enhanced the level of involvement
of the members of the advisory committee. Particular attention had to be given to this rela-
tionship, which ensured that everything learnt was checked. The results obtained from the
research steps undertaken were therefore expanded and strengthened in the course of the
project.

(11) The research strategy – sectoral analysis, case studies and expert discussions – was iden-
tical in the individual European countries, so that it was possible to make a European
comparison within each sector and to try out the early recognition tools for employment re-
search. The basis for comparing developments within sectors, and especially within enter-
prises, was the common work processes in the enterprises. It was possible to examine these
independently of the different employment systems and to reveal the new requirements that
now predominated and could be expected in the sectors in future. For the further develop-
ment of the instruments, other research methods associated with early recognition were al-
so considered. These included the scenario technique analysed more closely in a project
run by Cedefop and the European Training Foundation and used in various sectors in ten
European countries (Leney, T. et al., 2004). The results of that project fed into the newly de-
veloped set of instruments, in that the scenarios were used as an instrument for the devel-
opment of future-oriented job profiles. Mike Coles, one of whose roles is to act as coordina-
tor of the Cedefop project, was a member of the advisory committee and thus contributed
his expertise.
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• developed a set of sector-specific indicators for early analysis of skills
needs based on the results of the investigation.

The above-mentioned research instruments made it possible to estab-
lish work processes empirically and to identify the knowledge and skills as-
sociated with them. The investigation therefore focused on the world of
work and the changes within it. The enterprise, together with its organi-
sation, working tasks, technologies, employment structures, innovations
and other aspects, was thus the central point of reference for the investi-
gation carried out (Spöttl 2001). 

The methods and tools of employment research can be used for a va-
riety of areas of enquiry (Blings/Spöttl/Windelband 2002; Windelband/Spöttl
2004). They consist of: 
• sector analysis (level: establishment of sectoral and job structures and
of wider employment impact),
• case studies (level: investigation of jobs within enterprises, company

Table 1: EEmmppllooyymmeenntt  rreesseeaarrcchh  ttoooollss  ffoorr  eeaarrllyy  rreeccooggnniittiioonn  ooff  sskkiillllss  nneeeeddss

LLeevveell IInnssttrruummeenntt AAiimm MMeetthhooddss
Structure of jobs and sec-
tor, and wider impact on
employment 

Jobs within enterprises,
work processes, ways in
which work and enter-
prises are organised, en-
terprise structures, ove-
rall operation

Competences in future-
oriented company and
work processes.

Significance of trends
identified for an area of
employment. Anticipa-
ted future developments.

SSeeccttoorr  aannaallyyssiiss

CCaassee  ssttuuddiieess

SSttuuddiieess  ooff  wwoorrkk  
pprroocceesssseess

EExxppeerrtt  wwoorrkksshhooppss
oonn  tthhee  ffuuttuurree

Identification of current developments,
socio-economic institutions, trends and
changes in tasks within a sector;
Future development of technology and
organisation of work.

Details of shop-floor work and of fac-
tors and changes influencing it;
Development of enterprises and of ways
in which they are organised.

Identification of work tasks and natu-
re of work within enterprises, and of
‘secret’ practical knowledge of skilled
work;
Design of work, technology, know-
ledge and organisation of work and en-
terprise.

Identification and structuring of high-
ly relevant tasks for skilled workers;
Trends and forecasts of further skills
developments in selected fields of em-
ployment.

Document analysis (surveys of rese-
arch institutes, associations, trade
unions); Surveys of key persons; Ana-
lysis of continuing VET provision; Ana-
lysis of research activities and results
in the sector (universities, independent
research institutes, company research
institutes).

Observation of work; semi-structured
specialist interviews; discussion with
experts at all levels; visits to enterpri-
ses.

Observation of work; Analysis of work
tasks; action-oriented targeted inter-
views; discussions with experts; dis-
cussion with skilled workers.

Brainstorming; targeted discussions on
development of scenarios with selec-
ted experts and others from the sector
and from associations and trade unions. 
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practices, types of work and enterprise organisation, structures of enter-
prises, overall operations),
• work process analysis (level: establishment of competences in com-
pany and work processes) and
• expert workshops on the future (level: significance of trends identified
for a given sector).

The aim of the investigation was to establish the knowledge, skills and
competences needed to perform a job in association with actual company
and work processes rather than in the abstract. This kind of skills research
gives priority to participatory analysis of skilled work and assumes a basic
knowledge of the matter under investigation. Employment skills research
is therefore domain-specific, that is, it deals with particular areas of work
(Becker 2003).

Usefulness of the individual instruments

Sector analysis was of particular importance since this instrument is intend-
ed above all to capture new developments and trends in the sector. The
main subject of the investigation was thus changes in employment within
a sector over a given period (see Table 1), looking at trends in develop-
ment, the relevance of individual fields of business, innovations in technol-
ogy and the organisation of work, and other pertinent factors. In order to
shed light on future developments and trends, sector analysis was expand-
ed in two directions for the purposes of early recognition:
• examination of innovative fields of research, and 
• analysis of innovative continuing VET relevant to the sector.

The results of the sector analysis were explored further in selected case

Figure 2: FFrroomm  cchhaannggeess  iinn  sseeccttoorrss  ttoo  nneeww  sskkiillllss  ttrraaiinniinngg

Step 1
Changes 
in sectors 

and enterprises 
down to shop-floor 

level

Sector analysis, case studies 
and work process analysis 
in the machine tool and 
recycling sectors

Identification 

of needs

Development stage

Regular measurement 
of change using set 
of early recognition 

tools

Step 5

Step 4
Features of indicators 

/ operationalisation

Structural indicators

Clusters

Step 3

Step 2
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studies (12) to see how the world of work had changed (see Table 1). The
selection criteria for the case studies included:
• belonging to the sector,
• relevance of the location of the economic region,
• innovative nature of the enterprise (changes and pressures to change
in the organisation of the enterprise and of the work, innovative practices
and products),
• development dynamics (growth in economic power: market share,
turnover),
• enterprises changing or subject to a process of change, and 
• range of activities (split between services, products, type of production,
assembly work, external relations).

Forward-looking enterprises needed to be identified for the case stud-
ies. In the recycling sector, the enterprises selected were active in sever-
al areas and had been able to shift their emphasis in response to market
conditions. The reason for this was the varying market prices of second-

Table 2: EExxttrraacctt  ffrroomm  tthhee  ssttrruuccttuurraall  iinnddiiccaattoorrss  aanndd  tthheeiirr  ooppeerraattiioonnaalliissaattiioonn  ffoorr  tthhee  mmaacchhiinnee  
ttooooll  sseeccttoorr  

CClluusstteerr SSttrruuccttuurraall  iinnddiiccaattoorrss OOppeerraattiioonnaalliissaattiioonn  ffoorr  eennggiinneeeerriinngg  //  mmaacchhiinnee  ttooooll  sseeccttoorr

OOrrggaanniissaattiioonn  
ooff  wwoorrkk

TTeecchhnnoollooggyy

Organisational structures

Responsibility structures

Spread of ICT

Production techniques

Products

• Changes in organisational structures (e.g. ‘lean production’, project work),
• Spread of flatter structures,
• Spread of new models of work organisation (group and team work).

• Shifts in structure of responsibility,
• Changes in areas of responsibility,
• Growth or decline in responsibility at shop-floor level.

• Increase in widespread use of ICT such as SPS / CNC / CAD / CAM in
production / processing / quality control measurement,

• Implementation in new fields.

• Spread of laser processing equipment, near net shaping, robot techno-
logy, cutting techniques (e.g. water jet cutting, laser cutting), linear di-
rect drives, measurement techniques (e.g. laser measurement), parallel
kinematics and other new production techniques.

• New innovative products (with full service),
• Changes in prices of machinery,
• Use of new materials (plastics, ceramics),
• New ways of providing service such as teleservice, counselling, training

courses.

(12) How a case study was defined exactly depended on the specific research task or inten-
tion. Each case study therefore needed both to be typical of a sector, and to demonstrate
its unique character.
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ary raw materials. In the machine tool sector, forward-looking enterprises
were distinguished by having an ‘open’ enterprise structure. These demon-
strated a high degree of dynamic development. 

Each case study referred to one or more similarly situated enterprises
together with the associated environment of initial and continuing training
institutions. The aim was to analyse precisely the work tasks carried out in
the enterprise(s). 

Where the results of sector analysis and the case studies showed that
work tasks at the shop-floor level had changed hugely because of new in-
fluences, new machinery, new ways of working, new legislation, etc., and
that this was of great importance for the sector, further in-depth analysis
was necessary in order to capture the exact impact on work processes. The
instrument of work process analysis was then used. Work process analysis
was regarded as an extension of the case studies (13), and was used to cap-
ture the knowledge and skills used to carry out work tasks, working condi-
tions and operations, and the challenges to be resolved. Selected work
processes in both sectors were established with the help of work process
analysis, such as the process for managing accelerated rotting equipment
and, in the machine tool sector, the rapid prototyping process (14). 

In order to give greater solidity to the empirical findings, indicators were
developed heuristically to show exactly what was changing where within
each sector. These were termed structural indicators and are to some ex-
tent transferable to other sectors (15). Figure 2 summarises schematical-
ly how the indicators were developed and operationalised on the basis of
the investigation. It shows the sequence of steps clearly. As a first step,
all the changes identified in the sectors, right down to the shop-floor lev-
el, were captured and listed. In the second step, all the changes found
in Step 1 were structured and clustered. Because cluster structures did
not exist for this purpose, they were created on the basis of plausibility.
One important criterion was that minor and major changes in work tasks
had to be recognisable. This was also expressed in the structural indica-
tors, which concentrated on parameters characterising major structural
change (Haas 2002). 

In Step 3, indicators were derived and arranged, on the basis of the
changes collated. These indicators were then operationalised in Step 4.
Future changes in work tasks in the sectors were subsequently measured
using the framework of indicators developed (Step 5).

(13) A case study involved around 1-1.5 days in an enterprise. Work process analysis usually
requires 4-5 days to capture selected work processes completely.

(14) In total, four work process analyses were carried out as part of the project, to capture exact-
ly the content mentioned above and to test the instrument. Case studies and sector analy-
ses were carried out in all five European countries. 

(15) A literature and Internet search by the authors showed that there was as yet no suitable de-
sign of indicators to identify employment skills needs. The indicators referred to in social sci-
ence literature pursue other objectives.
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Before being used, the indicators were operationalised and evaluated
to ensure that they would make changes visible. Operationalisation meant
specifying what had changed in enterprises, equipment, services, etc., and
might lead to new skills profiles for skilled workers. 

Overall, 31 indicators and 10 clusters were devised for the machine tool
sector (16) (see Table 2).

Since indicators were developed in two sectors, much of interest was
learnt in relation to transferability. Because the aim of the project was to
identify and develop indicators on the basis of real empirical surveys (17),
the indicators could not be too detailed. However, in order to describe
change, it was advantageous to formulate the indicators at a level of ab-
straction which was not too general, and yet captured the context without
being too differentiated. If they were too detailed, they could not be used
to capture development trends. The essential point was that the indicators
had to be operationalisable. If that was the case, then it would be possible
to identify changes with sufficient accuracy. Ultimately, the indicators op-
erationalised did not relate exclusively to one sector and can be transferred
to other sectors.

All the same, it should be remembered that the same sector-specific
context is not hidden behind every actual indicator. The context actually
described at the operationalisation level of an indicator may differ from sec-
tor to sector. The advantage of the potential transferability that nonethe-
less exists is to be seen in the ability of the same indicators to represent
changes in different sectors. This considerably increases the transparen-
cy of the developments explained. In our case, the indicators were devel-
oped for the purpose of investigating the machine tool sector, and were
then transferred to the recycling sector. By means of the iterative opera-
tionalisation process usual in such cases, it was possible to construct a
skeleton of indicators suitable for both sectors. This will doubtless under-
go further change and development in the future. However, it has been
demonstrated that the indictors developed are suitable for both sectors,
even though the sectors are differently structured. 

However, it may well be that a core of indicators will be valid for all or
a number of sectors after further differentiation, while there will probably
be some indicators that will constantly change. One essential advantage
of the indicators identified here for specific sectors is that developments
that are highly relevant to early recognition schemes can be described rel-
atively exactly by them.

The results of the investigations show very clearly that it was possible
to depict real work processes in enterprises, and the structures and devel-

(16) The process of developing the indicators is described in Windelband/Spöttl (2003b). 
(17) Broad indicators such as international trends or macro-economic developments were not

developed specially since other research institutes such as IAB (Institut für Arbeitsmarkt-
und Berufsforschung in Germany) had been working specifically on these issues for
years. Where these developments were significant for the sector under investigation, the re-
sults were fed into the analysis.
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opment of enterprises by means of the research instruments used, although
forecasts of further developments more than 5 years ahead could not be
made, or were at best sketchy. For this reason, expert workshops on the
future were further developed as an instrument by the project team. 

At the expert workshops on the future (18), the results identified by means
of the employment research strategy were collated to form scenarios for
future European job profiles, with the help of sectoral experts (representa-
tives of bvse (19) and VDMA (20), and from enterprises) and of key persons
(the project advisory committee, vocational training experts from BIBB and
European experts) (21). The key persons selected were distinguished by
their knowledge of such fields as: 
• new developments and trends in the sector,
• changes occurring in enterprises,
• changes to working tasks in the sector,
• new skills strategies in the sector,
• VET strategies in Europe.

The advantages of these workshops was that key individuals and de-
cision-makers from associations, enterprises and VET could ‘sit around a
table’ and debate scenarios for skills profiles, job profiles and other com-
petence models. 

Project results

The use of the research design in individual partner countries made it pos-
sible to capture changes at shop-floor level in the two sectors investigated
and to interpret these for the future (22). 

In recent years, the profile of requirements in the recycling sector has
changed considerably in the individual countries, both as a whole and
at various levels. The main cause is the increased regulation of the han-
dling of secondary raw materials. In the Netherlands, Austria and Germany,
employees in the sector face new service demands such as taking de-
livery of used materials (waste) from suppliers, checking these for alien
substances, and managing the paperwork associated with waste (waste
disposal certificates and consignment notes). The work is now organ-

(18) Four expert workshops on the future were held together with project partners, experts and
the project advisory committee.

(19) bvse- Bundesverband Sekundärrohstoffe und Entsorgung e.V. (Federal Association for
Secondary Raw Materials and Waste Disposal)

(20) VDMA - Verein Deutscher Maschinen- und Anlagenbau e.V. (Association of German Machine-
Making Companies) 

(21) Policy-makers did not initially take part in the expert workshops on the future, but this target
group was integrated into the sector analysis survey. If re-used in future, the whole instru-
ment should be accompanied by a process evaluation to provide constant feedback on
the results in the sector at policy level as well.

(22)The research strategy and methods concentrated on changes in the world of work. Where
conditions were appropriate, it was possible to transfer the results to skills training in VET
systems.
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ised so that skilled workers can advise clients on what papers are need-
ed and on the requisite sorting and packing of the goods delivered. Clients
are given information about ways of avoiding, re-using and disposing of
waste. Enterprises offer their clients a service that accords with the
client’s wishes. 

The trend towards increasingly automated systems, sometimes with
widespread use of ICT, can also be seen in this sector and in changes in
the range of tasks expected of employees working in recycling. The abili-
ty to remove alien substances and carry out repairs is playing an ever
greater role. This presupposes basic technical skills and considerable
experience with equipment, in order to judge its ‘behaviour’ when alien sub-
stances are present, and to correct faults appropriately. It is increasingly
important for workers to understand the main functions of the equipment,
but the ability to analyse and remove the causes of disruption is yet more
crucial. Operators need to know about the process and how it functions
in order to correct, or preferably to prevent, break-downs. 

These developments, and the changes in tasks associated with them,
demonstrate the need for skills training in the sector. This may take the
form of job profiling, although other types of skills development may also
be called for.

New challenges were also identified in the second sector investigated,
the machine tool industry. The substantial changes at the work place are
leading to new, decentralised arrangements at lower levels of the job hier-
archy. As a result, skilled workers face a variety of challenges:
• Behaviour needs to be developed or already present to support compa-

ny operations.
• Maximum priority needs to be given to performance of tasks.
• Management competence is needed to ensure that processes are car-

ried out and that the tasks allocated can be performed independently.
• Besides technical execution of tasks, there is also a need for coopera-

tive, organisational and planning ability, etc.
• Continual quality enhancement needs to be achieved by means of proven

quality awareness and the ability to think for oneself.
• The design of production processes should help to drive innovation in

processes and products.
It is obvious that there is a need to modify existing skills profiles since

vocational trainers frequently still cling to traditional technologies and non-
existent working tasks.

This rudimentary extract of the results shows that thought needs to be
given to changing and redesigning skills profiles in both sectors in Europe.
The expert workshops on the future, involving project partners, sectoral ex-
perts and key persons from various European countries, therefore set
out to design scenarios for further European skills and job profiles (23). It

(23) The scenarios identified should not be regarded as forecasts based on quantitative informa-
tion from the past and present, or as utopian fantasies that have no basis in reality. They are
based on the results of sectoral investigation.
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was not assumed that it would be possible to apply these one for one,
but that they should: 
• help prepare for future sector-specific developments,
• provide key ideas for future-oriented job profiles, and
• show up a broad, future-oriented range of developments in order to as-

sist social partners in the ‘design’ of modern job profiles.
Overall, seven job scenarios were designed for European use; five job

profiles for the machine tool sector and two for the recycling sector (24). 

Summary

The employment research method developed for early recognition of skills
needs was based essentially on indicators by means of which changes in
a sector could be constantly observed at shop-floor level. The indicators
were derived from what was learnt from the studies conducted. They
may be regarded as the crystallisation of early recognition. 

The newly developed early recognition system for identifying skills needs,
based on indicators, is sector-based and has two aims:
• to obtain information for the design of VET and skills and job profiles,

and 
• to help forecast skills needs in a variety of occupational fields.
• In order to obtain information for the design of VET and job profiles, the

authors recommend the tools of sector analysis (analysis of sector
and employment structures, and of current and likely future develop-
ments in the sector), case studies (investigation of work places and com-
pany and work processes) and work process analysis (identification of
knowledge and skills implicit in future-oriented working tasks). The em-
ployment research tool of sector analysis was expanded to improve fore-
casting of future developments by the addition of consideration of re-
search fields in the sector, analysis of innovative VET provision and
analysis of sector-specific measurements and activities. 
The expert workshops on the future, newly developed within the proj-

ect, were used to identify sectoral trends and scenarios for future European
job profiles. The scenarios revealed that VET and VET policy cannot rely
on reaction alone in industry and craft trades. The employment research
method described here, in association with the development of scenarios,
opens up ways of achieving early recognition of the changes to be expect-
ed in Europe, and of reacting to these through proposals for European job
profiles. Essentially there are two possibilities:
• the involvement of VET experts in design in this field.
• cooperation in the production of future-oriented VET and skills and job

profiles in Europe.

(24)  All seven occupational scenarios have been described more fully by Spöttl/Windelband
(2003).
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These could help to overcome the ‘pragmatism’ that predominates in
many sectors and countries by fostering streamlined, effective European
planning. 

Above all, the indicators already available, in conjunction with the re-
search method, can help to identify anticipated developments at ‘shop-floor’
level in a given sector more quickly and more exactly. Changes in enter-
prises, down to the level of work processes, can be captured relatively pre-
cisely by means of this set of instruments, and it can be decided more rap-
idly whether particular developments only apply to certain enterprises or
areas of work, or are meaningful for the entire sector throughout Europe. 
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SUMMARY

In a context of fierce competition in the labour market and employment sys-

tem, the decision to continue studying after completing French short-cycle

higher vocational education must be distinguished from the simple individual

decision for optimum allocation of resources postulated by standard human-

resource theory. It has much more to do with a sequential strategic choice and

illustrates behaviour by players facing reality, knowing how to act and react to

their evolving environment and the difficulties of dealing with uncertainty, re-

lying more on cognitive than calculated reasoning. This article demonstrates that

continued education varies according to students’ profiles (according to quali-

fications, specialisation and gender). It may involve a combination of training

strategy and/or employability strategy, and of minimising risks (of failure at uni-

versity) and maximising competitive advantages. 

(1) This article is extracted from a work entitled Les diplômés d’un BTS et d’un DUT et la
poursuite d’études. Une analyse économique (Gendron, 2004), which present the results of
a thesis which was awarded a prize by the Scientific Council of L’université de Paris I Panthéon-
Sorbonne and was a finalist for the thesis prize of the National Association of Doctors in
Economic and Management Science (ANDESE).
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Introduction

Continued education into higher education is becoming a massive and com-
plex phenomenon in France, to the extent that it affects even the ‘final’
types of training such as higher education courses leading to the general
or technological upper-secondary school-leaving certificate (BTS) and the
university-level technology diploma (DUT). Continued education after these
courses is taking on a singular character in relation to the peculiarity of the
French higher education system (Annex 1) (2). Indeed, in many Euro-
pean countries, entry to short vocational training courses in higher educa-
tion is open while university entrance is selective. In France, the opposite
is true. Short vocational courses leading to the BTS and DUT among oth-
ers are subject to entrance selection, while long university courses are
freely accessible to all students with a baccalaureate qualification. While
France may be an exceptional case, it is nevertheless paradoxical since a
growing number of students are continuing their studies after obtaining
these qualifications and, at the same time, a substantial number of stu-
dents who would have like to follow short courses end up registering by
default at university and failing (Beaud 2002) (3).

According to surveys by the Centre for Studies and Research on
Qualifications (Céreq), in 1992 almost 40% of BTS holders and over 60%
of DUT holders continued their studies in this way. Today, in 2005 the
figure has risen to almost 70% of DUT holders, according to the assembly
of directors of university technology institutes (ADIUT) and the direc-
torate for higher education (DES). Alongside the logic of ‘final’ vocational
training, a logic is developing of continued education to convert BTS and
DUT qualifications into university foundation courses or a sequence of
courses leading to higher education. So what is behind these decisions
to continue studying? Why are these diploma holders who voluntarily
opted for short ‘final’ courses in French higher education changing their ini-
tial decision? Furthermore, are they changing their initial choice, or had
they already considered continuing before beginning their training? Since
a large number of students are interested in these courses, should we
regard this behaviour as a strategic approach?

(2) We recommend that readers unfamiliar with the French education system do not continue
reading this article before reading Annex I. Additional information on the French education
system can be found at the following sources:
http://www.eurydice.org/ressources/eurydice/pdf/047DN/047_FR_FR.pdf
http://www.eurydice.org/ressources/eurydice/pdf/047DN/047_FR_EN.pdf

(3) The democratisation of schools has led many students from working class backgrounds
into the least legitimate courses of higher education, where those who succeed in obtaining
an educational certificate will end up discovering that it is of little use on the labour market.
These certificates are in competition with more selective training courses for access to both
private- and public-sector jobs. The result is a process of devaluation of hope and bitter dis-
appointment which, on a large scale, according to Beaud, may be socially damaging.
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In this research work (Gendron 1997, 2004) we have attempted to un-
derstand the phenomenon using an approach in terms of sequential de-
cisions. From the practical viewpoint, that work endeavours to explain
the decision to continue studying after obtaining a BTS or DUT and to as-
sess the consequence of that decision on their career. This article has the
more modest aim of determining whether the demand for education has
more to do with a simple choice of optimum allocation of resources or with
a strategic choice (4) based, in a context of job rationing or the inaccessi-
bility of certain positions in the employment system, on fierce competition
on the labour market. Specifically, we take stock of the factors behind the
decision to continue studying. In order to achieve that, after describing the
data used and the specific methods used to process them, we will look
briefly at the hypotheses tested, the analysis method used and the esti-
mated logistic regression models. From that starting point, we identify the
main factors behind the decision to continue studying by IUT and STS grad-
uates in general and on the basis of the course chosen.

Factors behind the decision to continue
studying: data, hypotheses, tests 
and econometric models

Data used and hypotheses tested 

The data used are taken from national surveys by the centre for studies
and research on employment and qualifications (Céreq) relating to IUT and
STS qualifications obtained in 1988, and conducted in March 1991 (5).
These data (see Table 1, Annex 2) show for each qualified person, their
demographic and socioeconomic characteristics, schooling and whether
they went on to higher education or into the employment system. Using
these data, we attempt to answer the question: What are the factors be-
hind the decision to continue studying? In order to do so, among the fac-
tors influencing the decision to continue studying after the BTS or DUT, be-
sides financial reasons, we have assumed that certain factors are linked
to the student’s socio-economic characteristics and schooling, others to

(4) The theoretical justification for a ‘strategy-based’ approach will not be discussed here. For
that, the reader is referred to the following references in the bibliography: Gendron (1997,
1998, 2004).

(5) These old databases are a valuable resource when exploited at a detailed level. Until 1991
the Céreq databases were compiled from in-depth surveys that enable detailed analysis
by course, diploma specialisation and gender. The exploitation of these databases for the
purpose of this work are the original feature and value of this paper, as it allowed a
more detailed analysis of continued education than is possible with the new generations
of surveys such as those used by Cahuzac and Plassard (1996). In this article, we show
that the analyses by Cahuzac and Plassard may be challenged (a trend towards general
courses in continued education) given the chance to work on more detailed data. For instance,
in our analysis we can distinguish vocational university courses such as the ‘science and 
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the student’s expectations in terms of employment and characteristics of
the job other than the salary, but also a good and by no means insignifi-
cant number are linked to tensions on the labour market. 

In order to analyse the factors behind the decision to continue studying,
logistic regression models have been used in order to distinguish the spe-
cific direct effects from the various variables that can influence the student’s
decision. The factors behind the decision to continue studying were also
modelled using a function of the decision to continue studying in which the
parameters related to the students’ socioe-conomic and schooling charac-
teristics (social origin, schooling, age, etc.), the characteristics of their cur-
rent job and tensions on the labour market.

Model types: dichotomic models 

Specifications of the models adopted

The first dichotomic model is tested on the occurrence of the event ‘con-
tinue studies’ in relation to non-continuation (see Tables 2 and 3). More-
over, a second test related to the various types of continued education in
relation to non-continuation (see Tables 4 and 5); among others, short post-
BTS/DUT vocational courses(6) and long vocational courses (science and
technology college and master’s degree types, etc.) and long general cours-
es (e.g. disciplinary bachelor’s and master’s degrees). We also studied the
effect of gender on the way in which studies were continued after the BTS
or DUT.

Specific statistical processing on the population under review

For the variables of tensions on the labour market and job characteris-
tics, we assumed that the student, in deciding whether to continue study-
ing, was taking account of the available information from graduates of pre-

management maîtrise’ or ‘science and technology maîtrise’ courses from general universi-
ty courses, which Cahuzac and Plassard were unable to do since in their work all universi-
ty courses are grouped together for statistical reasons under ‘university courses’ and there-
fore regarded as general ones. Thus, the use of the detailed Céreq surveys enabled us to
work at a more detailed level statistically and so to consider ‘general’ university courses sep-
arately from vocational ones, such as the MST or MSG. It is this level of detail that ex-
plains why our analysis reaches the opposite conclusion: students are tending to continue
their education in vocational rather than general courses, as the statistical groupings of
Cahuzac and Plassard seem to indicate.

(6) Post-BTS/DUT training generally takes the form of short-cycle one-year sandwich courses
(six months in college, six months in industry) and in partnership with businesses, some-
times known as supplementary local-initiative training (FCIL). It may lead to a diploma (spe-
cialist national technology diploma, DNTS) or a local certificate. They are gradually being
converted into vocational degree courses. For a development, see Gendron (1995).
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vious years regarding the difficulties of finding jobs and of advancing
their career. To achieve this, we made an assumption about information
and used for that purpose the previous Céreq survey on the 1984 Céreq
higher education graduates conducted in 1987. On this population, we cal-
culated indicators of tension on the labour market and of career develop-
ment, by course, specialisation, gender and regional education authority,
which we then assigned to 1988 graduates with the same profile, as ‘stu-
dent knowledge’. Using these models, we attempted to understand the fac-

Table 2: MMooddeell  eexxppllaaiinniinngg  tthhee  pprroobbaabbiilliittyy  ooff  aa  mmaann  wwhhoo  hhaass  oobbttaaiinneedd  aa  BBTTSS  oorr  DDUUTT  ccoonnttiinnuuiinngg  hhiiss
ssttuuddiieess  

Reference BTS DUT

de referencia active coeff. sign coeff. sign

constant -0,75 1,3
Identifying particulars

Ile de France South -0.24 - -0.54 --

Centre 0.11 non-significant -0.28 -

North -0.16 ns -0.08 ns

West -0.19 - -0.65 --

Behind at school Standard age 0.93 ++ 0.72 ++

Married, divorced Unmarried 0.64 ++ 0.55 ++

Father not managerial Father managerial 0.54 ++ 0.22 +

Mother not in employment Mother in employment 0.14 + -0.04 ns

Discharged, exempted Deferred military service 3.48 +++++ 4.07 +++++

Vocational baccalaureate General baccalaureate 0.25 + 0.73 ++

Services specialisation Industrial specialisation 0.69 ++ 0.73 ++

Tension on labour market

Proportion of unemployed low - average 0.22 + 0.24 +

* - high 0.11 ns -0.50 --

Average total duration of unemployment low - average -0.19 - -0.43 -

* - high -0.68 -- -0.22 -

Proportion out of work for more  - average -0.07 ns 0.21 +

than 6 months before first job low

* - high -0.31 - 0.09 ns

Characteristics of job

Salary>median salary* Salary<=median salary -0.16 - 0.13 +

Proportion of insecure job low - average 0.48 + 0.33 +

* - high 0.72 ++ 0.20 +

Proportion of managerial high * - low -0.02 ns 0.39 +

Proportion hired on indefinite contract high - low 0.17 ns 0.40 +

- average -0.14 - 0.53 ++

Source: Céreq data, Processing by Cereq-Laboratoire d’Économie Sociale. 
* in March 1987; ns: non-significant at 5% threshold. Concordant pairs BTS and DUT: 75.7% and 82.3%. How to read this table: In
table 2, the coefficients above zero mean that the propensity to continue studying is greater where the variable in the second column
applies rather than the first. Also, this result is significant only if it has + signs next to it (‘ns’ being ‘non-significant’ and <0 meaning
‘less marked’). Example reading: For all male students, the propensity to continue studying is greater where they are not behind at
school. This result is significant for IUT and BTS graduates (++). In particular, the propensity to continue studying is greater for a
male student with a BTS of a ‘standard age’ (0.93) in relation to a student who has been behind at school. The same applies to male
IUT students (0.72) but to a lesser extent than for BTS holders. 
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tors determining the decision to continue studying, taking account not on-
ly of the students’ identifying particulars but also the socio-economic con-
text of their environment.

Table 3: MMooddeell  eexxppllaaiinniinngg  tthhee  pprroobbaabbiilliittyy  ooff  aa  wwoommaann  wwhhoo  hhaass  oobbttaaiinneedd  aa  BBTTSS  oorr  DDUUTT  ccoonnttiinnuuiinngg  hheerr
ssttuuddiieess

Reference BTS DUT

de referencia active coeff. sign coeff. sign

constant -0,75 1,3
Identifying particulars

Ile de France South 0.63 ++ -0.4 -

Centre 0.09 ns -0.43 -

North 0.24 + -0.73 --

West -0.41 - -0.36 -

Behind at school Standard age 0.72 ++ 0.82 ++

Married, divorced Unmarried 1.23 +++ 1.24 +++

Father not managerial Father managerial 0.57 ++ 0.48 +

Mother not in employment Mother in employment 0.13 + -0.03 ns

Vocational baccalaureate General baccalaureate 0.62 ++ 0.67 ++

Industrial specialisation Services specialisation 0.17 + 0.40 +

Tension on labour market

Proportion of unemployed low - average -1.13 --- 0.61 ++

* - high -0.39 - 0.16 ns

Average total duration of unemployment low - average 0.81 ++ 0.32 +

* - high 1.64 +++ -0.49 -

Proportion out of work for more than 

6 months before first job low - average -0.83 -- 0.12 ns

* - high -0.73 -- -0.17 ns

Characteristics of job

Salary>median salary* Salary<=median salary 0.15 + 0.29 +

Proportion of insecure job low - average -0.43 - 0.32 +

* - high -0.18 ns 0.71 ++

Proportion of managerial high * - low -0.18 - -0.27 -

Proportion hired on indefinite contract high - low 0.18 + 0.004 ns

- average 0.54 ++ -0.16 ns

Source: Céreq data, Processing by Cereq-Laboratoire d’Économie Sociale. 
* in March 1987; ns: non-significant at 5% threshold. Concordant pairs BTS and DUT: 71.1% and 70.9%. How to read this table: In
table 3, the coefficients above zero mean that the propensity to continue studying is greater where the variable in the second column
applies rather than the first. Also, this result is significant only if it has + signs next to it (‘ns’ being ‘non significant’ and <0 meaning
‘less marked’). Example reading: For all female students, the propensity to continue studying is greater where they are not behind at
school. This result is significant for IUT and BTS graduates (++). In particular, the propensity to continue studying is greater for a
female student with a BTS of a ‘standard age’ (0.72) in relation to a student who has been behind at school. The same applies to
female IUT students (0.82) but to a greater extent than for BTS holders; this is the opposite trend observed for their male counter-
parts (table 2).
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Results of the models: factors behind IUT and
STS graduates’ decision to continue studying 

Basic models: general trends towards continued education

Based on these logistic models (see Tables 21 and 3) on continued edu-
cation in general, the factors determining whether students continued their
studies from the point of view of their identifying particulars relate to the
general trends traditionally found in career guidance works( 7) (Ertul et
al., 2000, HCEEE, 2003).

The influence of the student’s identifying particulars on continued
education

Young graduates who have not failed any previous stage of their school
career are the most likely to continue their studies. Indeed, they are more
likely to continue their studies if they did not fall behind at school before
qualifying. 

This effect is slightly more marked for young men with a BTS than those
with a DUT, and the other way round for young women IUT graduates com-
pared with their STS counterparts. Continued education therefore appears
to be a logical extension of studies in the educational system that can make
up for their reluctance to enter the labour market since they ‘feel too young
and insufficiently prepared to face up to it (8)’ by delaying their exit from the
educational system and enabling them to add ‘new strings to their bow(9)’
(Gendron, 1995, 2005). 

The propensity to continue studies is greater among those with a gen-
eral baccalaureate than those with a vocational baccalaureate. General
baccalaureate holders are more likely to continue studying than vocation-
al baccalaureate holders, and the same distinction applies at the end of
BTS and DUT. The trend is nevertheless less marked for men with a BTS.
Studies are continued uninterrupted and any interruption is likely to limit
the tendency to continue studies. Indeed, whatever the course, there is a
greater propensity to continue studying if the student’s military service is
deferred. On the contrary, military service interrupts the training process. 

(7) One part of the choice of whether to continue studying is determined by the descriptive va-
riables which already governed guidance in higher education after obtaining the baccalau-
reate, including the choice of BTS or DUT. We will not develop this point any further in this
article. For further details, see Ertul (dir. 2000) and the minutes of the plenary session of 9
January 2003 of the High Committee for Education-Economy-Employment, DPD, Ministry
of National Education (HCEEE, 2003).

(8) The view of a headmaster recorded during surveys conducted on the supplementary local-
initiative training (Gendron, 1995).

(9) Ditto. The view of a professional.
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Most graduates who continue studying are unmarried. Being married
(or having been married, or living together) implies that students have to
be able to bear certain financial constraints associated with living as a cou-
ple, especially when there are children involved. In these circumstances,
it is comparatively more difficult for a single student to continue studying
where they take place in the same context as for previous years. This fac-
tor has greater weight for women. 

Continued education is affected by the region in which the BTS or DUT
is obtained. Women with a BTS are more likely to continue studying in the
south or north of France than in the Ile-de-France. Conversely, other grad-
uates are less likely to continue studying wherever they obtain their
diploma than in the Ile-de France. This may be explained by the fact that
the Ile-de-France region, used as a reference variable, is characterised by
a high level of BTS training possibilities, accounting for over a quarter of
all higher education diplomas alone. Therefore, there are more likely to be
routes to further training at the end of these courses if the region in ques-
tion has a highly developed range of BTS courses on offer.

Studies tend to be continued in the same specialisation as previous stud-
ies, as this has more impact than the course followed. Indeed, this effect
is more pronounced for men who have had training with an industrial
specialisation, on any course. The effect also applies to women training
with a services specialisation, albeit to a lesser extent.

Social origin plays a more important role with BTS holders than with their
university counterparts. Indeed, there is a greater propensity for continued
education for students holding a BTS where the father has a managerial
job and the mother is working. It seems as if social origin has an effect
equivalent to the ‘baccalaureate’ effect observed among IUT graduates. In
cases where the baccalaureate has a significant effect on continued edu-
cation for IUT graduates, social origin has that effect with STS gradu-
ates. Should we deduce from this that continued education applies to the
better off BTS graduates rather than the academically stronger IUT grad-
uates? In fact, STS graduates would only be able to continue their edu-
cation if they have the financial means to do so.

Impact of information on labour market tensions and the
characteristics of the job held on the decision to continue education

Overall, the conditions for entering the labour market and the character-
istics of jobs on the labour market for BTS and DUT graduates influence
the decision to continue their education. Described by Lojkine (1992) in
negative terms as ‘neither a manual worker nor an executive’, the identity
of these graduates is split (Kirsch, 1991); BTS and DUT graduates have
to handle a dual intermediate position, in the education system and on the
labour market. On the labour market, the tendency towards ever higher re-
quirements in terms of training and qualifications to get a job in France has
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the effect of raising the level of graduates on the labour market. Students
are well aware of their ‘potential’ employability in relation to the future of
their peers who have left earlier, and the employability ‘differential’ in com-
parison with graduates of a higher level – the level at which the crucial
change takes places of the status from the ‘intermediate profession cate-
gory’ to the ‘managerial’ level, where the risk of unemployment is a neces-
sary condition but not sufficient to justify continuing education for BTS or
DUT graduates; the trend towards continued education, which is growing
constantly, was in fact triggered well before their difficulties in gaining em-
ployment began after 1990 (Martinelli and Vergnies, 1995). Competition
between intermediate graduates does therefore have an impact on the rel-
ative and absolute socio-professional position of BTS and DUT graduates,
and on their uncertainty as to their academic and career prospects; it in-
fluences the continued education phenomenon. Nevertheless, the climate
on the labour market has an impact on continued education, though to a
varied extent according to the profiles. 

The propensity to continue education regardless of course or gender
(with the exception of women BTS graduates) is higher where there is a
high proportion of unemployed among the graduates of previous years, 30
months after leaving the education system. Women, however, whether IUT
or STS graduates, seem to be more sensitive to the overall duration of un-
employment than to the risk of unemployment itself. Thus, the longer un-
employment lasts, the more women are inclined to continue their educa-
tion. The differences between men and women in the variables character-
ising the tensions on the labour market and in the employment system may
indicate differing sensitivities to the variables relating to the short- or long-
term outlook. Before finding a stable position (Vernières, 1996) in the
employment system, women seem to pay special attention to the indica-
tors associated with the conditions for finding a job rather than the charac-
teristics of the actual job concerned. Conversely, men’s priority concerns
relate to job stability and the possibilities of career development, especial-
ly towards managerial jobs for IUT graduates. In addition to these sensi-
tivities, we observe specific trends according to course. Thus, STS gradu-
ates appear to be particularly sensitive to fast access to the first job when
deciding whether to continue their education, while for IUT graduates job
stability would appear to be more important.

Factors affecting continued education by BTS or DUT graduates
on short or long vocational courses or general long courses

Based on the logistic models distinguishing the types of continued edu-
cation (short or long vocational, and long general), we highlight on the one
hand variables determining whether education continues according to
the type of course and secondly the similarities and differences between
student profiles (see Tables 4 and 5).
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Table 4: MMooddeell  eexxppllaaiinniinngg  tthhee  pprroobbaabbiilliittyy  ooff  aa  mmaann  hhoollddiinngg  aa  BBTTSS  oorr  DDUUTT  ccoonnttiinnuuiinngg  hhiiss
eedduuccaattiioonn  iinn  aa  vvaarriieettyy  ooff  ccoouurrssee  ttyyppeess

BTS DUT

Variables Post-BTS Long Long Post-DUT Long Long
vocational general vocational general

reference active coeff. sign coeff. sign coeff. sign coeff. sign coeff. sign coeff. sign

constant -1,94 -1,77 -2,06 -2,67 -4,71 -1,20
Identifying particulars

Ile de France South 0.30 + -0.40 - -0.25 - -0.66 - -0.90 -- -0.38 -
Centre -0.06 ns 0.61 ++ -0.09 ns 0.15 ns -0.90 -- -0.14 ns
North -0.19 ns 0.45 + -0.44 - 0.42 + -0.62 -- -0.01 ns
West 0.14 ns -0.72 -- -0.12 ns -0.85 -- -1.23 --- -0.26 -

Behind at school Standard age 0.74 ++ 1.19 +++ 0.72 ++ 0.75 ++ 0.93 ++ 0.63 ++
Married, divorced Unmarried 0.77 ++ 0.66 ++ 0.51 ++ 0.13 ns 0.93 ++ 0.67 ++
Non-father managerial Father managerial 0.29 + 0.67 ++ 0.56 ++ 0.06 ns 0.48 + 0.13 +
Non-working mother Mother in employment 0.38 + -0.14 - 0.22 + -0.03 ns 0.17 ns -0.04 ns
Discharged, Deferred military 

2.10 ++++ 3.07 +++++ 4.16 +++++ 0.90 ++ 4.38 +++++ 4.43 +++++
exempted service
Vocational baccalaureate General baccalaureate 0.50 ++ 0.23 + 0.27 + 0.63 ++ 0.68 ++ 0.80 ++
Services specialisation Industrial 

specialisation
-0.29 - 1.68 +++ 0.13 ns -0.07 ns 1.83 +++ 0.67 ++

Tension on labour market

Proportion of 
unemployed low 

- average 0.35 + -0.20 ns 0.52 ++ 0.42 + 0.43 + 0.06 ns

* - high -0.92 -- 0.52 ++ -0.07 ns -0.25 ns -0.39 - -0.64 --
Average total duration 
of unemployment low

- average -0.50 -- 0.44 + -0.34 - -0.35 ns -0.17 ns -0.70 --

* - high -0.65 -- -1.19 --- 0.01 ns -0.62 -- 0.40 + -0.42 -
Proportion out of work 
for more than 6 months 
before first job
low

- average 0.33 + -0.52 -- 0.07 ns 0.26 ns 0.52 ++ 0.06 ns

* - high 0.17 ns -1.48 --- -0.04 ns -0.01 ns 0.60 ++ -0.05 ns
Characteristics of job

Salary>median Salary <= median 
-0.35 - -0.14 ns -0.01 ns 0.29 + 0.04 ns 0.05 ns

salary* salary
Proportion of insecure 
job low

- average -0.25 ns 1.20 +++ 0.34 + 0.10 ns 0.26 ns 0.70 ++

* - high -0.16 ns 2.22 ++++ 0.45 + 0.40 + -0.54 -- 0.52 ++
Proportion of 
managerial high *

- low 0.20 ns -0.54 -- 0.17 ns 0.69 ++ 0.38 + 0.24 +

Proportion hired 
on indefinite contract - low 0.87 ++ -0.45 - 0.19 ns -0.54 -- 1.39 +++ 0.32 +
high

- average 1.09 ++ -1.97 --- 0.28 + 0.06 ns 1.25 +++ 0.31 +

Source: Céreq data, Processing by Cereq-Laboratoire d’Économie Sociale. 
* in March 1987; ns: non-significant at 5% threshold. Concordant pairs for BTS: 71.1%, 85.7%, 78.1% and for DUT: 69.2%, 87.1%,
85.2%. How to read this table: In table 4 on men who have obtained a BTS or DUT according to type of continued education, the co-
efficients above zero mean that the propensity to continue education is greater where the variable in the second column applies
rather than the first, depending on the course type. Also, this result is significant only if it has + signs next to it (‘ns’ being ‘non-sig-
nificant’ and <0 meaning ‘less marked’). Example reading: For all male students, the propensity to continue education is greater whe-
re they are not behind at school, regardless of the type of continued education or original diploma type (DUT or BTS). However,
the propensity to continue education on a long vocational course is greater for a male student with a BTS of a ‘standard age’ (1.19)
in relation to a student who has been behind at school relative to other types of continued education.
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Table 4: MMooddeell  eexxppllaaiinniinngg  tthhee  pprroobbaabbiilliittyy  ooff  aa  mmaann  hhoollddiinngg  aa  BBTTSS  oorr  DDUUTT  ccoonnttiinnuuiinngg  hhiiss
eedduuccaattiioonn  iinn  aa  vvaarriieettyy  ooff  ccoouurrssee  ttyyppeess

BTS DUT

Variables Post-BTS Long Long Post-DUT Long Long
vocational general vocational general

reference active coeff. sign coeff. sign coeff. sign coeff. sign coeff. sign coeff. sign

constant -2.44 -0.89 -1.65 -4.05 -2.87 0.15
Identifying particulars

Ile de France South 2.08 +++ 1.93 +++ -0.66 -- 0.30 ns -0.67 -- -0.49 -
Centre 0.49 + 0.60 ++ -0.23 - 1.30 +++ -1.20 --- -0.39 -
North 0.07 ns 1.49 +++ -0.60 -- 0.48 + -1.52 --- -0.50 --
West 0.53 ns -0.36 - -0.65 -- -0.04 ns -0.62 -- -0.39 -

Behind at school Standard age 0.33 + 0.75 ++ 0.85 ++ 1.06 +++ 0.75 ++ 0.89 ++
Married, divorced Unmarried 0.52 ++ 1.05 +++ 1.84 +++ 0.86 ++ 1.16 +++ 1.33 +++
Father not managerial Father managerial 0.68 ++ 0.74 ++ 0.42 + 0.35 + 0.83 ++ 0.26 +
Mother not in Mother -0.04 ns 0.09 ns 0.21 + 0.32 ns -0.04 ns -0.07 ns
employment in employment
Vocational General 0.50 ++ 0.92 ++ 0.66 ++ 0.26 ns 0.46 + 0.88 ++
baccalaureate baccalaureate
Industrial Services 2.87 ++++ -2.12 --- 0.70 ++ 2.55 ++++ 0.31 + 0.63 ++
specialisation specialisation
Tension on labour market

Proportion of 
unemployed low - average 0.01 ns -2.50 ---- -0.17 ns -0.46 ns 0.64 ++ 0.75 ++
* - high 1.39 +++ -0.83 -- -0.03 ns -0.42 ns 0.24 ns 0.26 +
Average total duration 
of unemployment low - average -3.14 ---- 2.56 ++++ -0.71 -- 2.29 ++++ 1.55 +++ -0.08 ns
* - high -2.99 ---- 3.60 ++++ -0.29 ns 0.61 ns 0.28 ns -0.74 --
Proportion out of work 
for more than 6 months - average 1.56 +++ -2.48 --- 0.41 + -0.02 ns 0.19 ns 0.03 ns
before first job 
low
* - high 1.18 ++ -2.24 --- 1.29 +++ -0.45 ns 0.07 ns -0.20 -
Characteristics of job

Salary>median Salary <= median 1.26 +++ 0.07 ns 0.18 ns 0.17 ns 0.47 + 0.32 +
salary* salary
Proportion of insecure 
job low - average -0.50 -- -0.47 - -0.44 - 0.41 ns 0.54 ++ 0.32 +
* - high -3.17 ---- 0.99 ++ -0.53 -- 0.57 ns 0.61 ++ 0.86 ++
Proportion of 
managerial high * - low -0.44 - -0.87 -- 0.39 + -0.68 -- 0.07 ns -0.51 --
Proportion hired 
on indefinite contract
high - low -0.48 ns -0.42 - 0.85 ++ -0.81 -- 0.14 ns -0.18 ns

- average -0.78 -- 0.85 ++ 0.38 + -1.11 --- 0.31 + -0.43 -

Source: Céreq data, Processing by Cereq-Laboratoire d’Économie Sociale. 
* in March 1987; ns: non-significant at 5% threshold. 
Concordant pairs for BTS: 75.3%, 81.5%, 74.2% and for DUT: 75.4%, 75.1%, 72.9%. How to read this table: In table 5 on women
who holding a BTS or DUT according to type of continued education, the coefficients above zero mean that the propensity to conti-
nue education is greater where the variable in the second column applies rather than the first, depending on the type of continued
education course. Also, this result is significant only if it has + signs next to it (‘ns’ being ‘non significant’ and <0 meaning ‘less mar-
ked’). Example reading: For all female students, the propensity to continue education is greater where they are not behind at scho-
ol, regardless of the type of continued education or original diploma type (DUT or BTS). However, the propensity to continue edu-
cation on a short vocational course (post-DUT) is greater for a female student obtaining a DUT at a ‘standard age’ (1.06) in relation
to a female student who has been behind at school relative to other types of continued education. The propensity for continued edu-
cation on a long vocational course is similar for holders of a BTS or DUT in relation to the variable ‘behind at school’ (0.75).
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Dichotomic models and factors behind the decision to continue
education according to course type

The choice of dichotomic model to understand the factors determining
whether education is continued according to course type is justified by the
fact that we have assumed that graduates deciding whether to continue
their education based on course type were considering it not in the absolute
but in a fairly well defined career. The reasons many students, with the ex-
ception of those who are undecided, continue their education are special
considerations such as specialisation, adding to their skills during post-
BTS or post-DUT training, obtaining a higher-level qualification and/or con-
tinuing education, combining both a diploma and a vocational specialisa-
tion (such as science and technology master’s degree courses). Thus, the
analysis and tests were carried out on the basis of the choice ‘continue ed-
ucation on a particular course or finish education’.

Variable influences of students’ identification variables on the type of
continued education

The ‘age’ effect has a greater impact for graduates considering vocation-
al courses. Here again, standard age has an influence on continued edu-
cation, as already observed in the first models. However, by specifying the
types of continued education, the impact of standard age is greater for male
STS graduates considering long vocational courses and for female IUT
graduates on short courses. Not being behind at school is important for
graduates wishing to specialise or train in a trade with a view to getting a
job quickly. 

The choice of vocational training can be indicative of the desire to en-
ter the labour market quickly or in the near future, while a more general
training can correspond to an earlier interest in long-cycle studies regard-
less of any delay in academic career.

The effect of military service confirms the result of the previous models.
Deferred military service has a positive impact on continued education, es-
pecially if the student is considering a long course. This result can reveal
two types of situation: either the student had not applied for postponement,
and on obtaining his diploma will therefore be faced with the decision of
doing military service or not. This situation would justify, for example, the
choice of taking a short course while waiting to join up. Either the student
had previously applied for postponement with a view to deciding whether
to join up when the time came, thus enabling him to go ahead, or the stu-
dent had planned to continue his education (as, for example, in the case
of using BTS/DUT training as a pseudo-DEUG (diploma of general univer-
sity studies) or pseudo-CPGE (preparatory courses for the major colleges).
Thus, postponement often goes hand-in-hand with continuing a long-cycle
education. For short-cycle continued education, postponement has less
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impact, as many students were able to choose short-cycle education while
waiting to join up, as observed in previous research (Gendron, 1995).

The type of continued education varies according to the specialisation
of the diploma. The ‘industrial’ specialisation does not often lead to contin-
ued short-cycle education after a DUT or BTS. This can be explained by
the fact that most short-cycle courses are in the services sector. This means
that women holding a service-sector BTS or DUT are more inclined to con-
tinue their education on a short-cycle course. Conversely, the likelihood of
continuing education in a long-cycle vocational course is greater for men
holding an industrial-type BTS or DUT, and lower for service-sector STS
graduates. 

The ‘region’ effect highlights the effects of supply in terms of choice of
course subject. Women are more likely to continue their education if their
chosen course is offered in the region where they graduated; this is partic-
ularly so for women continuing vocational education and especially those
with an STS diploma. This result may imply that women are inclined to con-
tinue their education provided it does not require significant geographical
mobility (mobility being unimportant for these graduates, Martinelli and
Vergnies, 1995); a choice of proximity (confirming the one made after ob-
taining the baccalaureate). Conversely, for men, the region variable has lit-
tle effect on the decision to continue their education in relation to other
factors. Women are especially sensitive to family situation. Women’s deci-
sion to continue their education is very much conditioned by their family sit-
uation (whether or not they have dependent family members). Single women
feel able to follow long-cycle courses. Being single is also a positive factor
for men, regardless of their chosen course, but not as much as for women. 

Differing profiles according to perception of labour market conditions
and job characteristics

The continuation of education generally indicates students’ concern not
only for their short-term future but also about their position in the socio-
professional hierarchy as their career develops. The reason for embarking
on continued education may be a certain disappointment when potential-
ly emerging onto the labour market linked to poor job and career-develop-
ment prospects. It may be influenced by a large number of graduates on a
slack labour market leading to devalued qualifications or difficult access to
the desired position on completion of their education when planning their
career path. Knowing that their job prospects are very much conditioned
by their obtaining a relevant qualification (Kirsch and Desgouttes, 1996)
and finding in-service training facilities very limited or restricted at their lev-
el of education, they tend to be all the more concerned about their career
development and hence to continue their education. 

However, the factors determining continued education vary according
to the subject in which they wish to continue their education. Thus, the main
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reason for BTS graduates to continue their education is access to a first
stable job. In addition to job security, their university counterparts also seem
to be concerned about salary and career development. Distinguishing
the nature and length of the chosen courses enables a detailed analysis
to be made of certain profiles between men and women and according to
the original qualification. Male STS or IUT graduates in continued educa-
tion seem to be motivated mainly by the characteristics of the job. Many
STS graduates seem to continue their education on long vocational cours-
es in response to fear of unemployment and job insecurity. Besides the de-
sire to gain direct access to a stable job, IUT graduates appear to contin-
ue their education in order to develop a career path leading to a manage-
ment job. IUT and STS graduates following traditional university courses
are similarly motivated, particularly concerns about the characteristics of
the job, in this case direct access to a job with an indefinite contract and,
especially for DUT holders, development towards management posi-
tions. 

Women BTS graduates continuing their education on short-cycle cours-
es seem to be particularly sensitive to salary, but the risk of unemployment
has an even greater influence on their decision. Continuing education in
short-cycle courses masks the fear of unemployment by delaying their en-
try into the labour market. Their university counterparts are motivated to
continue their education in short-cycle courses not so much by the risk of
unemployment as by its duration. Post-BTS/DUT education is thus a way
of specialising or diversifying skills, so enabling these students to distin-
guish themselves from other candidates on the labour market and – owing
to the applied nature of this training – to find work more quickly than if they
had ended their education at BTS or DUT level. 

Women BTS graduates continuing long-cycle general education, be-
sides their desire to gain rapid access to employment, seem to be motivat-
ed by the desire to move towards stable jobs and management positions.
Their university counterparts have similar concerns, but salary seems to
be a more important issue for them than the desire to achieve ‘manageri-
al’ status.

Finally, female students continuing their education on long-cycle voca-
tional courses have different motivations according to whether they hold a
DUT or a BTS. The original course is highly significant in this case. For in-
stance, IUT graduates seem to be particularly motivated by the character-
istics of the job (job security, salary) while STS graduates seem to be par-
ticularly concerned about the duration of unemployment that their fellow
students from previous years may have experienced.
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Similarities and differences between different profiles

After revealing the main factors determining whether students continue
their education for each course type, similarities and differences between
certain profiles appear, according to the student’s personal characteristics
and to the situation on the labour market and in the employment system. 

From the viewpoint of the students’ socio-economic characteristics, the
fact of being of standard age is an important factor for men continuing their
education on a long-cycle vocational course. This continued education be-
haviour may lead to an intermediate choice of postponing entry into the
labour market on account of the economic climate, so deliberately using
BTS or DUT training as pseudo-DEUGs. This intermediate choice of long-
cycle vocational training can prove difficult if it was not planned, since the
student has to commit to a new stage and a new training cycle in which not
being behind at school is a variable influencing the decision. While the
‘standard age’ effect also applies in a positive way to women, the ‘family
circumstances’ effect is more important for them. The longer the studies
women consider, the more important it is for them to be single. More-
over, men and women following long-cycle vocational training courses tend
to have similar profiles, regardless of the original course. Their decision to
continue their education on a long-cycle vocational course is influenced
more than for other courses by the father having a managerial position.
The mother’s employment, on the other hand, has only a slight influence
and only for male BTS graduates continuing their education with a post-
BTS or in a long-cycle general course. The general baccalaureate has a
positive impact on the continuation of education in all cases, regardless of
gender. However, the longer the continued education considered by IUT
graduates of both genders, the more important it is to have a general bac-
calaureate. It is important to male STS graduates continuing education in
short-cycle courses and to women taking long-cycle vocational courses.

So we see that the differences and similarities between students’ pro-
file for the variables relating to an understanding of tensions on the labour
market and to the characteristics of the job do not tally with those observed
for graduates’ particulars. Women’s motivation for continuing their edu-
cation varies according to the original diploma. Thus, BTS graduates con-
tinuing short- or long-cycle vocational education are particularly sensitive
to the conditions for finding a job. It is mainly the characteristics of the job
that influence IUT graduates to continue their education on long-cycle
vocational or general courses. While for women, the original qualification
is the element determining the structure of the continued education profile,
men find the job characteristics more important in deciding on continued
education. However, the ‘original qualification’ effect is important in rela-
tion to the effect of ‘access to management’ regardless of the type of
continued education chosen. All are motivated by the possibility of gaining
access to managerial functions. Moreover, we observe similar motivations
from the viewpoint of the choice of continuing long-cycle education. What-
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ever the type of long-cycle education followed, IUT and STS graduates
share the desire to obtain a secure job. However, those continuing their
education on long-cycle vocational courses are also concerned about the
risk of unemployment. On the other hand, graduates continuing with short-
cycle education are characterised by diverging traits. BTS graduates, by
extending their education for a further year, are seeking to gain direct ac-
cess to a secure job while DUT graduates continue their education with
short-cycle courses in order to attain a ‘managerial’ position, requiring a
level of recognised education of baccalaureate plus three years; moreover,
the first DNTS (national specialist technical diplomas) appeared mainly for
post-DUTs rather than post-BTSs (Gendron, 1995) (10). 

Conclusion

To sum up, the regression models show for continued education in gener-
al that the more students are pessimistic about the labour market situation,
the more they are inclined to continue their education, especially if they al-
ready have a general baccalaureate, if they are from a comfortable back-
ground and if there has been no break or failure in their schooling; these
trends tally with those highlighted by Cahuzac and Plassard in 1996. On
the other hand – and this is the paper’s original contribution – distinctions
appear when looking at the type and length of continued education. An
analysis of the factors behind the decision to continue education, accord-
ing to the course, using the database used in my work (Céreq survey 1991)
enables these factors to be specified on the basis of the length and type
of course followed, which was not possible with the data used by Cahuzac
and Plassard (1996). This is the original aspect of this work and it is the
main reason why our conclusions differ from those offered by Cahuzac and
Plassard. While these two authors wondered ‘whether the continued ed-
ucation movement, mainly based around university courses, was tending
towards a movement in favour of general training(11)’, our models’ ability
to distinguish between continued education courses allows the opposite
conclusion to be drawn, namely the trend towards continuing education in

(10) This, like the recent creation of vocational degrees, is the responsibility of the universities.
The vocational degree is issued by the universities, alone or jointly with other public higher-
education establishments, empowered to do so by the Minister for Higher Education.

(11) These differences between our respective conclusions may be explained by the coarse
groupings of the continued education courses that Cahuzac and Plassard (1996) were obliged
to adopt, owing to the nature of the database used. For these authors, all second-cycle uni-
versity courses were regarded as mainly ‘general’ education, whereas many students con-
tinued their education after a BTS or DUT with a master’s degree in science and technolo-
gy or applied to a vocational field. 
Cahuzac and Plassard (1996), p. 11: ‘In order to attempt a (rough) assessment of this process,
courses have been grouped together into two main types: general and vocational. By defi-
nition, the vocational group includes courses from the initial sample (IUT, BTS, Colleges)
and the 3rd cycle university vocational diplomas (DESS); the general group covers all other
university diplomas (1st and 2nd cycle), and research courses (DEA, thesis).’



vocational courses. Indeed, this tendency to continue education in voca-
tional courses is confirmed by the practice of current students at all lev-
els (with the creation of vocational bachelor’s and master’s degree
courses). Thus, looking at the specific logistic models, two main profiles
emerge for continued education. Short-cycle continued education cours-
es (post-BTS and post-DUT types) meet short-term concerns such as en-
tering the job market, while long-cycle general continued education is cho-
sen according to the desired job and career development prospects, i.e.
the probability of attaining managerial positions. Graduates engaged in
long-cycle vocational continued education are influenced by a combina-
tion of these reasons.

Finally, this work has attempted to show that, in a context of competi-
tion for jobs, the demand for education depends on sequential and
strategic decisions (in the sense of a strategic reaction in relation to com-
petition or successful ‘opponents’ in applications for jobs by students
with the same profile on the labour market) rather than simple personal de-
cisions about allocating resources as postulated by the standard theory of
human capital. Furthermore, they stress the complementary nature of
approaches in terms of human capital and signalling(12) and investments
of form (13).While the basic qualification is important, the desire to distin-
guish oneself from the holder of a single diploma (baccalaureate + 2 years)
by continuing one’s education may be indicative of a concern to ‘stand out’
on two counts with a potential employer. First, the entrance to the initial
training, which is selective, and second by specialising in some cases. This
desire to stand out is particularly meaningful in the context of the French
labour market, which is very hierarchical in its judgment of qualifications
(Gendron, 2005, 1999). 

Moreover, while these models attempted to understand continued ed-
ucation in terms of ‘employability strategy’ by studying the impact, on the
decision to continue one’s education, of the difficulties encountered by IUT
and STS graduates on the labour market and in the employment system,
these models did not aim to take account of the ‘training strategy’ that char-
acterises another face of the continued education phenomenon. Howev-
er, monographic surveys of socio-economic approach conducted on BTS
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(12) While the theory of human capital assimilates training to a productivity factor investment,
Spence’s signal theory (1973) differs specifically on this point by considering that the invest-
ment in training is more of a filter revealing the individual’s potential than a productivity indi-
cator. It is based on the fact that employers have incomplete information on the job appli-
cant and regards the investment in education as a signal. Thus, without knowing the capa-
bilities of job applicants, employers look for all the signals that they may emit: in particular,
the diploma is indicative of the applicant’s potential as much if not more than his level of pro-
ductivity. 

(13) As an extension of the theory of human capital and on the border of the conventionalist cur-
rent, the theory of investments of form (Thévenot, 1986) considers that employees’ qualifi-
cations play a decisive role in the operation of the labour market, but within the framework
of institutions (classification standards, pay scales), which create vertical hierarchical sys-
tems and horizontal equivalents.
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graduates in short-cycle continued education [not tackled in this article, but
developed in a report and in the work (Gendron, 1995, 2004)] enabled us
to highlight this ‘training strategy’ dimension, referring to the use of these
short-cycle courses as a stage of training (foundation course, pseudo-
DEUG or pseudo-CPGE). Continued education of this kind appears to be
a sequential strategic choice where the decision to continue in this context
illustrates behaviour by players facing reality, knowing how to act and re-
act to their evolving environment and the difficulties of dealing with un-
certainty, relying more on cognitive than calculated reasoning. The flexi-
bility that it contributes to students’ strategies, decisions in sequences (or
stages) helps them to play the dual role of reducing uncertainty and opti-
mising the conditions in the sense that the student’s cognitive reasoning
allows for review, adaptation and learning, experience and maturity on the
part of the player in a changing environment. Thus, an approach in sequen-
tial and strategic terms helps to explain this rise and the diversity of strate-
gies for continued education of these graduates: behaviour combining train-
ing strategy and/or employability strategy, and of minimising risks (of fail-
ure at university) and maximising competitive advantages (via the added
value of technical and professional skills imparted in continued education
and its corollary, signalling). 

Finally, while this enthusiasm for these courses may be an indicator of
the success of the training, on the other hand, the ongoing rise of contin-
ued education calls into question their ‘final’ status and gives rise to a num-
ber of comments. In general, the question is asked about the challenge of
investment in education and of its signalling and the misuse of educa-
tional policy by the players’ strategies, notably the effect of selection at the
entrance to these courses which end up accepting ‘good’ students capa-
ble of following long-cycle courses and who have a relatively high propen-
sity for continued education. In particular, the structure, organisation and
operation of the higher education system which, through the action of sup-
ply also feeds continued education, and the rules on the labour market in
France are not unconnected with students’ choices and the reasons be-
hind career decisions and choices. Moreover, from the viewpoint of the or-
ganisation of higher education, it would be interesting to know the impact
of entrance selection for these courses on continued education(14). 

Also, these initial results support the need for socio-economic and psy-
chological research work, data and information about the way in which stu-

(14) Work on the Two-Year Colleges (TYCs) of the Community Colleges, which are short-cycle
technical courses in American higher education, open to all, non-selective and allowing for
continued education in Four-Year Colleges, has attempted to understand the impact of the
absence of entrance selection on continued education (Gendron, 2000). That research reve-
aled a relatively low level of continued education at the end of these TYCs, partly linked to
the lack of selection at the entrance to these courses which attract students really motiva-
ted by a short vocational course, even though the continuation of education at the end of the-
se courses is institutionally possible and expected. These initial analysis results must ne-
vertheless be view with some caution, as in any attempt at international comparisons, in view
of the different socio-economic and labour-market contexts of the two countries.
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dents take educational decisions and the way in which they make their
choice of course depending on the structure and organisation of avail-
able training and in relation to the expectations and rules of the French
labour market. These works and those on this phenomenon of continued
education raise especially the real issue of vocational training in France,
which has yet to be seriously thought through.
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Annex 1
The organisation of higher education in France

Higher education in France can be defined as the set of training
courses that lead to continued education after the baccalaureate, the first
level of higher education (see diagram below). French higher education is
characterised by the coexistence of a multiplicity of training types with wide-
ly varying goals, administrative structures, admission conditions and or-
ganisation of studies. Thus, students are divided between, on the one hand,
universities, which offer general and vocational training that is mostly mul-
tidisciplinary in the three education cycles. These include the university
technology institutes (IUTs), which offer two-year courses up to the univer-
sity-level technology diploma (DUT) and the engineering colleges; and sec-
ondly, the post-baccalaureate classes of the public or private secondary
schools under contract. These two-year courses, taking place in the sec-
ondary schools, are provided by second-level teachers and, in accordance
with the decentralisation laws, are funded by the regions for operation and
investment, while the State covers the remuneration of teachers and teach-
ing expenses. They comprise: firstly preparatory classes for the major col-
leges (CGPE), preparing students for competitions for the engineering col-
leges, commerce and management colleges and the higher normal col-
leges; secondly, the higher technical sections (STS), preparing students
for the higher technology certificate (BTS) which aims to place graduates
in work; finally, there is a variety of other public and private training cours-
es. In particular, we would mention: the paramedical and social colleges,
which are under the authority of the Health Minister, the universities’ inde-
pendent engineering colleges, which come under the authority of the Ed-
ucation Ministry or other technical ministries: Defence (École polytech-
nique), Agriculture (agronomy colleges), Industry (mining and telecommu-
nications colleges), Infrastructure (École des ponts et chaussées). These
colleges were often founded at the time of the French Revolution and are
responsible, in particular, for training the engineers of the State’s main tech-
nical bodies, the commerce and management colleges, mostly private or
depending on the chambers of commerce, the higher art and culture col-
leges (architecture, fine arts) under the Culture and Communications Min-
istry.

Despite this very high degree of diversity, characteristic of French high-
er education, it is nevertheless possible to distinguish some common
features. It is no longer possible to contrast universities and colleges, in
that universities have considerably developed vocational courses in which
a high proportion of engineers and management graduates are now trained,
while colleges have become increasingly involved in research activities.
However, the French system is characterised by the coexistence of selec-
tive and non-selective sectors. The highly sensitive issue of selection
emerges for access to higher education and is discussed in this article.



The first cycle of higher education, lasting two years, is generally based
on the principle of non-selection. This is set out in Article 14 of the 1984
law on higher education, now Article L 612-3 of the education code, which
gives every baccalaureate holder the right to enter the university course of
their choice. But exceptions are also made: university technology institutes
(IUTs), preparatory courses for the major colleges (CGPE), higher techni-
cal sections (STS) and health education courses. The latter are subject to
a numerus clausus set at national level after a competition that is taken
at the end of the first year of university. Conversely, universities offering
long-cycle courses have no say in recruiting their students since the prin-
ciples of free access and non-selection apply. Thus, the corollary of free
access to university and entrance selection for short-cycle courses means
that students’ entrance into university depends both on their wishes, infor-
mation they have gathered or assimilated and whether or not they are
accepted on the selective courses. The outcome is therefore not neces-
sarily ideal. For example, a significant number of baccalaureate holders
end up on a general university course even though they had applied for
a short-cycle selective vocational course. Conversely, a growing number
of baccalaureate holders choose to enter an IUT or STS but end up con-
tinuing their education in the second cycle. This is the phenomenon analysed
in this article.

European journal of vocational training
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Annex 2
Characteristics of the statistical population

Table 1: DDeessccrriippttiioonn  ooff  tthhee  ppooppuullaattiioonn

Source: Céreq data, Processing by Cereq-Laboratoire d’Économie Sociale. 
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Course type

Gender

Family
circumstances

Type of
baccalaureate

Region

Father’s profession

Mother’s activity

BTS
DUT

Male
Female

Single
Married, 
Divorced

Technical
General

South
Centre
North
West 
Île de France

Managerial
Non-managerial

In employment
Not in employment

15.93
10.49

16.7
8.04

12.2
19.13

10.76
17.48

13.46
17.11
15.53
9.7

10.35

11.36
14.38

13.04
13.05

42.91
62.93

55.02
51.47

54.95
43.43

57.46
45.86

50.71
53.24
57.0
56.94
51.93

50.55
55.89

53.52
53.54

41.17
26.58

28.28
40.48

32.88
37.44

31.78
36.65

35.87
29.64
27.47
33.37
37.73

38.09
29.73

33.45
33.41

Number of BTSs: 35 481 
Number of DUTs: 20 400

Long-cycle general courses Long-cycle
vocational

Post-BTS
Post-DUT

Breakdown by continued education course (%)Particulars of 1988 graduates 



European journal of vocational training – No 39 – 2006/3 – ISSN  0378-5106

VOCATIONAL TRAINING POLICY ANALYSIS

Youth unemployment
Outline of a psychosocial
perspective 

Margrit Stamm

Professor of Educational Science at the University of Fribourg, Switzerland,
specialising in social and vocational education for young people

SUMMARY

This analysis of education policy constitutes an attempt to outline the problem

of youth unemployment. Building on a recognition that structural change in the

‘society of labourers’ has also affected the social entity ‘young people’, it shows

the problems inherent in our concept of linear transitions to working life and the

need to learn to live with imponderables, by gradually freeing ourselves of the

illusion of full-time employment and of waiting for things to improve. The ans-

wer to the question of who is equipped to cope with life will ever less often be

‘the person with a secure job’ and ever more often ‘the person who is competent

to handle transitions’. So in the context of youth unemployment, what is needed

is a change of direction, from a burden-oriented coping paradigm based on a de-

ficit to a competence-oriented coping paradigm. However, all young people (and

not only those belonging to special risk categories) need models and concepts

of success for this new skill. This means that there is a socio-political task fa-

cing society as a whole, as well as a need for young people affected by unem-

ployment to cope with their working career. 

Introduction

Young people today are a generation that has been cheated. They want
nothing more than to be integrated into working life, but constantly expe-
rience rejection and refusal. In the process, unemployment has become a
reality in their working career. Many young people interpret such experi-
ences as a misanthropic message: ‘Society has no use for you. You might
as well not have been born.’ For years they believed parents and teachers
who told them that ‘you (…) (need to) work hard and loyally, everyone
according to his occupation and position, (and) man (…) (was) born to work
as birds were born to fly’ (Luther, 1962, p. 21). They learned that this means
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that success at school and educational qualifications are the main sources
sustaining later working careers. Now, however, as they seek a trainee-
ship or a job, they are finding that the ‘society of labourers’ is displaying an
increasing shortage of jobs, which affects them. It is not only young peo-
ple with very limited qualifications who are now encountering such scenar-
ios. Even high-level educational qualifications no longer guarantee prob-
lem-free integration into the employment system (Lüde, 1998). So it is un-
derstandable if young people perceive the unsuccessful quest for a trainee-
ship as a ‘prior conviction’ imposed on them. Education is supposed to
be profitable? What’s the point of my life then, when I work hard at
school but end up being one of society’s losers anyway? To date young
people have received virtually no answer to questions like this. Even in a
society that socialises young people with a view to employment and ex-
pects them to be willing to work, but at the same time in reality denies them
work. It is obvious that a ‘late modern double-bind situation’ of this kind can
only lead to fundamental insecurity.

This analysis of education policy sets out to take up these problem ar-
eas on the basis of the theory and empirical experience of developmen-
tal psychology and socio-pedagogy. Building on an initially trivial hypoth-
esis, namely that structural change in the society of labourers has includ-
ed the social entity ‘young people’, against the background of considera-
tions of developmental psychology and vocational education it shows the
need for a change of direction for all young people, from a burden-orient-
ed paradigm to a coping paradigm. 

Our double-bind society

What is our society doing, against a background in which young people are
being denied a socialisation through to adult existence that is assumed
to be ongoing? And what are we doing about the fact that we have found
no answers to the above questions from young people? It is true of the
German-speaking regions at least that we claim, firstly, to be convinced
that an imminent economic upturn will lead to a decline in unemployment
and will once again guarantee full employment and training and job secu-
rity. All that is required for this ‘standard’ employment relationship to take
effect for all, and also and in particular for young people to be integrated
into training and employment, is for sufficient State funds to be expended
(Thoma, 2003). Secondly, we declare that youth unemployment is a prob-
lem of deviance and that assistance to young people is a state-approved
remedial exercise, and thereby assure ourselves that we are taking
youth unemployment seriously, as a most urgent problem. And thirdly, we
cite the results of the vast body of research, which are always the same,
and which demonstrate to all of us, particularly the young, the looming ma-
terial, mental, social and health-related burdens that accompany unem-
ployment.
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Although this is not our intention, in perpetuating these patterns of ar-
gument we are spreading a poison that does even more damage to every-
body. The vocabulary we use alone promotes youth unemployment at the
level of a paradigm based on the individual burden. It is to this that such
terms refer as ‘disadvantaged young people’, ‘risk trends’, ‘the fate of in-
tegration into employment’ and the ‘educationally disadvantaged’ – these
terms imply that youth unemployment is to be understood as a failure for
which the individual bears responsibility, a departure from the standard ca-
reer history. How do young people themselves deal with such inferences?
For the moment still in a very positive fashion, in that they are still trying to
live according to their ‘career illusions’ (Bourdieu, 1990). Despite the
dark clouds on the horizon, they ignore the structural criteria and effects of
the labour market. They seek an occupation that has to be their ideal oc-
cupation, which will be enjoyable, will suit them, and will promote their self-
development. However, this individual perspective is by no means con-
fined to young people, but is a ‘guide rail’ to which late-modern man ori-
ents himself (Thomä, 2002). 

The truth is that in view of the acute shortage of traineeships, large num-
bers of young people are denied the development hitherto marked out as
the norm, and the move from student to worker cannot take place, so
that the protected educational space is inevitably extended. For this very
reason, insecurity and uncertainty increase dramatically, and mental reori-
entation gradually becomes apparent. This may have both positive and
negative effects. It is positive when reorientation leads to (hesitant) aban-
donment of the concept of the ideal and to a new, more realistic, orienta-
tion of vocational ambitions and hence results in stabilisation of mental wel-
fare (Haeberlin et al., 2005), but it may also lead to increased competi-
tive pressure and pressure to achieve. However, if the result of the reori-
entation is that the hitherto optimistic view of one’s own ability to take ac-
tion (‘self-effectiveness’) is replaced by resignation and retreat, the effects
are not only negative, but also actively alarming. The individual then seems
to be pre-programmed to flounder on the contradiction between opportu-
nities for action and normative orientation.

The society of labourers as 
a ‘discontinued model’

‘What we are confronted with is the prospect of a society of labourers with-
out labour, that is, without the only activity left to them. Surely, nothing could
be worse.’ Today this observation, made by Hannah Arendt in the Prologue
to her 1958 book The Human Condition, has, with only a few exceptions,
become a reality for Europe. In fact we are light years away from a mod-
ern society of labourers in which full employment is the norm. However,
our society continues to live in accordance with the concept of a stan-
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dard career history based on paid employment, under the premise of full
employment (Schmid, 2002; for critical comment, see also Beck, 2005).
Despite globalisation and automation, she sees gainful employment as piv-
otal and crucial to success for the individual in coping with life, and regards
all other areas as less critical. Not only is work possessed of omnipotent
significance, but, according to Max Weber (1988), it has also actually be-
come a religion, a post-modern ‘meaning of life’. From the perspective of
social and vocational education, work is important, firstly to the develop-
ment of a material livelihood, and also, secondly, to the development of a
personal and social identity (Galuske, 1986). If everything is subordinated
to employment but there is none, and life plans are consequently put at
risk, the feasibility of this concept threatens to become a fiction. This ap-
plies not only to the working population, but also and in particular to young
people, to their transition from school to working life and from vocational
training to employment. However, both transitions are taking place in a
manner that is anything but straightforward (Isengard, 2001; Meyer et al.,
2003).

There is a major problem here, not only because statistics show that
in Europe at least one in seven young people is affected by unemployment,
but also because this means that as a result this young person is complete-
ly unable to take a crucial step – to acquire a working identity via integra-
tion into the adult world and preparation for a working career. However,
ever since Erikson (1974), a working identity – committing oneself in the
employment sphere – has been regarded as one of the key development
tasks for young people, which also include leaving the parental home,
developing their own system of standards and values, or starting a rela-
tionship. If this means that this stage of life serves to elaborate the key
elements of one’s personal identity, it seems highly likely that the funda-
mental insecurity brought about by unemployment must have far-reaching
consequences on young people’s development. In the light of the ‘end of
the society of labourers’ (Negt, 1998), is it even possible for them still to
develop such a thing as a working identity and subjective and meaningful
work orientations respectively? Or would it not be much more sensible to
remain ‘confused in the sense in which Erikson uses the word, i.e. delib-
erately not to decide on anything, to avoid commitments and also not to
develop any clear value structures and preferences? Such questions could
prove redundant in future. At the very least, it can be assumed that owing
to the structural change in our society of labourers, this traditional model
of identity development can no longer apply, and that a working identity
is being replaced by an integrity that tends to be geared to the world of life. 

Against this background, however, how do young people actually be-
have? A look at various studies (Raab, 1996; Steinmann, 2000; Amosa,
2004; Meyer et al., 2003) shows that from the point of view of developmen-
tal psychology, superficially their behaviour is ideal. Young people work
actively on their work identity, and hence also on occupational self-
socialisation (Keupp et al., 2002). Initially they adopt a standard career his-
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tory pattern. To them, this means striving for vocational training and sub-
sequently moving on to a permanent full-time job. Even more than that,
they struggle to achieve their ideal job and hold on to their strongly occu-
pation- and work-based thinking. So they experiment in their quest for
the job they want – to stimulate smooth, direct integration, they write
(too) many applications, but also knowingly accept diversions and holding
patterns. Is this making linear transitions a discontinued model, marking
the end of the old order? It would almost seem so, for such linearity pre-
supposes normality, and in the light of the many ‘now and thens’, the
‘both/ands’, or the ‘neither/nors’, normality has become unsustainable.
Owing to this new dynamic, the constant toing and froing, these transitions
have also recently been christened ‘yo-yo’ transitions (Iris, 2001; du
Bois-Reymond, 2004). This term represents the increasingly risky, reversible
and unplannable transitions, with their constant toing and froing between
independence and dependence, between adolescent and adult status.
State-sponsored employment and bridging programmes also constitute a
fundamental basis for these yo-yo transitions. Admittedly these programmes
improve people’s lot and are undoubtedly justified, but the way in which
they define their target group means that they relabel unemployment as
an education problem, deteriorate into holding patterns (Galuske, 1986),
and so ultimately individualise the causes of the problem. Yo-yo transitions
are by no means always a matter of choice, but are, in the majority of cas-
es, unavoidable, and also, depending on material, social and personal
resources, stigmatise those involved.

Empirical experience of youth unemployment

In our society, the mood on the subject of youth unemployment is threat-
ening to reach a new low point. Anybody who cannot see this should
read the stories in the papers. They provide headlines almost every day.
They talk of ‘traineeship drama’ or ‘traineeship disaster’ (Die Welt, 2003),
of ‘Anxiety about livelihood in the classroom’ or of a ‘Time bomb of un-
employed young people’ (Bildung Schweiz, 2003). The range of statistics
and research findings also offer a clear message – in Europe, some 15%
of young people aged 15 to 19 are unemployed. Out in front are Spain,
Greece and Italy with 25% (State Secretariat for the Economy, 2005). In
Switzerland, the figures for youth unemployment are 7.1% in the 20-24 age
group and approx. 4.1% in the 15-19 age group, which are fairly low in com-
parison with the international average, but still much too high in terms of
the thousands of job seekers involved and the tripling of rates in the last
two years. In addition, a whole series of negative consequences are con-
cealed behind these data. It is true that since PISA (German PISA Consortium,
2001) and TREE (Meyer et al., 2003), the two studies of most relevance
to issues of this kind, they have become part of ‘education-policy folklore’,
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but they are nevertheless impressive. For example, the data show that in
Germany, Belgium and Switzerland, it is primarily sex, nationality and ed-
ucational qualifications that are decisive in whether the transition to a
regular training relationship has a positive outcome. In the 1960s it was the
metaphor of the ‘working-class Catholic girl from the country’ (Peisert, 1967)
that stood for educational disadvantage, but today it is the weak male stu-
dent from a ‘secondary modern’ type school and from an immigrant fami-
ly who fulfils this role. He is the main loser in the context of modernisation.
On the other hand (although this statement possesses empirical validity
only for Switzerland), the young male national continues to have the best
opportunities, even if he has not achieved excellent educational qualifica-
tions or if he already has behind him a lengthy phase of getting his bear-
ings (Haeberlin et al., 2005). This does not, however, apply to young women,
who are subject to much stricter criteria. We know, for example, from the
German Shell study (2002) or the Anglo-Saxon study focusing on Europe
by Warner Weil et al. (2005) that many young people, particularly girls, feel
threatened by the problem of unemployment long before they complete
their compulsory education. For 12-18-year-olds, the fear of one day be-
ing without a job is now stronger than any other fear. However, almost 50%
describe work as the most important or second most important of five ar-
eas of life (family, work, community association activities/friends, leisure
time, religion). Thus the data also show clearly that nowadays the tradition-
al formula according to which being young means being cool and unen-
cumbered no longer applies, or applies only superficially. This is indicated
by the relevant research studies (Kieselbach, 2001; Richter, 2004; Imdorf,
2005; Reissig, 2005), which show that even brief experience of involuntary
unemployment leaves young people with traces of insecurity, doubt, res-
ignation, social isolation or health problems. A particularly serious problem
is the calling into question of membership of the group of trainees or em-
ployees and the ensuing enforced retreat into the family, which in turn leads
to a delay in the separation process, which is already in any case a poten-
tial source of conflict. 

Against the background of these scientific findings, it is essential for in-
dividual States to treat youth unemployment as a priority issue. The fact
that, at least in Switzerland (Eidgenössisches Volkswirtschaftsdepartement,
2005), there have been passionate arguments about rafts of education-
policy measures shows that the problem is being taken seriously. Nevertheless,
the entire debate is based on a burden-oriented scenario based on a deficit.
How, then, are young people to develop a spirit of hope and confidence?
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Coping skills in place of burden-oriented
scenarios

Our European ‘society of labourers’ is currently in the midst of a fundamen-
tal crisis to which no end can be foreseen, but only an end to the hope of
a return to full employment. This statement may not be true of all the coun-
tries of Europe, but nowhere do unemployment and its consequences
appear to be merely a transitory manifestation, so it would seem that changes
must be made in the longer term (Beck, 2005). The problem affects us all,
not only the younger generation but also the older generation, the majori-
ty of whom have hitherto been in stable employment. 

So all the signs indicate that we need to abandon both the straitjacket-
ed concept of the society of labourers and our ideas of linear transitions to
working life. We must learn to live with imponderables, gradually freeing
ourselves of the illusion of full-time employment and of waiting for things
to improve. The answer to the question of who is equipped to cope with life
will ever less often be ‘the person with a secure job’ and ever more often
‘the person who is competent to handle transitions’. In future, life as a whole
will become a transition for everybody. This means that a dual coping task
ensues, firstly a socio-political task facing society as a whole, and second-
ly a need for young people affected by unemployment to cope with their
working career.

However, if we focus only on the suffering involved in youth unem-
ployment, we cannot manage transitions. What is needed instead is a
change of direction, from a burden-oriented coping paradigm based on a
deficit to a competence- and resource-oriented coping paradigm (Krafeld,
2000; Stauber, 2004). However, it is not just the young people affected by
unemployment who need to change direction, but all of us. ‘Burden’ implies
‘endangering’, sees young people as victims, and promotes resignation
and feelings of powerlessness. In contrast, ‘coping’ or ‘management’ is
based on developing potential, sees the unemployed as subjects and ac-
tors, considers every situation to be open to development and change, and
promotes self-confidence and strengthening of the individual, even in times
of crisis. However, the previous adherence to the burden-oriented para-
digm was an initial necessary and important step towards actually recog-
nising the dramatic nature of the situation. To persist in this view now is,
though, a retrograde attitude, an adherence to anachronisms, which gets
in the way of identifying the viewpoints necessary. The paradigm of cop-
ing behaviour is the optimistic response, designed to strengthen young
people and to enable them to achieve successful career patterns, de-
spite the stressful situation in terms of finding jobs. However, coping strate-
gies do not come about of their own accord. They are primarily the prod-
uct of the society immediately around the young people, including the be-
haviour of positive role models in the shape of the adults close to them and
those who guide them. 
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Consequences

A concept formulating coping strategies for an uncertain working future
would be of great significance in developing prevention and intervention
measures in the context of youth unemployment. However, only a margin-
al quantity of the relevant knowledge exists. So more research is needed
into why certain young people are resilient and survive phases of unem-
ployment undamaged. ‘Resilience’ is understood as meaning people’s ca-
pacity to overcome crises with the aid of personal and social resources and
to use them as an opportunity for development. Concepts such as salu-
togenesis and coping are related to the concept of resilience (Holtmann,
Schmidt, 2004). All these concepts add to the orientation towards deficits
and burdens the alternative viewpoint of coping/management. We must,
however, concede that research into resilience and coping in general is still
in its infancy, and that we know little about productive forms of coping in
the context of youth unemployment. They probably include measures such
as the promotion of ways of finding an identity not restricted to paid em-
ployment, mobility training, or the capacity to come to terms with changing
conditions. The development of strategies for resolving problems and con-
flicts, of positive self-awareness, of stress-management skills or training in
self-effectiveness should, however, be to the fore. 

Ultimately, the whole problem of youth unemployment lies in the collec-
tive imagination. Our burden-oriented attitude encourages such trends.
State support and sponsorship measures are on the right track, but edu-
cation and training do not consist only of state-organised provision. They
also involve discussion, conversations with oneself, and the social partic-
ipation of society in dialogue with those involved. And there is a shortage
of this in Switzerland – and probably also in many other European coun-
tries. Our young people are in urgent need of images of success. They
must be given at least what is most lacking in the current difficult debate –
primarily, strategies, communicative exchanges and the participation of so-
ciety, to enable them to cope with uncertain future prospects.
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SUMMARY

The article includes part of a research study on experimental work in teaching

science (Santos, 2002): a teacher with ten years in the profession received

teacher training. It goes on to describe the training programme, which lasted six

months and is included in the practice-oriented training paradigm (Kennedy,

1987), along with a reflective approach to practice (Gómez, 1992). The goal of

this training was the teacher's professional development. The article also inclu-

des the teacher's own reflections, immediately after completing training and four

years later. 

The training of science teachers in Portugal

In Portugal, teacher training may be divided into the following phases:
initial training, training in the work context during the period of initiation
into the profession (traineeship/practice period) and professional develop-
ment (Garcia, 1999). Obviously, this third phase is intimately connected
with lifelong learning, part of which is continuing vocational training in the
shape of formal courses.

At the moment, a science teacher in Portugal receives initial training at
a university (five years - four years plus one) or an institute of higher edu-
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cation (four years, three years plus one). Universities train teachers for any
level of education. Graduates of institutes of higher education, which are
polytechnics, are only able to teach at pre-school, first primary school lev-
el (ages six to nine) and second primary school level (ages from 10 to 12).

A number of bodies are accredited to conduct formal courses of contin-
uing vocational training. These are the universities, school training centres,
scientific associations and teachers’ associations, trade unions and
firms. There is a very wide range of training on offer, from workshops
(50-60 hours) and courses (at least 25 hours) of either the personal atten-
dance or distance learning type, to the conduct of research projects. In
Portugal, the continuing vocational training of teachers is one of the re-
quirements for advancing in one’s career. Advancement is connected with
the policy of teacher assessment, which is made up of three elements: a
critical reflection document prepared by the teacher under assessment,
compulsory attendance at continuing vocational training courses and a ver-
dict on the part of an assessment committee belonging to the school where
the teacher works.

In a study on the implementation of teacher assessment policy in Portugal,
it was concluded that the assessment policy, which is supposed to promote
teachers’ professional development and organisational improvements in
schools, failed to include a number of characteristics which literature on
the subject deems fundamental for attaining these goals. Implementing the
teacher assessment system aims above all at the administrative goal of
making it possible for a teacher to advance up the career ladder (Curado,
2002). In another study, (Marques et al., printing) where teachers at the
‘Mestre’ (Master) grade were interviewed, and which identified obstacles
to the links between research and educational practice in scientific educa-
tion difficult, teachers said that initial training was inadequate and knowl-
edge acquisition in continuing vocational training fell short, both in terms
of education research and of specific fields. There is not enough training
on offer in subjects of particular importance to teachers, such as experi-
mental work, problem-solving, information and communication technolo-
gies and the use of existing resources in the school. It was also pointed
out that initial and continuing vocational training used methods that were
based mostly on passing on information and technical skills; the honing of
social and self-training skills was neglected. As Garcia (2002) states, ‘the
ways in which teachers learn do not generally coincide with the possibili-
ties offered by training institutions’.’ (p. 27). Moreover, studies conducted
in Portugal and cited by Flores and Shiroma (2003) provide evidence
that in-service training was planned and implemented in accordance with
a bureaucratic concept of technological orientation (Ferreira, 1994; Barroso
& Canário, 1999; Ruela, 1999; Silva 2001), where empirical evidence
demonstrated that continuing vocational training activities were planned
and implemented in accordance with a bureaucratic concept orientated to-
wards technology (Ferreira, 1994; Barroso & Canario, 1999; Ruela,
1999; Silva, 2001).

European journal of vocational training
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In the article ‘A Formação de Professores em Portugal e a Universidade’
(Teacher training in Portugal and at university), Pereira (2002) asserts that
‘the problem is that teacher training at Portuguese universities, or even out-
side them, is that it is based on models (...) originally designed for accel-
erated teacher training; these fulfilled their historical functions in the 70s,
when the aim was to render teaching more democratic but are entirely un-
suited to current circumstances (…) as they fail to prepare teachers for the
world in which they will be teaching for the next thirty years (…), and they
do not dwell in the slightest upon lifelong learning, on learning to learn or
on initiation into research.’ (p. 59).

Professional development of science teachers
A brief theoretical discussion 

Below are a few definitions of professional development for teachers (PDT).
‘A process designed for the personal and professional development of
individuals in an organisational climate of respect, positivism and sup-
port, the ultimate goal of which is to improve learning by pupils and con-
tinuing and responsible self-renewal on the part of educators and schools.’
(Dillon-Petersen, 1981, cited by Garcia, 1999) 
‘The process which improves the knowledge, skills or attitudes of teach-
ers’ (Sparks and Loucks-Horsley, 1990, pp. 234 and 235); 
‘Professional development is more than just a stage in acquiring infor-
mation; it means adjusting to change with the aim of modifying teach-
ing practice, changing teachers’ attitudes and improving pupils’ perform-
ance. The professional development of a teacher is concerned with per-
sonal, vocational and organisational needs.’ (Heidman, 1990, cited by
Garcia, 1999);
‘Professional development has been defined more broadly as including
any activity or process that leads to better skills and attitudes. Understanding
or action in current or future roles.’ (Fullan, 1990, cited by Garcia, 1999).
As may be seen, the concept of PDT includes many different dimen-

sions, including pedagogical development, self-knowledge and self-under-
standing, cognitive development and theoretical development (Howey,
1985). 

Professional development is a concept whereby the teacher is viewed
as an educational professional who is constantly evolving as a person,
as a professional and as an individual; and whereby teaching is viewed,
not as an applied science, but rather as a deliberating practical activity with
a clear-cut ethical component. From this point of view, professional devel-
opment is seen as the combination of processes and strategies which make
it easier for teachers to reflect upon their own practices; it allows them to
manage practical and strategic knowledge while inducing them to learn
from experience (Garcia, 1999). Here we can see the concept of reflection
and the work of authors such as Schön (1983, 1990) and Zeichner (1987),
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which centres on the process of training in the reflective analysis of the
teacher’s professional practice. Nevertheless, as Cachapuz et al. state
(2002), it is also necessary to be acquainted in depth with what one is teach-
ing and to hone one’s own (particularly metacognitive) skills which such re-
flection demands. On the subject of initial teacher training, Pombo (1993)
contends that, in addition to the scientific and pedagogical component, the
reflective component, in which the teacher tries to create critical distance
and overall integration of the various components, is necessary. When we
talk about science teaching we have to refer to society as it is now, and
in which constant cultural, scientific and technological changes are taking
place; hence the need to prepare pupils for that society. Every teacher and
every school has the duty to participate in their pupils’ scientific training.
Schools must realise that they too need to change.

When we talk about teaching science we have to talk about experimen-
tal work. The experimental dimension is fundamental to any science cur-
riculum (Cachapuz et al. 2002). We need to ask ourselves whether it is im-
portant to change our educational practices in relation to experimental work
in secondary education. The answer, most definitely, is yes. The pupils we
are talking about are between 16 and 18, ‘at an age when they need ac-
tivities that provide them with a certain degree of autonomy and respon-
sibility, that give them a challenge, that give them the taste for a scientific
career, that help them to develop overall in both the personal and socio-
occupational field.’ (Santos, 2002, p. 176). It is not certain that this is
possible with routine experimental work. All science teachers must be made
to conduct experimental work with their pupils, with recourse to the diver-
sity of possible formats and without limiting themselves to using pre-estab-
lished procedures which pupils follow step by step as if they were using
cooking recipes. Research is one of the formats most widely upheld by a
number of authors, on account of its potential for learning about science
and learning in general. In investigative experimental work, pupils take
on board and recognise the problem under study as something real and
they are allowed to take a hand in the planning, execution, interpretation
and assessment of the evidence and possible solutions, as well as com-
municating their results verbally and in writing (Lock, 1990). Hence, just as
there is a change in the teacher’s role, in which the core of the action takes
place via the pupil, so training in experimental work is essential for the sci-
ence teacher’s professional development.

The training of science teachers conceived of as professional devel-
opment has recently become relevant in research into science teaching.
The professional development of teachers may be viewed as a general
restructuring of the beliefs, attitudes and behaviour of teachers vis-à-
vis science and scientific education (change in teaching) (Furio, C. and
Carnicer, J., 2002).

The central idea of this kind of professional development for teachers
is that the process is one of ongoing and inevitable learning. It is said
that training programmes have to change before teachers can change; pro-
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grammes must allow teachers to become active learners, who configure
their professional development by reflecting on their own programme and
practice (Clarke and Hollingsworth, 2002). The concept of ongoing and life-
long professional learning is of fundamental importance. 

Some results of an empirical study

In this study, part of an investigation into experimental work on teaching
science (Santos, 2002) is set out, which involved training in pedagogy for
a science teacher employed in secondary education, within the regular ed-
ucational system. The points of departure were as follows: what type of
training does one choose in order to induce the teacher to put into prac-
tice, together with her pupils, research experimental work, a method of
teaching rarely used in science classrooms, [and] what strategy should be
used to foster such a change in her teaching method?

At this point, we describe the teacher’s standard practice, the profes-
sional development strategy and reflections thereon at two different points
in time – namely, after the training process and four years after the ex-
periment.

The teacher’s standard practice

In order to gain a clear idea of the type of experimental work which this
teacher was accustomed to allow her pupils to carry out in the class-
room, we analysed the data collected in the course of an interview with the
teacher conducted at the start of the study. In the interview, when we asked
her how she taught her classes when it was necessary to put into practice
experimental work and which support materials she used, the teacher replied
as follows:

‘What we do is provide some theoretical knowledge and on the basis
of this proceed further in delving into a given problem. Because we pro-
vide the pupils with the protocols, we lead them to specific answers. They
already know what the material is, and what method and procedure will
be followed … So all they have to do is to carry out the experiment, as-
semble the results and try to draw some conclusions. Very often even the
conclusions themselves are guided, because it is we who arrange the dis-
cussions in the record. It’s all guided. We just spoon-feed them every-
thing.”

(4)  These are Algeria, Egypt, Israel, Jordan, Lebanon, Morocco, the Palestinian Authorities,
Syria and Tunisia. 

(5)  The Global Business Environment Ranking, which covers 60 countries and uses a range
of indicators to evaluate the business environment, gives Syria a very poor rating, according
to the Investor Roadmap for Syria (Syrian-European Business Centre).
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The pupils did not participate in drawing up the research plan. They did
not choose the problem, nor did they formulate the hypotheses or plan the
experiment. There was no interpretation of mistakes either, with a single
response being sought, confirming a theory and not explaining the phe-
nomena or establishing a link between theory and practice. The pupils
themselves and their teacher confirmed that this was the modus operan-
di. It fits in with a number of studies carried out in Portugal (Cachapuz et
al., 1989; Miguéns, 1990; Almeida, 1995; Silva, 1999 and Valente,
1999).

The process of training the teacher 

We have just seen, as set out in the foregoing paragraph, that the teacher
always used the same type of experimental work in her classes. Nevertheless,
this can take various forms, one of them being research. In the same inter-
view, at the beginning of the study, when asked about her research experi-
mental work, the teacher said ‘yes, I have heard about that but I do not know
very much about it’ (…).‘I don’t know of any colleague or teacher who has
done this up to now, and I do have quite a few years’ service behind me.’

Arising from her training need were fresh questions about research, such
as how to train a teacher and what model was to be used.

When training teachers, there are a number of different angles: ‘Every
direction taken stresses different aspects (…) none offers a complete mod-
el as a guide as to the implementation of a programme’ (Feiman-Nemser,
1990 p. 227). Bearing in mind our objective of allowing the teacher to de-
velop professional skills in such a way that she is able to put into practice
a new teaching/learning strategy, we drew up a training programme which
is included in practical guidance and which, according to Kennedy (1990),
entails deliberative action and critical analysis. Gómez divides this guid-
ance into two approaches, one traditional and the other reflecting on prac-
tice. The process followed is included in the latter approach. Garcia (1999)
affirms that, in teacher training, this guidance is basically used when or-
ganising and developing teaching practices. The process of training the
teacher who took part in the study lasted six months and included the fol-
lowing activities:
1. An initial interview with the teacher. This was semi-structured and de-

signed to learn about her teaching practice and how much theory she
knew about experimental research.

2. Informal discussions between the researcher and the teacher that served
to promote awareness and also acquaintance with the existence of var-
ious types of experimental work.

3. Reading and analysis of literature referring to the role of experimental
work in teaching science.

(6)  According to Emerging Syria 2005, Oxford Business Group.
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4. Joint, retrospective reflection between the researcher and teacher on
relating theory and practice, while acquainting the teacher with the way
of guiding the research carried out by her pupils.

5. Looking at self, in a different group from that of the main study, in terms
of the direction that experimental research work in the laboratory should
follow.

6. The conduct of experimental work in a sequence of three investigations.
It should be said that these classes were recorded and observed by the
researcher without participation on her part.

7. Semi-structured interviews by the researcher with the teacher at the
close of each investigation to ascertain her views on the results obtained
and the way the whole process had taken place. The interview held
after the third investigation aimed at further goals, namely assessing the
extent to which the objectives initially proposed had been reached, and
assessing the training impact of the study on the teacher’s practices.
In these last interviews, the teacher pointed to the varied potential of
this type of experimental work, developing the pupils’ capacity to learn
how to learn and also significant learning in terms of content and con-
cepts, as we can infer from the following extracts:
‘The capacity to learn how to learn - which is what they achieved by this
entire process (...) shows that beyond the knowledge we can transmit
[to pupils], they should become able to use specific tools in order to ‘learn
to learn’- that’s what is important here.’
‘Being able to set out a problem, hypothesise, plan the experiment,
execute and analyse the results and draw conclusions - all these are
important steps and constitute tools for effective learning. It therefore
gives them the opportunity to transform all the information available to
them into knowledge. Doing exactly this and knowing above all how to
solve problems, not only in biology, but in one’s future life (…) And what
is it that is needed for this? They need to know how to choose (…), or-
ganise and relate - how to think. And it is this which, essentially, we have
to teach them’
‘On the basis of the research sequence they become able to orient (…)
their reasoning and experience in such a way as to be able to grasp the-
oretical concepts.’
Concerning her own role in guiding and implementing experimental

research, the teacher said that she felt a degree of uncertainty. She under-
stood that in this kind of teaching/learning strategy, the teacher had also
to be prepared to place herself in a position of learning. She went on to say
that teachers and the school had to change the way in which they taught
their pupils in order to better prepare them for life – by developing their abil-
ity to solve problems. The following extracts confirm these conclusions.

‘To have the courage to propose open research [to the pupils] is a
very great risk (…) on the one hand we do not know what it is they would
like to do research into - to my mind, we feel afraid. I am afraid I shall
not be up to it when it comes to answering their questions (…) if a pupil
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notices any gaps in knowledge on the part of the teacher, this may lead
to a credibility gap.’
‘The other thing which can happen when we propose open research is
an inversion of the teacher’s role. In other words, the teacher is not
only the person who, from the loftiness of his/her unquestionable erudi-
tion, is there to give out material. He/she has to be a person prepared
to sit down beside the pupils in order to learn something as well (…).
He/she does not stop teaching, but has to be of a disposition always
to learn something (…). I think this is what I felt most deep down and it
was this which made me think that this whole process boiled down to
being in the right frame of mind for learning. After all, it is no crime not
to know everything - the crime is not to want to learn more, is it not?
Because the teacher will always have doubts and fears and have minor
or major failings, is that not so?’
And she concluded that ‘in the midst of all this, only one thing is certain:

“It is that one never knows everything”.’ This was something I felt deep
down in myself when dealing with the children (…) One never knows every-
thing and one always has to keep plodding along, updating one’s knowl-
edge all the time.’

After the three experimental investigations were completed by the pupils,
the teacher reflected critically on her own practice. In talking about labora-
tory work that always used a set procedure, she said the pupils simply com-
mitted the content to memory to fit the final assessment and that ‘once the
national examinations are over, they forget about it.’ According to the teacher,
what happens in the classrooms is that ‘we get rid of all the content with-
out further ado and, at bottom, it is not that which interests us.’ And again,
on the subject of a critical attitude, the teacher continued:

‘I had never thought of things this way and this whole process (…) ac-
tually made me aware of these [issues]. The truth is that as teachers we
have not quite come up to scratch. Or else it is the way in which we com-
municate with our charges. We have to reformulate the whole system
of teaching, because it really does have to be different, they have to be
given the opportunity to learn to disentangle their problems and find so-
lutions to the problems life throws at them and we are not going to achieve
this by dishing out subject matter. To do this we really do need to pro-
ceed differently.’

What the teacher thought

After four years of training, the same teacher told us there had been a
change in her teaching practice. She told us that, currently, and in the course
of the last four years, she had allowed her pupils to suggest research
that interested them. The following examples illustrate this:

‘On the basis of the training, in my presentation classes, I always say
“you are entirely free to propose any subject for research you like” (…).
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After that, I only help in collection and selection, they do the project and
I see whether it has been well done or not (…) And from then on, they
do the work and they research the conclusions.’
‘I remember a research project we carried out after our experiment. In
it, the pupils were putting into practice the principles of asexual repro-
duction for the propagation of a pineapple. Such a thing had never en-
tered my head - it had never been catered for in any syllabus (…). It
brought with it the need for all kinds of knowledge. When the goals had
been defined, information had to be obtained about temperature condi-
tions (…). Obviously the pineapple (laughter) had to spend the whole
winter being kept warm and the heater was on day and night, but in the
end we managed to propagate it. But the process took the whole year
(…). These were things I did not know about and it [the pupils] who
actually did it. They learned how to learn in their own way. If they had
any doubt, they coped with it (…). I found the exercise very useful be-
cause at the end of the day they learned how to learn.’

In the course of the same interview, it was reaffirmed that investiga-
tive experimental work had an impact on pupils’ learning. Once again
she mentioned learning how to learn and the understanding of the syllabus
which, in her view, the pupils will never forget (i.e. they learned things which
meant something to them). She added that the pupils showed greater com-
mitment and motivation than previously in carrying out these activities.

‘What is the advantage of this?(…) These research projects, besides
adding to the pupils’ store of knowledge, increased their wisdom. To
me, the advantage is that they learned how to learn for themselves.
And it is this proficiency that is going to enable them to survive through
life. Because, throughout their lives, they are going to have to adjust
(…). We have to think about preparing the pupils to become flexible
and adaptable. What I achieved in implementing this research project
was, at bottom, enabling pupil to learn for themselves (…) they have
to have a space in which to learn how to learn and adjust to different
situations, because it is just this that is going to enable them to be life-
long learners.’
‘When they have that freedom to explore the research subject, when it
is they who propose the subject, collect the material and prepare the
whole scenario, some of them will show commitment (…) There are
pupils we sometimes label disinterested and then, when they are given
the opportunity to be in charge of operations, they are fantastic, they are
workers, they learn everything expected of them – sometimes more.’
The answer to the question ‘What did you change as a teacher?’ en-

abled us to see that she changed her beliefs and attitudes. ‘By then, I be-
gan viewing the pupils in a different light. All pupils are different individu-
als, learning in different ways and we have to apply different strategies,
otherwise, you will not get through to all of them.’ She went on to explain
that ‘there are pupils who succeed very well in learning what we put to them
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by memorising, by reading, by working through exercises, but there are
others who do not. There are others who need to do and touch.’ Out of this
comes an attitude of respect for the person who every pupil is. ‘I give them
autonomy but (…) there are some who receive it with open arms and are
motivated and intend to undertake research, and there are others who will
not (…). People are different and we have got to respect this.’

Beyond these changed concepts with regard to pupils, she again
says, just as she did four years ago, that ‘they have started having a dia-
logue with me. I am learning a lot with them.’ Their view of the teacher
changed also, hence she is not seen as the fount of all wisdom and is fi-
nal arbiter of learning for her pupils.

‘I cannot impose on a whole class just one way of doing things. This
would show disrespect towards those who do not like it and who do not
learn in this way (…). Because if I do not manage to help them to
learn what I would like them to learn, whose fault is it? Mine.(…) Because
I did not have the ability to see that they were different and had differ-
ent ways of learning(…). You just have to vary your strategies. At the
end of the day, you are forced to perceive that there are pupils who are
different from the others. They are persons (…) they manage to inter-
pret things in a way that another does not. Clearly, human beings are
different. They have many facets, not just in the way they learn and
we have to use different approaches.’
Nevertheless, having changed her practice with regard to experimental

teaching, the teacher pointed to constraints on a change in practice, name-
ly large classes, the Ministry’s syllabus and guidelines, the manuals adopt-
ed and also the fact that the pupils were unaccustomed to participating in
strategies of this kind. The methodological suggestions for programmes
for the various disciplines included in the Education Ministry’s guidelines
(1991) refer to few experiment-based activities, none of a research nature.

Again, we would like to mention what the science teacher had to say
about the training process. For her, the most important thing was the ef-
fect that this type of work had upon her pupils. She stated that ‘what was
most gratifying for me was to see the satisfaction on the children’s faces
through having the freedom to plan things their way.’ She went on ‘it was
also important to know that other methods are available – in our own ini-
tial training we learned nothing of all this. We have to get up to date, and
it was good to know that other methods existed.’ A third aspect she said
had been important in this training was always having been accompa-
nied by the researcher/trainer. According to the teacher, ‘I would never
have dared to try it out on my own – even though I read in a book that there
is such a thing as open research. It took some effort to get out of my iner-
tia in order to explore that avenue. Yet I did feel stimulated.’

She also said looking at oneself was an important part of the training
process. ‘We looked at ourselves and you explained to me how it is that
things worked. I was jogging along very nicely – the next year I really stepped
up the pace.’
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Conclusion 

We have seen in the study we presented that after the training course, the
teacher involved changed her way of teaching with experiments. Her
thoughts, which we set out, were expressed shortly after the training course
and four years after the actual study. They refer to changes in her teach-
ing practice, in the results of learning on the part of her pupils and in her
beliefs and attitudes – in line with the model for teacher change (Guskey,
1986), which shows the process of change over time. Thus, starting out
from the training programme that targeted the professional development
of the teacher (as explained in 3b) above), changes in her teaching prac-
tice took place, which influenced how the pupils learned. In turn, because
results were positive, the changes in practice contributed towards chang-
ing the teacher’s beliefs and attitudes.

Shortly after the three orientation sessions on research-based experi-
mental work, the teacher called her own teaching practice into question
and showed a critical attitude and a need for change in teacher’s practices
and in education in general. The teacher understood the need to have an
attitude embracing permanent training and learning – of being a ‘lifelong
pupil.’ ‘By seeing teachers as pupils who continuously build up their own
knowledge of science and pedagogy, teacher training can become an
activity that supports teachers in the construction and reconstruction of
knowledge structures concerning teaching and learning’ (Dana et al., 1998,
p. 120). Or, as Pombo (1993) put it, ‘what better training is there for a teacher
than his/her awareness of being an eternal pupil?’

The question we have to ask is: ‘why did the teacher change her teach-
ing practice?’ A number of factors were equally important in influencing this
change. There was the fact that training took place in the work environ-
ment, this being seen as the best place for further training for teachers
(Kincheloe, 1989 and Pérez 1988, cited by Garcia, 1999), or, as Zeichner
(1987) contended: ‘practical experiments in schools do, of necessity, con-
tribute towards training better teachers.’ (p. 39). 

Another important factor was the thinking process taking place at differ-
ent times. Time was made available for reflection throughout the training
process. The reading and analysis of the literature supplied and the inter-
views with the teacher fostered in her, and indeed allowed her, thoughtful
analysis of her professional practice (this fits in with the continuing voca-
tional training models for teachers in which the teacher is seen as a
thinking professional, which presupposes that ‘the process of understand-
ing and improving (a teacher’s) teaching must start with thinking about
his/her own experience.’ (Zeichner, 1993, p. 17). This reflecting analysis
showed the teacher that there were other possible practices as regards ex-
perimental teaching, inspiring in her a wish to improve and therefore to
change. Resorting to self-examination encouraged reflection – being
able to see oneself in action and reflecting on the action. 
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The process of looking at oneself, the recording of lessons and the ac-
companiment by the researcher were collectively factors which, by allow-
ing feedback, fostered reflection, providing help as regards what to change
and how to bring it about (in this particular instance, the skills necessary
for preparing and carrying out research-based experimental work).

Reflecting on action was a constant in the whole process. ‘Reflecting on
action and on reflection-in-action (critical reflection according to Habermas)
[which] can be regarded as retrospective analysis by the individual of the
characteristics and processes of his/her own action (…) In reflection on ac-
tion, the practical professional, liberated from the conditions governing the
practical situation, can apply the conceptual tools and strategies for analy-
sis in the direction of understanding and reconstructing his or her practice’
(Gómez, 1992, p. 105).

We know that the factors which can help the teacher to become more in-
volved in implementing innovation, and consequently his or her profession-
al development, are: access to information on the innovations he/she is go-
ing to be involved in and awareness of innovations of interest to the teacher
(Fullan, 1991; Furio & Carnicer, 2002). We gave the teacher literature on
the role of experiments in the teaching of science. This link between theo-
ry and practice during the training process was important since ‘grounding
teaching practices on an understanding guided by theory can become an
important component of lifelong learning which is the teacher’s effort to im-
prove his/her teaching practices. (Dana et al., 1998, p. 120).

In addition to the training programme, the teacher’s personal epistemo-
logical attitudes are important (Furio & Carnicer, 2002). By this we mean
the teacher’s interest as a factor which can foster a change in practice
(Fullan, 1991). In this sense, the teacher involved in the study also referred
to the teacher’s intrinsic motivation as a factor to set beside support from
the school. Among the factors favouring her own change in the classroom,
she mentions the support received from the school’s Board of Governors,
particularly in connection with the purchase of equipment. And she adds
‘when there is no equipment, you improvise.’ The teacher showed open-
ness and a willingness to change. She herself mentions personal charac-
teristics of teachers who can help in the process of change and innovation
in education: ‘having the spirit of openness and observation. Observing
that there are pupils who can receive things well one way and others in an-
other way. And then having common sense, perceiving what needs to be
changed and having the willingness to change.’ She goes on to talk about
courage. ‘You have to have courage not only to accept that new methods
exist but to try them out.’

In addition to all the factors mentioned, the fact that the teacher observed
that her pupils were learning more and developing scientific skills, as re-
search went on, encouraged her in the long term to change her way of
teaching experimental work.

These results lead us to ask: ‘What inferences can be drawn for teacher
training and, specifically, for continuing vocational training?’ In our opinion,
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training models must include certain strategies. As well as the teacher’s in-
trinsic motivation, account must be taken of his/her interests and training
needs. Training should be embedded in practice. Teaching practice should
be used as the source and site of learning, via reflection and inquiry, pro-
moting a critical debate on conventional teaching and on other, more ef-
fective, possibilities for innovation in teaching (based on advances in sci-
ence teaching). To this must be added the teacher’s own access to infor-
mation about innovation and his or her ability to actually implement inno-
vative proposals in the classroom. In this way, theory and practice can
be integrated and the teacher can develop a positive attitude towards in-
novation and research in teaching. Throughout this process there is a need
for theoretical and tutorial backup. Ponte et al. (2004) cite Riedel (1977),
who speaks of the need for facilitators who can help teachers develop pro-
fessional knowledge via practice. 

Another aspect to be considered in the training programme is support
from the school as an institution. The idea of a learning teacher and of the
school as a learning community is important (Clarke and Hollingsworth,
2002). It is also crucial to create and maintain an effective partnership
between schools and institutes of higher education. This is an important
link if we are to build communities of teachers as lifelong learners, in recog-
nition of the ability of these institutions to (re)construct various types of
knowledge. 
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CCoommppaarriissoonn  ooff  eennttrreepprreenneeuurrsshhiipp  aatt  ppaarrttnneerr  ccoouunnttrriieess’’  sscchhoooollss  aanndd  ttrraaiinniinngg
cceennttrreess’’  ccuurrrriiccuullaa..  
Forum zur Förderung der Selbständigkeit – FOFOS
Vienna: FOFOS, 2006, 6 vols.

In order to distinguish the needs of SME and one-person-companies,
this project aims to analyse existing support services for persons in self-
employment without employees. It provides best practice examples,
closing with recommendations to enhance the support for specific target
groups. This project is a Leonardo da Vinci project with the title ‘Self-
employment: guidance and counselling for self-employment’. More infor-
mation is available under: 
http://www.fofos.at/projekt_en.php?p_ID=9
Last visit to page: 05/2006. 

CCoonnssuullttaattiioonn  oonn  tthhee  EEuurrooppeeaann  qquuaalliiffiiccaattiioonnss  ffrraammeewwoorrkk..  
Council of European Employers of the Metal, Engineering and Technology-Based
Industries - CEEMET; 
Brussels: CEEMET, [2006], 6 p.

CEEMET acknowledges the Commission’s consultation document aiming
at establishing a ‘European Qualifications Framework’. According to the
Commission document, the EQF shall be developed and implemented as
a voluntary meta-framework to increase transparency and support mutual
trust. Its main goals are to enable qualification frameworks and systems at
national and sectoral level to be related to each other and thus to facilitate
the transfer and recognition of the qualifications of individual citizens. However,
for CEEMET, and as already stated in previous CEEMET papers and ad-
dressed at a joint CEEMET-EMF conference on ‘Skills Shortages in the Metal
Industry’ - it is the transparency and the comparability of occupational
qualifications of employees which are more important for the companies. 
http://www.ceemet.org/positiondocs/EQF-Position-Dec2005.doc
Last visit to page: 05/2006. 
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TThhee  eeccoonnoommiiccss  ooff  kknnoowwlleeddggee::  wwhhyy  eedduuccaattiioonn  iiss  kkeeyy  ffoorr  EEuurrooppee’’ss  ssuucccceessss
//  AAnnddrreeaass  SScchhlleeiicchheerr
Brussels: Lisbon Council, 2006 
(Lisbon Council policy brief) 

A study released by the Lisbon Council shows that educational progress
in Europe is lagging behind, in terms of the quality and quantity of its grad-
uates, in openness of its education systems to students from all social back-
grounds and in the availability of continuing education and training to those
who need it most. 

EEmmppllooyymmeenntt  aanndd  ccoommppeettiittiivveenneessss::  tthhee  kkeeyy  rroollee  ooff  eedduuccaattiioonn  //  DDaanniieell  GGrrooss  
Centre for European Policy Studies – CEPS
Brussels: CEPS, 2006, 8 p. 
(CEPS policy brief, 93 (Feb 2006)) 

More than half way into the decade, it is clear that the EU will fall short of
reaching its ambitious goal to make the EU the ‘most competitive econo-
my’ by 2010. This contribution looks at an aspect that is often forgotten:
namely the link between skills and employment, a central element in the
Lisbon goal. It shows that the key problem of Europe in terms of employ-
ment is not so much the structure of its labour markets, but the insufficient
skill levels of its population. The paper finds that investing more in improv-
ing the skills of the EU’s population would have, inter alia, a direct impact
on the employment rate. Some progress is happening on this front as a re-
sult of a general increase in the investment in schooling that has taken
place over the last decades. However, this ongoing ‘automatic’ improve-
ment in skill levels is proceeding very slowly. There has been virtually no
acceleration since 2000 and almost none of the more specific benchmarks
set in the context of the Lisbon agenda is likely to be reached by the end
of this decade. 

http://shop.ceps.be/downfree.php?item_id=1301
Last visit to page: 05/2006. 

FFrraammeewwoorrkk  ooff  aaccttiioonnss  ffoorr  tthhee  lliiffeelloonngg  ddeevveellooppmmeenntt  ooff  ccoommppeetteenncceess  aanndd
qquuaalliiffiiccaattiioonnss::  eevvaalluuaattiioonn  rreeppoorrtt  22000066  //  EETTUUCC,,  CCEEEEPP  aanndd  UUNNIICCEE--
UUEEAAPPMMEE..
Union of Industrial and Employers’ Confederations of Europe - UNICE 
European Centre of Enterprises with Public Participation and of Enterprises of General
Economic Interest – CEEP
European Trade Union Confederation – ETUC
Union européenne de l’Artisanat et des Petites et Moyennes Entreprises - UEAPME
Brussels: UNICE, 2006, 128 p.



The European social partners have prepared an evaluation report ‘Framework
of actions for the lifelong development of competencies and qualifications’.
This is an attempt to evaluate the impact of their actions on both compa-
nies and workers after three annual reports about the annual actions car-
ried out on the priorities identified in their work programme 2003-2005. The
evaluation report comprises national evaluation reports jointly elaborated
by social partners in the different Member States, which highlight the key
features of social partners’ work to promote the four priorities from 2003 to
2005. European social partners also report on actions taken at the European
level separately. In addition, a section entitled ‘main trends’ summarises
the information available on the initiatives taken from 2003 to 2005 and as-
sesses the impact of the actions on labour markets across Europe. 

http://libserver.cedefop.eu.int/vetelib/euorg/etuc/2006_0001_en.pdf

PPrroossppeeccttss  ffoorr  tthhee  ddeevveellooppmmeenntt  ooff  tthhee  kknnoowwlleeddggee  ssoocciieettyy  iinn  tthhee  nneeww  MMeemmbbeerr
SSttaatteess  aanndd  tthhee  CCaannddiiddaattee  CCoouunnttrriieess  //  RR..  CCoommppaannoo,,  CC..  PPaassccuu  ((eeddss..))..
[S.l.]: Publishing Hourse of Romanian Academy of Sicences, 2006 
ISBN 973-27-1319-4; 

‘Foresight is being used increasingly as an instrument for strategic policy
making in the new Member States and Candidate Countries of the European
Union. Opportunities and threats for Information Society Technologies (IST)
in these countries are derived from an analysis of national strengths and
weaknesses. This volume has been compiled by the FISTERA network as
a contribution to the analysis of the development and requirements for IST
foresight at European level. It sets out to answer questions like: What
are the commonalities and differences of research and development strate-
gies, innovation strategies, foresight exercises in the different countries?
What is the self-perception of the new EU Member States and Candidate
Countries on their respective status towards the Information Society and
knowledge-based Society? What are the future IST scenarios in these
countries? ‘ 

QQuuaalliiffiiccaattiioonn  aanndd  ttrraaiinniinngg  ffoorruumm  //  EEuurrooppeeaann  sshhiippbbuuiillddiinngg  ssoocciiaall  ddiiaalloogguuee
CCoommmmiitttteeee..
Community of European Shipyards’ Associations - CESA; Council of European
Employers of the Metal, Engineering and Technology-Based Industries - CEEMET 
Brussels: CESA, 2006, 38 p.

In terms of European social dialogue, the Community of European Shipyards’
Associations wanted to focus on qualification and training, which are inex-
tricably linked. To enable this, European shipyards must be aiming to get
equivalence of qualifications which would enable greater mobility. Contribution
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from Koen Bois d’Enghien, (Cedefop): ‘The Main European National Legal
Frameworks and the Coventional Rules on Vocational Training’. 

http://www.cesa-shipbuilding.org/
Last visit to page: 05/2006. 

RReeffiinnee::  rreeccooggnniissiinngg  ffoorrmmaall,,  iinnffoorrmmaall  aanndd  nnoonn--ffoorrmmaall  eedduuccaattiioonn::  ffiinnaall  pprroojj--
eecctt  rreeppoorrtt  aanndd  VVAALLIIDDPPAASSSS  PPrrooppoossaall  //  PPaatt  DDaavviieess
European Universities Continuing Education Network – EUCEN
Barcelona: EUCEN, 2006, 55 p.

The aims of Refine are to test the tools for a European methodological
framework for the recognition of non-formal and informal learning (as
recommended by the Transfine project funded under the first Joint Action
call); to foster trans-national and trans-sectoral collaboration and to build
mutual trust in the practices and procedures. The primary target groups
are practitioners, managers and policy makers at institutional, regional, na-
tional and European level; the indirect target groups are those with no or
few formal qualifications but with skills acquired outside the academy. 

http://libserver.cedefop.eu.int/vetelib/eu/pub/commission/dgeac/2006_0004_en.pdf

All the papers, reports, presentations and documents from the project are available
on the website: www.eucen.org/refine.html

ÜÜbbeerr  ddiiee  UUnntteerrsscchhiieeddlliicchhkkeeiitt  bbeerruufflliicchheerr  BBiilldduunngg  iinn  EEuurrooppaa  uunndd  ‘‘ÜÜbbeerrsseett--
zzuunnggsshhiillffeenn’’  zzuurr  FFöörrddeerruunngg  vvoonn  AAuussbbiilldduunnggss--  uunndd  AArrbbeeiittssmmaarrkkttmmoobbiilliittäätt  //
AArrtthhuurr  SScchhnneeeebbeerrggeerr
[Different approaches to vocational education in Europe and ‘translation
needs’ for promoting mobility in the fields of vocational training and occu-
pation] 
Institut für Bildungsforschung der Wirtschaft - IBW; 
IBW-Mitteilungen, No 1 (2006), p. 1-21 
Wien: Institut für Bildungsforschung der Wirtschaft, 2006 

‘The European community promotes and requires European-wide trans-
parent and transferable vocational and university education in order to re-
alize core tasks of labour policy. This article first deals with the education
traditions and formal qualification structures of European countries to show
the extent of the “translation need” concerning Europe-wide mobility in vo-
cational training and occupation. Another problem the article tackles is the
underestimation of qualifications in those countries which already offer vo-
cational education relevant to the job market in the upper secondary school,
compared to those offering vocational training only after the upper second-



ary school. Subsequently, existing concepts for facilitating and promoting
mobility in vocational education and occupation are discussed.’ 

WWoorrkk  pprrooggrraammmmee  ooff  tthhee  EEuurrooppeeaann  ssoocciiaall  ppaarrttnneerrss  22000066--22000088..
Union of Industrial and Employers’ Confederations of Europe – UNICE
Brussels: Unice, 2006, 4 p

The EU’s strategy for more Growth and Jobs needs greater involvement
from national social partners (trade unions and employer representatives)
the Tripartite Social Summit in Brussels heard today. In the work pro-
gramme’s three year period, social partners intend to employ a variety of
tools, including the negotiation of a new framework agreement on either
lifelong learning or integration of disadvantaged groups into the labour mar-
ket. They will also strengthen efforts to build social partner capacity in
the New EU Member States and Candidate Countries. 

http://libserver.cedefop.eu.int/vetelib/euorg/unice/2006_0001_en.pdf

European Union: policies, programmes

EEdduuccaattiioonn  aanndd  ttrraaiinniinngg  22001100::  mmaaiinn  ppoolliiccyy  iinniittiiaattiivveess  aanndd  oouuttppuuttss  iinn  eedduuccaa--
ttiioonn  aanndd  ttrraaiinniinngg  ssiinnccee  tthhee  yyeeaarr  22000000..
European Commission-Directorate General for Education and Culture.
Brussels: European Commission, 2006, 11 p. 

This document provides an overview of the main policy initiatives and out-
puts resulting from the work of the European Commission in the field of ed-
ucation and training since the Lisbon European Council in March 2000.
These form part of the integrated policy framework ‘Education & Training
2010’ and includes Commission contributions to the Bologna intergov-
ernmental process in the field of higher education. 

http://libserver.cedefop.eu.int/vetelib/eu/pub/commission/dgeac/2006_0003_en.pdf

EEmmppllooyymmeenntt  iinn  hhiigghh  tteecchhnnoollooggyy::  hhiigghheesstt  iinnccrreeaassee  ooff  eemmppllooyymmeenntt  iinn  tthhee
hhiigghh  tteecchh  kknnoowwlleeddggee--iinntteennssiivvee  sseerrvviicceess  //  BBeerrnnaarrdd  FFeelliixx
Statistics in focus: Theme 9: Science and technology, 1/2006, 8 p. 
Brussels: Eurostat, 2006 
ISSN 1609-5995, Cat.No. KS-NS-06-001-EN-C 

Employment in the manufacturing sector decreased between 1999 and
2004 in the EU-15, especially in the high-tech manufacturing sector. On
the contrary employment in total services increased during the same peri-
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od, in particular in the High Tech ‘Knowledge Intensive Services’ (KIS).
German regions were in the lead in high and medium high-tech manufac-
turing in 2004 while capital regions specialised in KIS. 

http://libserver.cedefop.eu.int/vetelib/eu/pub/eurostat/2006_0001_en.pdf

EEQQUUAALL  SSuucccceessss  SSttoorriieess::  DDeevveellooppmmeenntt  PPaarrttnneerrsshhiippss  wwoorrkkiinngg  AAggaaiinnsstt
DDiissccrriimmiinnaattiioonn  aanndd  IInneeqquuaalliittyy..  
European Commission; 
Luxembourg: EUR-OP, 2006, 65 p. 
(Employment and Social Affairs – Employment and European Social Fund) 
ISBN 92-79-00180-9; 

http://libserver.cedefop.eu.int/vetelib/eu/pub/commission/dgesa/2006_0004_de.pdf

This publication provides a series of success stories developed within
the European Commission’s EQUAL programme. Each of these projects
has made its own unique and important contribution to overcoming discrim-
ination in Europe. They give just a glimpse of what can be achieved through
committed partnerships working together towards a common goal. This
European Social Fund Initiative aims to overcome discrimination in the
workplace and in accessing employment – a key element of the European
Union’s strategy to create more and better jobs. By promoting a more in-
clusive labour market, the EU can increase participation in employment
and learning, and maximise the contribution of every individual to the econ-
omy and society as a whole. 

EEuurrooppeeaann  IICCTT  sskkiillllss  mmeettaa--ffrraammeewwoorrkk::  ssttaattee--ooff--tthhee--aarrtt  rreevviieeww,,  ccllaarriiffiiccaattiioonn
ooff  tthhee  rreeaalliittiieess,,  aanndd  rreeccoommmmeennddaattiioonnss  ffoorr  nneexxtt  sstteeppss..  
European Committee for Standardization – CEN
Brussels: CEN, 2006, 102 p. 
(CEN Workshop agreement, 15515) 

Information and Communication Technology (ICT) Skills are of strategic im-
portance for Europe. The raising of ICT skills within the EU will form part of
the means by which the challenging Lisbon objectives are to be achieved. It
is recognized that education and training provision within the EU must be fur-
ther improved to better match demand for skills, to improve access and equal
opportunities, to increase the productivity of workers and raise social inclu-
siveness. This document contains contributions from Cedefop (Burkart Sellin). 

http://libserver.cedefop.europa.eu/vetelib/euorg/cen/CWA15515_ICT%20Skills%20Meta-  
Framework%20.pdf



HHiissttooiirree  ddee  llaa  ccooooppéérraattiioonn  eeuurrooppééeennnnee  ddaannss  llee  ddoommaaiinnee  ddee  ll’’éédduuccaattiioonn  eett
ddee  llaa  ffoorrmmaattiioonn::  ccoommmmeenntt  ll’’EEuurrooppee  ssee  ccoonnssttrruuiitt::  uunn  eexxeemmppllee //  LLuuccee PPééppiinn  
European Commission, Directorate General for Education and Culture
Luxembourg: EUR-OP, 2006, 330 p. 
ISBN 92-894-8987-1
Cat.No. NC-65-05-311-FR-C

The history of European cooperation in education and training’ highlights
the fact that it was not until 20 years after the Treaty of Rome that European
cooperation in this area began, laying the foundations for a people’s Europe
by making a direct impact on a growing number of its citizens: tens of thou-
sands of pupils, students and teachers from all EU countries benefited from
support for mobility and for transnational projects and cooperation net-
works. 

IImmpplleemmeennttaattiioonn  ooff  tthhee  LLiissbboonn  ssttrraatteeggyy::  ssuummmmaarryy  rreeppoorrtt  ffoorr  tthhee  EEuurrooppeeaann
CCoouunncciill  ((2233  aanndd  2244  MMaarrcchh  22000066))  //  EEuurrooppeeaann  EEccoonnoommiicc  aanndd  SSoocciiaall  CCoommmmiitttteeee. 
Luxemburg: EUR-OP, 2006, 117 p. 

This report, drawn up by the European Economic and Social Committee
(EESC) sets out the results of the EESC’s consultation of its partners,
throughout the Member States and at European level, on the implementa-
tion of the Lisbon Strategy and the role of the social partners and other
components of organised civil society. It includes the Committee’s obser-
vations and proposes. It is divided into 3 parts: 1) part one sets out the
EESC’s point of view and the main conclusions of this joint undertaking; 2)
part two presents the reports by the EESC’s partners in the 25 EU Member
States, plus the contributions of the Bulgarian and Romanian ESCs; 3) the
last part covers the stance of the liaison group between the EESC and
European civil society organisations and networks, and is entitled ‘On the
future of the Lisbon Strategy’. 

http://libserver.cedefop.eu.int/vetelib/eu/leg/ETVNL/Lisbon_Summary_Report_06.pdf

Press Release & Documents of the conference available in es, de, fr, hu, it, and pl
from Internet at:
http://eesc.europa.eu/lisbon_strategy/events/09_03_06_improving/index_en.asp
[cited: 05.2006]
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RReecceenntt  ddeevveellooppmmeennttss  iinn  tthhee  EEuurrooppeeaann  sseeccttoorraall  ssoocciiaall  ddiiaalloogguuee..  
European Commission, Directorate General for Employment and Social Affairs 
Luxemburg: EUR-OP, 2006, 92 p. 
ISBN 92-79-00242-2
Cat.No. KE-70-05-625-EN-C 

This documents reports on the last developments in the sectoral dialogue.
The main outcomes for lifelong learning are training initiative to opening
up opportunities for young people and disadvantaged sectors of the work-
force, so that they can benefit from good employment prospects and
their own personal development. 

http://ec.europa.eu/employment_social/social_dialogue/docs/sectoral_sd_2006_en.pdf
Last visit to page: 05/2006. 

SSuummmmaarryy  ooff  rreessppoonnsseess  rreecceeiivveedd  ttoo  tthhee  CCoommmmiissssiioonn’’ss  ccoonnssuullttaattiioonn  oonn  tthhee
EEQQFF  [[EEuurrooppeeaann  qquuaalliiffiiccaattiioonn  ffrraammeewwoorrkk]]  dduurriinngg  tthhee  22nndd  hhaallff  ooff  22000055..
European Commission, Directorate General for Education and Culture
Brussels: European Commission, 2006, 26 p

This paper summarising the responses to the EQF consultation process is
based on a preliminary report prepared for the Commission by the Pôle
Universitaire Européen de Lorraine and an analysis by Cedefop . The
Commission consulted the 32 countries participating in the work programme
Education & Training 2010, the European social partner organisations (em-
ployers and trade unions), European associations and NGOs in the area
of education and training, European industry sector associations and DG
Education and Culture committees and networks. In general, the EQF is
seen as a constructive initiative which should contribute significantly to the
transparency, transfer and recognition of qualifications within the European
labour market. The EQF is also seen as an initiative which should stimu-
late national and sectoral reform processes. 

http://libserver.cedefop.eu.int/vetelib/eu/pub/commission/dgeac/2006_0002_en.pdf
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DE BBeerruufflliicchhee  QQuuaalliiffiizziieerruunngg  aallss  WWeeggbbeerreeiitteerr  ffüürr  eerrffoollggrreeiicchhee  IInnnnoovvaattiioonneenn
//  DDiieetteerr SSppaatthh;;  TTiillll  BBeecckkeerr
[Vocational qualification paving the way to successful innovation.] 
Wirtschaft und Berufserziehung, Vol 58, No 2, p. 8-13 
Gütersloh: Bertelsmann Verlag, 2006 
ISSN 0341-339X; 

The authors describe the triggers of change in work and learning
and look at the increasing demands being made on companies in
terms of the following areas: the information explosion in knowledge
work, ability to innovate, changing employment conditions. One way
of overcoming these tasks is work related learning. The authors ex-
plain the demands being made on employees in this new world of
work. 

EEdduuccaattiioonn  iiss  nnoott  aa  ccoommmmooddiittyy::  hhooww  wwee  wwiisshh  ttoo  wwoorrkk  aanndd  lliivvee  ttoommoorr--
rrooww::  aa  ppoolleemmiicc  ppaappeerr  oonn  vvooccaattiioonnaall  eedduuccaattiioonn  aanndd  ttrraaiinniinngg //  AAlleexx
BBoollddeerr
Vereinigte Dienstleistungsgewerkschaft - Ver.di; IG Metall - IGM; 
Berlin: Ver.di, 2006, 116 p. 

Commissioned by the trade unions ver.di and IG Metall, 4 academ-
ics have produced a polemic paper on vocational education and
training. This publication represents an involvement in vocational
education and training policy on the part of academic advisory cir-
cles. The paper points out aspects of policy which are worth retain-
ing as well as identifying areas where bold reform measures are
needed. 

http://www.igmetall-wap.de/publicdownload/bildung_ist_keine_Ware.pdf
Text from application. Last visit to page: 03/2006. 

EL DDrraafftt  ooff  tthhee  JJooiinntt  MMiinniisstteerriiaall  DDeecciissiioonn  aabboouutt  tthhee  ssyysstteemm  ooff  aaccccrreeddii--
ttaattiioonn  ooff  SSuuppppoorrtt  SSeerrvviicceess  PPrrooffeessssiioonnaallss  ((SSSSPP))..
National Accreditation Centre of Vocational Training Structures and
Accompanying Support Services - EKEPIS; 
Athens: EKEPIS, 2006, 20 p. 

This document includes the draft of the Joint Ministerial Decision
drawn up by the National Accreditation Centre for Continuing Vocational
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Training (EKEPIS). It regulates the system of accreditation of sup-
port services professionals, taking into account the national policy
and European strategy for employment and for combating social ex-
clusion and discrimination. The aim of the system is the upgrading
and quality assurance of accompanying support services. Specifi-
cally, accompanying support services are defined as the actions/meas-
ures that target individuals or groups and aim at their social and oc-
cupational integration. Specifically, the decision presented here de-
fines: a) the conditions and procedures of entry into the introducto-
ry EKEPIS register of support services professionals, b) the condi-
tions and prerequisites for participation in training programmes in-
tended for support services professionals and their trainers, c) the
process of certification of support services professionals and their
trainers, d) the conditions and procedures of entry into the EKEPIS
register of certified support services professionals, e) the procedures
of entering and updating the data about support services profession-
als who have been included in the Registers.

IE BBuuiillddiinngg  lleeaarrnniinngg  oorrggaanniissaattiioonnss  tthhrroouugghh  nneettwwoorrkkiinngg::  ffiinnaall  rreeppoorrtt  ooff
tthhee  NNCCPPPP//FFÁÁSS  LLeeaarrnniinngg  NNeettwwoorrkk  PPrroojjeecctt..
National Centre for Partnership and Performance - NCPP; Training and
Employment Authority - FÁS; 
Dublin: NCPP, 2006, 1 folder + CD-ROM 

This report describes a collaborative action research project involv-
ing the National Centre for Partnership and Performance (NCPP)
and FÁS-Training and Employment Authority. The objective of the
project was to identify and promote effective learning in public
and private sector organisations in Ireland. The project examined
how organisations learn, how they use learning to improve their
processes to meet their changing business needs and how or-
ganisations can achieve greater added value from learning inter-
ventions. A critical part of this project was the establishment of a
practitioner network to facilitate understanding and awareness of
the potential of learning in the workplace. The report comprises
an analysis of the project and case studies which derived from
the practitioner network.

MMoonniittoorriinngg  IIrreellaanndd’’ss  sskkiillllss  ssuuppppllyy::  ttrreennddss  iinn  eedduuccaattiioonn//ttrraaiinniinngg  oouutt--
ppuuttss //  VViivviieennnnee PPaatttteerrssoonn;;  JJaassmmiinnaa  BBeehhaann
Training and Employment Authority - FÁS, Skills and Labour Market Research
Unit; Expert Group on Future Skill Needs; 
Cork: FÁS, 2006, 64 p.



The Monitoring Ireland´s Skills Supply report is the first in a series
to be published annually, and provides a detailed overview of the
trends in Ireland´s education and training output. The objective of
this report is to provide an indication of the supply of skills to the
Irish labour market from the formal education system. It is aimed at
informing the formulation of policy in the area of education, labour
market, immigration, as well as providing information to career guid-
ance groups and students. The report collates the most up-to-date
information from a wide range of education sources and from dif-
ferent education levels, including further education. At each level,
the supply of skills is examined in terms of: graduate output trends,
student inflows, gender, discipline/subject area, first destination fol-
lowing graduation from higher education and international compar-
ison. 

http://www.skillsireland.ie/press/reports/pdf/egfsn0601_monitoring_
irelands_skills _supply.pdf
Last visit to page: 05/2006. 

NNCCGGEE  iinn  ssuuppppoorrtt  ooff  gguuiiddaannccee::  ppoolliiccyy  aanndd  pprraaccttiiccee  11999955--22000055..
National Centre for Guidance in Education. 
Dublin: NCGE, 2006, 44 p.

The main roles of the National Centre for Guidance in Education
are to support and develop guidance practice in all areas and lev-
els of education and to inform the policy of the Department of
Education and Science in the field of guidance. This document de-
scribes the work of the Centre over the past ten years. It has pro-
duced guidelines in relation to training and qualifications, the pro-
vision of guidance for adults in education, information technology
in guidance, links between formal and non-formal guidance, and
the international dimension of and the resourcing of guidance. NCGE
has a European role, functioning as part of the Euroguidance Network.
In this role it has contributed to the mobility of European learners
and workers and has hosted major EU guidance conferences dur-
ing the Irish Presidencies in 1996 and 2004. In its ten years, NCGE
has undetaken a series of EU funded projects - PETRA, Leonardo,
Employment Youthstart - relating to the provision of gudance to mar-
ginalised young people. 

http://www.ncge.ie/documents/NCGE%2010%20PUBLICATION.pdf
Last visit to page: 05/2006. 
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LT PPrrooffeessiijjooss  vvaaddoovvaass  22000066 //  MMiinniioottiieennee NNeerriinnggaa;; DDzzeemmyyddaa IIggnnaass;;
RRuuddzzeennsskkee DDoovviillee ((eeddss..))..
[A guide to the profession.]

ES Leonardo da Vincio programos koordinavimo paramos fondas [EU
Leonardo da Vinci Programme Co-ordination Support Foundation], Profesinio
orientavimo i‰tekliø informacinis centras (Lithuanian National Resources
Centre for Vocational Guidance); 
Vilnius: ES Leonardo da Vicio programos koordinavimo fondas, 2006,
493 p. 
ISSN 1648-9454; 

This is a fifth issue of the guide containing information about pro-
fessions that can be acquired in vocational schools, professional
colleges and colleges. The guide contains special chapters on vo-
cational training of handicapped, studies in universities, labour mar-
ket vocational training together with coordinates of vocational guid-
ance and counselling institutions.

NL IInntteerrnnaattiioonnaallee  lleeeerrwweeggeenn  eenn  hheett  iinntteerrnnaattiioonnaallee  bbaaccccaallaauurreeaaaatt::  AAddvviieess..
[International pathways and international baccalaureat: advice.]
Onderwijsraad

In this recommendation, the Education Council advocates the de-
velopment, throughout the entire education system, of several in-
ternational learning tracks. Until this has been realised, the International
Baccalaureate (IB) should be thrown open as it currently offers ac-
cess to children of parents working abroad. These secondary school
pupils can only follow a two-year pre-university education programme.
The Advisory Council feels that the IB should remain effective un-
til new international learning tracks have been developed. The
Council is, however, in favour of setting certain conditions for qual-
ifying for IB. ‘Offering this opportunity is in line with government poli-
cies geared to creating more diversity, more autonomy for schools
and more freedom of choice for parents and school participants.’ 

http://www.onderwijsraad.nl/pdfdocs/internationale_leerwegen_en_het_ 
internationale_baccalaureaat.pdf
Last visit to page: 05/2006. 



AT OOppttiimmiissiinngg  ccooooppeerraattiioonn  bbeettwweeeenn  ppaarrtt--ttiimmee  vvooccaattiioonnaall  sscchhoooollss  aanndd
ccoommppaannyy--bbaasseedd  ttrraaiinniinngg::  ssuurrvveeyyss  aanndd  aannaallyysseess  ooff  ppeeddaaggooggiiccaall
aassppeeccttss  ttoo  iimmpprroovvee  tthhee  qquuaalliittyy  ooff  iinniittiiaall  vvooccaattiioonnaall  eedduuccaattiioonn  aanndd
ttrraaiinniinngg // AArrtthhuurr SScchhnneeeebbeerrggeerr;;  AAlleexxaannddeerr PPeettaannoovviittsscchh;;  SSaabbiinnee
NNoowwaakk
Bundesministerium für Bildung, Wissenschaft und Kultur - BMBWK; Institut
für Bildungsforschung der Wirtschaft - IBW; 
Vienna: BMBWK, 2006, 82 p. 

Within the framework of apprenticeship training (the dual IVET
system), part-time vocational school fulfils both supplementary
and independent tasks in the interest of the young people’s gen-
eral education and vocational training. In this work, part-time vo-
cational school with the training enterprises forms part of a le-
gal, institutional and regional network: Key prerequisites for suc-
cess are information and contacts. Part-time vocational schools
form an integral part of the economic life of their respective site.
Direct contact with the training enterprises in the region is a key
prerequisite to ensure they optimally fulfil their educational task.
This normative provision may be considered the starting point of
the present empirical study of the relationship between part-time
vocational schools and training enterprises in six large appren-
ticeship occupations.

FI AAccccrreeddiittaattiioonn  mmooddeell  ffoorr  ssttuuddyy  pprrooggrraammmmeess  iinn  hhootteell  aanndd  rreessttaauurraanntt
sseerrvviicceess::  LLeeoonnaarrddoo--pprroojjeecctt//QQuuaalliittyy  iinn  VVEETT--sscchhoooollss..  
Helsinki: Finnish National Board of Education, 2006, 71 p. 
ISBN 952-13-2632-8; ISBN 952-13-2633-6; 

Accreditation system is a relatively new phenomenon in most vo-
cational education and training systems in the European countries.
Higher education accreditation has already long tradition though.
Also in hotel and restaurant field there has been accreditation sys-
tem earlier. The applied model for accreditation was developed with-
in the Leonardo da Vinci project ‘Quality in VET-schools’ (FIN-02-
B-F-PP-126704 2002-2005). The aim of this project was to produce
models, tools and measures for developing and assessing the qual-
ity of educational institutions. The function of accreditation model
developed within the project is, in particular, to bring international
accreditation of qualifications to schools, to promote student mobil-
ity, quality management and related knowledge in education organ-
isations. Accerditation is based on a voluntary assessment of the
quality of study programmes in hotel and restaurant services and
on a certification awarded on the basis of this assessment. This
handbook has been designed to help VET providers in hotel and
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restaurant field to prepare and apply for accreditation. The guide-
lines are intended especially to assist VET providers to: apply for
accreditation of a study programme in hotel and restaurant servic-
es, plan and implement self-evaluation before application for ac-
creditation, develop quality assurance policies and procedures ap-
propriate to their own context, identify best practices and exchange
information and experiences, discuss and co-operate with other
VET providers and enterprises in the field of hotel and restaurant
services. 

http://www.edu.fi/julkaisut/accreditationverkko.pdf
Last visit to page: 05/2006. 

SE VVäägglleeddaarreenn::  ii  uuttbbiillddnniinngg  oocchh  aarrbbeettsslliivv..  
[Guidance: vocational training and working life.] 
Sveriges Vägledarförening, SVF; 
Njurunda: SVF, 2006- 
ISSN 0347-4771; 

This is the journal of the Swedish Association of Guidance Counsellors,
(SAGC) was founded in 1975 and is a non-profit making organi-
sation whose goals are to: Influence society to eliminate educa-
tional and occupational injustices and to further everyone, rights
to opportunities in education, training and work. Stimulate discus-
sion and debate on issues concerning educational and voca-
tional guidance. Improve educational and vocational guidance with
regard to content, ethics, methods and organisation. Encourage
research on educational and vocational guidance. Support the
members of the association in other principle matters than those
that can be referred to the trade unions. Encourage co-opera-
tion between all counsellors. Actively strive for co-operation be-
tween other countries in questions concerning educational and
vocational guidance.

UK AA  EEuurrooppeeaann  iinnvveennttoorryy  oonn  vvaalliiddaattiioonn  ooff  nnoonn--ffoorrmmaall  aanndd  iinnffoorrmmaall  lleeaarrnn--
iinngg //  JJoohhnn  KKoonnrraadd
ECOTEC Research and Consulting; 
Birmingham: Ecotec, 2006 

The research on identification and validation of non-formal and in-
formal learning in Malta is still at the embryonic stage: there still
exists a gap between the stated and written policy and the imple-
mentation process; the prevalent concern for government and pri-
vate entities is the acquisition of skills outside the formal system



of education for employability purposes only; and recognition of
non-formal and informal education/learning is a process that is not
as yet linked to validation and accreditation. 

http://www.ecotec.com/europeaninventory/publications/inventory/chapters
/euro_inv_uk.pdf
Last visit to page: 05/2006. 
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eric.friesguggenheim@
cedefop.europa.eu, 
or by telephone on 

(30) 23 10 49 01 11
or fax on 

(30) 23 10 49 1 17.

EEuurrooppeeaann  jjoouurrnnaall  ooff
vvooccaattiioonnaall  ttrraaiinniinngg
CCaallll  ffoorr  aarrttiicclleess  ffoorr
tthhee  tthheemmaattiicc  iissssuuee

oonn

assessment,
recognition/validation and

certification of informal
learning/knowledge/

competences

Definitions of informal and non-formal learning can be found in Cedefop’s
report ‘The learning continuity: European inventory on validating non-for-
mal and informal learning’. They were occasionally discussed during the
second half of the twentieth century, but they have been addressed recent-
ly for two main reasons:
• diminishing natural resources and seeking for the alternatives, in par-

ticular knowledge;
• lifelong and lifewide learning as a means of improving the position of in-

dividuals.

The EU promotes informal and non-formal learning in a number of
ways, and in particular through validation. In some European countries
systems of assessment, recognition and certification of informal learning
have been established to increase the stock of explicit knowledge and
to enable its utilisation. This should help individuals to improve their so-
cial position and personal wellbeing and to increase their employability
and encourage further learning and knowledge acquisition. However, as
the report states approaches to validating non-formal and informal
learning on the secondary and tertiary levels are still predominantly ex-
perimental.

The purpose of a thematic issue is to make a step beyond the above-
mentioned Cedefop report. We would particularly welcome proposals from
researchers and others who have examined and evaluated how established
systems of validation of non-formal and informal learning work in practice.
Thus, the articles may address issues such as:
• the attitudes of various social groups, organisations and stakeholders

towards the assessment, recognition and certification of non-formal and
informal learning (ARCNIL). What is the origin of this terminology? Where
and by whom is it used?  

• the structure and functioning of the national systems of ARCNIL;
• the role of national qualification standards and the modularisation of ed-

ucation and training programmes in ARCNIL;
• application of ARCNIL in corporations and other organisations;
• the relationship between formal education and training and ARCNIL;
• the social, professional, personal and economic effects of ARCNIL;
• the educational change that is needed to tackle emerging challenges

(at the theoretical and empirical levels, at the structural and organisa-
tional levels, actor representations, and so on).

Various approaches and forms are welcome:
• policy analyses of value contexts, the attitudes of social partners and

other stakeholders, system designs, their functioning, output and out-
comes;

• quantitative analyses focused on the functioning of systems in terms of
their intakes, the structure of applicants, their success in the process of



ARCIL, the consequences for education, employment mobility and wages,
the attitudes and views of participants, etc.;

• evaluation and case studies focused on the national, branch, organisa-
tional and other levels;

• discourses based on the literature or on empirical research that raises
critical issues and argues for certain solutions, etc.

We would especially like to encourage articles that take a comparative ap-
proach to ARCNIL, e.g. those which compare national systems, sectoral
solutions or cases found in different EU Member States, and those which
compare EU countries’ solutions with those outside EU. Priority will be giv-
en to contributions focusing on VET. 
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