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1 Introduction

1.1 Lifelong learning and The Lisbon Process

Skills are becoming increasingly important in the knowledge economy, both for individuals and at the macro level. Countries with higher levels of skills will adjust more effectively to challenges and opportunities opened up by globalisation, because their firms will be more flexible and better able to absorb and adapt new technologies and to work with new equipment (ILO, 1999). 

The 'upskilling' process that is taking place is the outcome of a range of technological, organisational, institutional and societal changes that are occurring around the world. Workers are increasingly required not only to have higher levels of education, but also the capacity to adapt, learn and master the changes quickly and efficiently. They need abilities and skills that are transportable in the labour market. Thus an increased demand for and supply of high-level skills is being generated. All these changes imply that workers have to possess broad basic skills that must be regularly updated and complemented with specific skills through training and lifelong learning processes (OECD, 1996). 

Although lifelong learning is considered more and more important, the availability of data on continuing training is still limited compared to the data available for initial education. One of the reasons why statistical description of training of the employed is a complex field is because of various differences in the scope and definitions used. Training itself is heterogeneous in terms of duration, direction, provider etcetera. 

Especially within the context of the current knowledge economy, it is of vital importance that the European workforce obtains and retains an optimal level of knowledge and skills. At the 2000 Lisbon European Council, the European Union set itself a new strategic goal for the next decade: to become the most competitive and dynamic knowledge-based economy in the world, capable of sustainable economic growth with more and better jobs and greater social cohesion. 

One of the ways to obtain this goal is improved and further lifelong learning. Lifelong learning comprises all sorts of learning throughout ones life (from preschool to post-retirement), and can be achieved through every purposeful learning activity. Lifelong learning may be defined as 'All learning activity undertaken throughout life, with the aim of improving knowledge, skills and competences within a personal, civic, social and/or employment-related perspective' (European Commission, 2001). 

An important aspect of lifelong learning is formal learning (training) of the employed. Training can generate benefits for individuals, firms and society. Evidence suggests that due to various forms of market imperfections and positive external effects of training, firms and employees invest too little in training of the employed. 

1.2 The case for government intervention

The reasons for market failure

The general case of market failure because of either negative and positive externalities or information failure is described in standard economic textbooks
. 

In this section market failure in the case of uptake of training due to both external effects and information failure is briefly discussed
. Market failure is a clear economic case for government intervention, since when market failure occurs, markets do not bring about economic efficiency. In simple terms, the market - by itself - is not allocating scarce resources efficiently, i.e. not in a way that achieves the highest total social welfare given the amount of resources used.

Positive external effects

Industrial training by firms or education in general can also reduce the costs faced by other firms and have effects on overall labour productivity. Some of the benefits may occur to parties not directly involved, i.e. the enterprise providing the training or the worker being trained. A well-educated labour force can increase efficiency and produce other important external benefits, such as lower unemployment (benefits to pay) and greater international competitiveness. Policy makers are realising the increased returns from investing in human capital and the beneficial impact it can have on the supply-side of the economy.

Where substantial positive externalities exist people may use less of the training offered and training may be under-provided since the free market fails to take into account these external effects. In other words: an under-investment in training will take place because the marginal social benefits of training are larger than the private marginal benefits. 

Information failure

Sometimes the term 'merit goods' is also used for those services that tend to be under-used by the free market because of information failure. Those people potentially interested in more education and training may not fully appreciate or value accurately how much private benefit they are deriving from training. Again under-investment may result.

An individual will find it difficult to predict the monetary benefits of a good initial education or an additional vocational training course and, as a result, because of the lack of information they may choose to curtail their training. 

Relevant aspects of training in this respect are:

· It is not only uncertain what the benefits of additional vocational training will be, it is even more uncertain to which party, i.e. employer, employee (or society at large) those benefits will accrue as this may for example be influenced by future labour mobility;

· For training offers it is relatively difficult to assess the quality of the service in advance;

· Asymmetric information may also occur because of a lack of certification, i.e. lack of recognition of acquired qualifications making it difficult to 'inform' other market parties of the additional capabilities obtained;

· It is also more difficult to finance education and training, partly because of the issues just mentioned (uncertainty with regard to benefits), partly because training is an intangible investment good that by its character cannot serve as collateral (such as cars or houses).

Market failure and instruments to encourage training

Such market failures are likely to exist
 and persist in the case of training because the benefits to society in terms of, for example, higher overall productivity and a higher GDP are un-priced by the market. This leads to the private optimum level of training being less than the social optimum level. The trainee, or the enterprise providing the training, does not take into account the external benefits of more training for society at large when deciding on the amount of training (leading to under-investment in training).

In terms of social efficiency, training might be under-used implying that society as a whole, could be made better off by increasing the supply (and consumption) of enterprise provided training.

This is the argument and justification for policy instruments by governments at various levels to initiate - and spend public money - on the various types of instruments aiming to increase the supply of enterprise provided training and the participation of workers in these programmes that are the topic of this study. 

1.3 European Employment Strategy

The above arguments support an active promotion of training for the employed, both in general and for specific target groups such as older people or the low skilled. At the European level, EU-wide initiatives are undertaken to encourage firms to invest in their staff and employees to participate in training. These initiatives form a central part of the European Employment Strategy (EES).

At EU level, the EES is the main co-ordination tool to give direction to the employment policy priorities to which Member States subscribe, and to deliver the employment objectives of the Lisbon Strategy. At the Luxembourg Jobs Summit in November 1997 it was agreed that Europe needed to co-ordinate employment policies in order to tackle persistent and long-term unemployment. The process works through annual Employment Guidelines, which have to be taken into account and reported on in National Action Plans for Employment by Member States
. 

Since the start of the EES, stimulating lifelong learning has been a core element of the Strategy. However, the skills element of the strategy was made even more central after the reform of the EES in 2003. The Barcelona Council (2002) confirmed once more that investment in human capital and strategies for lifelong learning were a key element of delivering Lisbon's three employment aims of improved quality and productivity at work, full employment, and a socially cohesive and inclusive labour market.

The EES now contains a series of important commitments taken by Member States to increase investment in human capital. These are expressed through a series of EU-wide targets to deliver a substantial increase in per capita investment in human capital, and to improve the rates of participation in lifelong learning across Europe
.

1.4 Scope and objective of this study

Lack of information

Currently, too little is known about a range of issues in connection with training of the employed, especially in the following three areas:

· There is no clear picture emerging from the various comparable data sources of the extent of current investment across Europe; 

· Too little is known about which policies and measures (aimed to stimulate individuals and employers to increase their training efforts) work effectively in practice; 

· There is no clear picture on the medium to long-term impact of these policies and measures on individuals, firms and society.

Scope

The scope of this project is training of the employed, i.e. people with an employment contract following formal training programmes. Specifically, the scope includes

· EU comparable information on the extent and variation of investments in training of the employed; 

· Instruments and incentives for employers and employees to promote training of the employed; 

· Information on the short term and long term impact of (instruments and incentives to promote) training of the employed.

Within the European Union, numerous instruments and incentives exist
 that aim to increase the levels of human capital within the EU by other means than through stimulating training of the employed
. It is therefore important to provide a clear demarcation of the scope of this project. With respect to instruments and incentives to promote training of the employed, the scope of this project is further specified along the following lines: 

· This project focuses on instruments and incentives that are part of the European Employment Strategy. Consequently, instruments and incentives that ended before 1997 are beyond the scope of this project. Furthermore, the National Action Plans for Employment (from 1998 until now) were a main source for identification of these instruments and incentives. 

· The project reviews the main policy instruments put in place by Member States. This implies a limitation of the scope: instead of including all instruments and incentives that promote training of the employed, this project focussed on those instruments and policies that are considered to be the most important. 

· Instruments and incentives to promote training of the employed may be targeted directly at enterprises and/or employees, or it may target other organisations (such as training institutions) in order to improve conditions under which enterprises and employees can invest in training
. This project focussed on instruments and incentives that target enterprises and/or employees.

Individual collective labour agreements (CLAs) are outside the scope of this project, but information that is available at a higher level of aggregation (for example, national studies on agreements in CLAs about training for the employed) was taken into account whenever possible.

The objective of this study is to answer several basic questions with regard to policy instruments and incentives for promoting lifelong learning, in particular training of the employed: 

· What works in practice?

· What conditions need to be in place to make these policies work?

In Section 1.5 a more detailed overview of the research questions is presented together with the structure of the present report.

The insights obtained from this study will be shared with policy makers throughout Europe by means of a compendium of good practices. The compendium will provide information on the role and effect of public policies and on how to provide appropriate incentives to employers and employees. 

The current report is providing information on which this compendium will be based, especially the case descriptions of about 10 good practices selected from among well over 100 policy instruments identified and considered (See Annex III).

1.5 Structure of this report

The structure of this report is as follows. Chapter 2 ‘Participation in training in various countries’ and Chapter 3 ‘Impact of training of the employed’ focus on answering the first three research questions (RQ). 

1 What does EU comparable data tell us about investment in employer provided training?

2 What can we learn from comparing EU comparable data about investment in employer training with comparable information from other OECD countries? 

3 What is known about the impact of employer provided training on enterprise performance and on employee career development?
In Chapter 4 ‘Measures to promote training of the employed’ discuses the results obtained for research questions 4 and 5.

4 Which main instruments and incentives can be identified that stimulate training of the employed? 

5 What relevant information can be obtained about these instruments and incentives?

Chapter test 5 ‘Determinants of success’ focuses on research questions 6 to 10, profiles of the good practices selected are presented in Annex III. The chapter ends with some overall conclusions and policy recommendations.

6 Which criteria can be used to identify good practices?

7 Which good practices can be selected? 

8 How successful have these policies been in terms of generating interest (take-up)?

9 How can we characterise good practices?

10 To what extent do good practices differ from other practices?

2 Statistical sources and data concerning training of the employed

2.1 Introduction

Although lifelong learning is widely accepted by Member State Governments as crucially important in delivering a knowledge based society, the availability of data on continuing training is still less developed compared to the data available on initial education. One of the reasons that data description of training of the employed is a complex field is because of various differences in the scope and definitions used. Training itself is heterogeneous in terms of duration, direction, provider etcetera. 

Research questions

On the basis of statistical sources of EU-wide and OECD-wide comparable information, this chapter gives an overview of the sources and results of data about training of the employed. In box 1 the relevant research questions are listed.

Box 1
Research questions

	RQ1.
What does EU comparable data tell us about investment in training of the employed, regarding:

a. Level of investments (in financial terms and days spent in training);

b. Content of training provided;

c. Distribution of training across sectors and size classes;

d. Distribution of training across target groups (such as women, low-skilled, fixed-term contracts, part-time contracts, people with disabilities)?

RQ 2 
What can we learn from comparing EU comparable data about investment in training of the employed with comparable information from other OECD countries?


The present study commenced early in 2004. This chapter uses data from the period prior to the 10 Member States joining the EU in May 2004. In this report, as much as possible, the following terms are used:

· EU-15
the fifteen Member Sates that constituted the European Union prior or May 2004;

· EU-10
the ten Member States that joined in May 2004;

· EU-25
all present Member States.

Structure

The structure of this chapter is as follows. In Section 2.2 we take a short look at the available data sources and at the difference in definitions of training of the employed used in the various surveys. Section 2.3 focuses on the level of participation in training and the volume of training of the employed in various countries, whereas Section 2.4 pays attention to the costs and the sources of financial support for job-related training. Section 2.5 discusses the distribution of training across size classes, and Section 2.6 focuses on the distribution of training by gender, age and educational attainment. To summarise, Section 2.7 presents some highlights. 

2.2 Sources

2.2.1 Available sources and definitions

Sources

Several initiatives have collected 'harmonised' data on the continuing training of the adult workforce either by the OECD or EUROSTAT. In these cases, national statistical offices collected the underlying survey data, reported in a common format. Although the intent is to assemble international comparable data on training, the four initiatives differ in the extent to which the survey questionnaire and data collection process were harmonised among the participating countries. They also differ in terms of the precise definitions of training activity, the population sampled and the countries and years for which data were collected (OECD, 1999). 

Table 1 describes some of the basic characteristics of these four sources of training: the International Adult Literacy survey (IALS), the European Labour Force Survey (ELFS), the OECD/INES (indicators of Education Systems), and EUROSTAT’s Continuing Vocational Training Survey (CVTS). Two characteristics are very important for making international comparisons: the degree of cross-country harmonisation and the way in which training is defined and measured. The Employment Outlook 1999 mentions that the IALS comes the closest to the ideal of fully harmonised data collection. The two EUROSTAT surveys are intermediate in terms of harmonisation, whereas the OECD/INES data appear to be the least harmonised overall (OECD, 1999). 

In order to know more about the participation in and distribution of training among various groups of employees, the IALS survey and the ELFS are often used in this report, because these sources are based on surveys among households. As far as employer specific information is needed (for example information with respect to company characteristics), we use the CVTS, because this is the only available company survey. It is important to note that the CVTS only records employer-supported training while household surveys also record job-related training not supported by the employer. The IALS data of 1994-1995 implies that the resulting difference in the range of training activities that are reported is fairly small in most countries (OECD, 1999). This suggests that employers are the most important source of financing job-related training among adults. 

Definitions

Subtle differences in the precise phrases used to characterise training activities, may lead to structural differences in the amount of training reported in the various surveys. For example, the surveys included in the OECD/INES typically ask about participation in training 'courses' or 'programmes', while the IALS question also refers to 'on-the-job training'. The latter formulation may result in greater reporting of less structured forms of training – such as coaching provided by more experienced colleagues – and, hence result in higher estimates of training. The ELFS is probably somewhere between those of the IALS and OECD/INES in the amount of informal training reported, since the survey question asks about any 'schooling and training received in the last four weeks'. Employers in the CVTS, with its focus on structured training programmes, probably report little or no informal training (OECD, 1999).

As the IALS focuses on formal adult education, all continuing education and training can be divided in job-related education and training and other continuing education and training (Figure 1). In the ‘Job-related training’-category there is a distinction between CVT courses and formal education. 

The CVTS focuses at CVT courses and at other forms of CVT (Figure 1). According to the CVTS definition CVT courses are: events designed solely for the purpose of providing continuing vocational training that take place away from the place of work, e.g. in a classroom or training center, at which a group of people receive instruction from teachers/tutors/lecturers for a period of time specified in advance by those organising the course. With respect to CVT courses the CVTS surveys make a distinction between internal and external courses. 

Unfortunately, we do not have at our disposal the exact definitions used by the ELFS. 

Figure 1
Focus of IALS and CVTS
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Source: OECD (2000); CVTS (1999).

The scope of the project covers formal learning of the employed. Our definition of formal learning roughly corresponds with the definition of formal job-related training used in the IALS and the definition of Continuing Vocational Training (CVT) courses, used in the CVTS surveys. As can be seen in Figure 1, the IALS definition is broader than the one used by the CVTS, because the IALS also focuses on formal job-related training besides CVT courses. In this report we particularly use the data on job-related education and training from the IALS, and the data on CVT courses provided by the CVTS. As far as possible, information generated by the ELFS is also used, because the IALS does not cover all EU countries. 

The most recent data available are those from the CVTS and refer to 1999 as shown in Table 1. IALS data refer to 1994-1998, ELFS data to 1997 and INES data to 1991-1996. Unfortunately we did not find any more recent data. Even the most recent literature for example the OECD Employment Outlook 2003 uses IALS data from 1994-1998. 

Table 1
Statistical sources for training of the employed

	Title and year
	Countries covered
	Nature of survey, including degree of harmonisation and sample size
	Reference period
	Age groups
	Characterization of continuing training activities for adult (incumbent) workers
	Comments

	The International Adult Literacy Survey (IALS), 1994-1998
	Australia, Belgium, Canada, Czech Republic, Denmark, Finland, Germany, Hungary, Ireland, Netherlands, New Zealand, Norway, Poland, Portugal Sweden, Switzerland, United Kingdom, United States Chile (non-OECD) and Slovenia (SVN)
	Household survey using a common questionnaire. Relatively small sample sizes (e.g. 3053 individuals for the United States)
	12 months
	16-65 aged (adults) (differentiation to employed and non-employed possible)
	Two types of activities are distinguished: informal training and formal training. In the latter category there is a distinction between all continuing education and training, and job-related education and training.
	Initial training question is very broad and may capture quite informal learning activities not captured by the other three harmonised surveys. The IALS also provides unique data on workers’ literacy skills. 

	European Labour Force Survey data from EUROSTAT (ELFS), 1997
	Austria, Belgium Denmark, Finland, France, Germany, Greece, Hungary, Iceland, Ireland, Italy, Luxembourg, Netherlands, Norway, Portugal, Spain, Sweden, United Kingdom
	Household survey (national labour force surveys that have been adapted to some extent to the EUROSTAT standard, but differ somewhat in the questions posed). Data are mapped into a common file structure and the sample sizes are large. 
	4 weeks
	
	The survey question asks about any 'schooling and training received in the last four weeks. This implicates that there is also an amount of informal training reported.
	Annual data on training participation are available for the period 1988-1997 for twelve of the countries.

	The OECD/INES (Indicators of Education Systems) data on continuing training, 1991-96
	Australia, Canada, Finland, France, Germany, Norway, Sweden, Switzerland, United States
	Household surveys, typically national labour force surveys or special surveys of adult education and training. Data mapped into a common file structure. Large sample sizes.
	12 months
	
	These surveys typically ask about participation in training 'courses' or 'programmes'
	Only very limited data are available for France and Norway.


…. continued

Table 1
(continued..) Statistical sources for training of the employed

	Title and year
	Countries covered
	Nature of survey, including degree of harmonisation and sample size
	Reference period
	Age groups
	Characterization of continuing training activities for adult (incumbent) workers
	Comments

	The EUROSTAT’s Continuing Vocational Training Survey (CVTS), 1994 (CVTS1) and 1999 (CVTS2)
	Austria, Belgium, Denmark, Germany, Spain, Greece, France, Finland, Italy, Ireland, Luxembourg, Netherlands, Portugal, Sweden, United Kingdom, Norway, Bulgaria, Czech Republic, Estonia, Hungary, Latvia, Lithuania, Poland, Romania, Slovenia
	Employer survey of enterprises with 10 or more employees in the European Union. Survey is based on common specifications with large sample sizes (50 000 enterprises in total). 
	12 months
	Employees of all ages
	This survey makes a distinction between CVT courses (internal and external) and other forms of CVT. These other forms of CVT do not refer to formal training.
	The CVTS excludes enterprises with fewer than 10 employers or in NACE Rev 1 sectors A and B (agriculture, forestry, fishing), L, m and N (public administration, health and education), P (household domestic staff) and Q (extra-territorial).



Source: This table is mainly based on OECD, 1999.

2.3 Participation in training in various countries

In this section participation in training in various countries (EU and non-EU) are compared. The participation in training is often measured in two ways: participation rates and volume of training. The latter incorporates the duration of training. Section 2.3.1 of this chapter discusses the level of training in terms of participation rates in job-related training. The intensity of training in terms of volume of job-related training is treated in Section 2.3.2. That section also pays attention to the connection between those measures.

2.3.1 The level of participation in training

The OECD (1999) ranked countries in terms of participation rates in job-related training based on the evidence from harmonised surveys. Their rankings focus on employees aged 25 to 54 years in the 1990s. They conclude that there is considerable consistency across the surveys concerning international differences in participation rates. Denmark, Finland, Sweden and the United Kingdom consistently show above-average training participation, while Greece, Italy, Portugal and Spain have below-average rates of participation. The cross-survey index of the OECD suggests that training tends to be high in the Nordic countries and the United Kingdom and low in southern Europe. It also suggests that international differences in participation are quite large.

Comparing CVTS1 data from 1994 with CVTS2 data from 1999
, it is noted that the percentage of enterprises providing continuing vocational training (CVT) rose in seven Member States of EU-15. Very marked increases are shown in the Netherlands and Belgium, but only a slight rise in Ireland. In Germany there was a notable decline in the proportion of enterprises providing CVT (EUROSTAT, 2002b).

Table 2 gives an overview of the most recent available data from IALS, ELFS and CVTS concerning participation rates in career or job-related training. These data sources are not comparable, because they focus on different groups of people, because they work with other definitions and because of the fact that there are differences in reference periods. The data in Table 2 generally confirm the north/south division in job-related training, although countries like Austria and Germany perform like southern European countries in terms of participation. 

Focussing on un-weighted average participation rates in the various groups of countries considered in Table 2 EU on the basis of IALS data, the following overview emerges

a. EU-10, i.e. new Member States 16 %

b. EU-15, i.e. old Member States 28 %

c. EU-25, all Member States, 25 %

d. Non EU countries 32 %.

The non-EU countries selected here perform somewhat better than EU-15 (3 per cent points). The joining of the 10 new Member States in May 2004 will have widened the gap further. 

In the group of selected non-EU countries, great variance in participation rates can be observed ranging from a participation rate of 46 per cent in Norway to only 15 per cent in Switzerland. For the US 35 per cent is reported. 

Table 2
The level of participation in training, EU Member States and selected other countries

	
	IALS1
	ELFS 19972
	CVTS 19993

	
	Rate4
	Rank
	Rate4
	Rank
	Rate4
	Rank

	1. Austria
	..
	..
	8
	8
	31
	10

	2. Belgium
	13
	11
	3
	13
	41
	7

	3. Denmark
	45
	2
	18
	1
	56
	2

	4. Finland
	42
	3
	18
	3
	50
	3

	5. France
	..
	..
	2
	n.a.
	46
	5

	6. Germany
	..
	..
	4
	10
	32
	9

	7. Greece
	..
	..
	1
	17
	15
	15

	8. Ireland
	12
	12
	7
	9
	41
	7

	9. Italy
	14
	10
	4
	12
	26
	11

	10. Luxembourg
	..
	..
	3
	16
	36
	8

	11. Netherlands
	27
	7
	5
	4
	41
	7

	12. Portugal
	..
	..
	3
	14
	17
	13

	13. Spain
	..
	..
	3
	15
	25
	12

	14. Sweden
	..
	..
	18
	2
	61
	1

	15. United Kingdom
	45
	2
	14
	5
	49
	4

	EU-15 (unweighted)
	28
	
	8
	
	38
	

	16. Cyprus
	..
	..
	..
	..
	..
	..

	17. Czech Republic
	20
	8
	..
	..
	42
	6

	18. Estonia
	..
	..
	..
	..
	..
	..

	19. Hungary
	15
	9
	4
	11
	12
	16

	20. Latvia
	..
	..
	..
	..
	..
	..

	21. Lithuania
	..
	..
	..
	..
	..
	..

	22. Malta
	..
	..
	..
	..
	..
	..

	23. Poland
	12
	12
	..
	..
	16
	14

	24. Slovenia
	..
	..
	..
	..
	..
	..

	25. Slovakia
	..
	..
	..
	..
	..
	..

	EU-10 (unweighted)
	16
	
	4
	
	23
	

	EU-25 (unweighted)
	22
	
	7
	
	35
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	


	
	IALS1
	ELFS 19972
	CVTS 19993

	
	Rate4
	Rank
	Rate4
	Rank
	Rate4
	Rank

	26. Australia
	27
	7
	..
	..
	
	

	27. Canada
	31
	6
	..
	..
	
	

	28. Iceland
	..
	..
	14.0
	6
	
	

	29. New Zealand
	36
	4
	..
	..
	
	

	30. Norway 
	46
	1
	11.7
	7
	
	

	31. Switzerland
	15
	9
	..
	..
	
	

	32. United States
	35
	5
	..
	..
	
	

	Non-EU (unweighted)
	32
	
	13
	
	
	



a.
Source: OECD (2003). Data refer to job-related education and training that employers provided or partly provided to their workers aged 26 to 65 years in 1994 for Canada, Ireland, the Netherlands, Poland, Switzerland (German and French-speaking regions) and the United States, in 1996 for Australia Belgium (Flanders only) New Zealand and the United Kingdom, and in 1998 for the Czech Republic, Denmark, Finland, Hungary, Italy, Norway and the Italian-speaking regions of Switzerland.


b.
Source: OECD (1999).


c.
Source: OECD (2003).


d.
Ratio of employed persons aged 26 to 65 years participating in training to total employment.


e.
Ratio of employed persons aged 25 to 54 years participating in training to all employees aged 25 to 54 years.


f.
Ratio of employed persons participating in training to all employees.

2.3.2 The volume of training

Because a simple 'head count' such as participation rate provides an incomplete measure of the intensity of training, the OECD (1999) also ranked countries in terms of volume of job-related training based on the evidence from the harmonised surveys. In these rankings the primary measure of training is hours of training averaged over all workers aged 25 to 54 years in the 1990s, whether they received any training or not. 

The OECD (1999) finds that the four sources of harmonized training statistics yield quite different estimates of the average hours of training. The major difference is the much lower level reported in the CVTS, which probably can be explained by the fact that the CVTS only reports hours spent in employer-financed 'courses', which is narrower than the range of training activities covered by the other three surveys. All four surveys confirm that the training volume differs between countries, but this variation ranges from quite modest in the CVTS to quite high in the IALS. Consistent with measurement errors being greater for training volumes than for participation rates, international comparisons of volumes are less consistent across the four surveys. Although its validity appears more open to debate than the validity of the cross-section index referring to participation in training, the OECD (1999) constructed a cross-survey index of training volume. Australia, France, the Netherlands and New Zealand have the highest values while Belgium, Italy, Poland and Switzerland have the lowest.

Table 3 gives an overview of the most recent available data on the volume of job-related training. In contrast with the rankings of the OECD (1999) these data sources are not comparable, because they focus on different groups of people and on different kinds of job-related training. Training volumes reported in the IALS are considerably higher than those in the CVTS, because the IALS definition of job-related training is broader than those of the CVTS. Training volumes in the ELFS are considerably lower than those in the IALS, because the reference period is shorter. The findings of the OECD referring to the variation are confirmed in Table 3. However, the difference in unweighted average of hours of training per employed person is relatively small when EU-15 and a selected group of non-EU countries are compared (The EU-5 unweighted average is 22 hours vs. 23.7 for the selected non-EU countries). 

However with about 15 hours, the average for the new Members States (EU-10) is much lower. 

Comparison of cross-survey indices of participation and volume leads to somewhat different assessments of which countries invest most in continuing training. For example: the second highest rated country in terms of participation, is below average on training volume (Sweden), while the country with the lowest participation rate has average training volume (Greece). However there is some positive association between the two measures for the larger number of countries in the middle ranges of the two distributions. This could reflect a trade-off between the extensive and intensive margins of training investments, with the average duration of training being higher in countries with lower participation rates (OECD, 1999).

The results of CVTS1 and CVTS2 point in the same direction. In both surveys no direct connection has been found between the proportion of training enterprises with training courses, the opportunity for employees to participate in the enterprises' training courses and the intensity of the continuing training. This might be explained by a changed structure of the continuing training on offer if relatively large numbers of enterprises' employees are included in the continuing training. If not only executives and specialists who are offered comparatively extensive training, are included in continuing training activities, but the majority of all employees as well, then the average number of participation hours drops if those are offered less intensive activities (CVTS, 1999).

Table 3
Volume of training, in EU-15 and selected non-EU countries

	
	IALSa
	ELFS 1997b
	CVST2 1999c

	
	(hours per employed) person)d
	Rank
	(hours per employed) person)e
	Rank
	(hours per employed) person)f
	Rank

	1 Austria
	..
	..
	19.8
	6
	9
	10

	2 Belgium
	10
	10
	8.4
	12
	13
	7

	3 Denmark
	39
	1
	34.9
	1
	22
	1

	4 Finland
	23
	4
	31.8
	2
	18
	2

	5 France
	..
	..
	6.4
	n.a.
	17
	3

	6 Germany
	..
	..
	31.6
	3
	9
	10

	7 Greece
	..
	..
	4.1
	15
	6
	13

	8 Ireland
	14
	9
	14.8
	9
	17
	3

	9 Italy
	8
	12
	8.0
	13
	8
	11

	10 Luxembourg
	..
	..
	3.4
	16
	14
	6


	
	IALSa
	ELFS 1997b
	CVST2 1999c

	
	(hours per employed) person)d
	Rank
	(hours per employed) person)e
	Rank
	(hours per employed) person)f
	Rank

	11 Netherlands
	30
	3
	151.6g
	n.a.
	15
	5

	12 Portugal
	..
	..
	30.5
	4
	7
	12

	13 Spain
	..
	..
	16.2
	7
	11
	8

	14 Sweden
	..
	..
	11.6
	11
	18
	2

	15 United Kingdom
	30
	3
	21.6
	5
	13
	7

	EU-15 (unweighted)
	22
	
	17.4
	
	13.1
	

	16 Cyprus
	
	
	
	
	
	

	17 Czech Republic
	18
	7
	..
	..
	10
	9

	18 Estonia
	..
	..
	..
	..
	..
	..

	19 Hungary
	15
	8
	13.5
	10
	5
	14

	20 Latvia
	..
	..
	..
	..
	..
	..

	21 Lithuania
	..
	..
	..
	..
	..
	..

	22 Malta
	
	
	
	
	
	

	23 Poland
	10
	10
	..
	..
	4
	15

	24 Slovenia
	..
	..
	..
	..
	..
	..

	25 Slovakia
	
	
	
	
	
	

	EU-10 (unweighted)
	14.3
	
	13.5
	
	6.3
	

	EU-25 (unweighted)
	19.7
	
	17.1
	
	12
	

	26 Australia
	22
	5
	..
	..
	..
	..

	27 Canada
	21
	6
	..
	..
	..
	..

	28 Iceland
	..
	..
	15.8
	8
	..
	..

	29 New Zealand
	30
	3
	..
	..
	..
	..

	30 Norway 
	38
	2
	7.8
	14
	
	

	31 Switzerland
	9
	11
	..
	..
	..
	..

	32 United States
	22
	5
	..
	..
	..
	..

	Non-EU (unweighted)
	23.7
	
	11.8
	
	
	


..
Data not available.

n.a.:
Not applicable.

a.
Source: OECD (2003). Data refer to job-related education and training that employers provided or partly provided to their workers aged 26 to 65 years in 1994 for Canada, Ireland, the Netherlands, Poland, Switzerland (German and French-speaking regions) and the United States, in 1996 for Australia Belgium (Flanders only) New Zealand and the United Kingdom, and in 1998 for the Czech Republic, Denmark, Finland, Hungary, Italy, Norway and the Italian-speaking regions of Switzerland.

b.
Source: OECD (1999).

c.
Source: OECD (2003).

d.
Employees aged 26 to 65 years. 

e.
Employees aged 25 to 54 years.

f.
All employees.

g. 
Implausible figure (OECD, 1999).

Source: See Table 1.

2.4 Costs and financing of training

Section 2.4.1 deals with the costs of job-related training, whereas Section 2.4.2 looks into the various sources of financial support for job-related training. On top of differences in training hours per employed person as discussed in Section 3.2 of this report, differences in costs of CVT courses per employee as shown in Section 2.4.1 could be seen as another indicator of differences in training intensity. In Section 2.4.2 three sources of financial support for job-related training are distinguished: individuals themselves, employers and government. Differences in sources of financing for different target groups suggest differences in the accessibility of job-related training for these target groups.

2.4.1 Costs of job-related training

The total costs of CVT courses per employee in 1999 ranged from only 133 PPS
 in Lithuania to 1124 PPS in Denmark (see Table 4). These total costs per employee are the sum of direct costs; staff time costs and the balance of contributions to national or regional organisations and receipts from national or other funding arrangements. In varying degrees enterprises are required to contribute to a public or sectoral training fund, but can also get funding from such funds to finance their continuing-training activities. State subsidies or assistance from other funding arrangements may also be available (EUROSTAT, 2002d).

Table 4 shows a clear distinction between EU-15 and Norway, and EU-10 in terms of total costs per employee. Table 4 also shows that receipts from national or other funding arrangements and contributions to national or regional organisations were of minor importance for most countries especially in EU-10 (EUROSTAT, 2002a; 2002b). By far the largest part of the costs of CVT courses was thus borne by enterprises themselves. In Belgium, Spain and Hungary there was a clear excess of contributions over receipts. Especially in Spain, one should expect large contributions of the European Social Fund so this result is puzzling. The large contributions can be explained by the relatively large importance in those countries of public and sectoral training funds that impose levies on enterprises.

Table 4
Structure of costs of CVT courses (PPS per employee in all enterprises), 1999*
	
	DK
	S
	B
	IRL
	FIN
	E
	P
	D
	A
	CZ
	EE
	SL
	HU
	PL
	LV
	LT

	Direct costs
	642
	518
	351
	468
	419
	242
	342
	315
	248
	181
	201
	144
	126
	128
	124
	78

	Labour costs of participants
	481
	415
	498
	304
	358
	389
	338
	249
	168
	114
	86
	101
	101
	70
	59
	56

	Contributions (+)
	23
	4
	48
	10
	10
	87
	1
	1
	1
	0
	0
	1
	84
	0
	0
	0

	Receipts (-)
	22
	31
	15
	20
	30
	50
	38
	4
	6
	2
	1
	8
	6
	0
	2
	1

	Total
	1124
	907
	882
	762
	758
	668
	642
	561
	410
	285
	285
	238
	305
	197
	181
	133


*
Abbreviations: A - Austria, B - Belgium, DK - Denmark, D - German, E - Spain, EL - Greece, 
F - France, FIN - Finland, I - Italy, IRL - Ireland, L - Luxembourg, NL - Netherlands, P - Portugal, 
S - Sweden, UK - United Kingdom, NO - Norway, CZ - Czech Republic, EE - Estonia, HU - Hungary, LV - Latvia, LT - Lithuania, PL - Poland, SL - Slovenia. No data for EL, F, I, L, NL, UK, NO.

Source: EUROSTAT (2002a; 2002b): CVTS2.

The CVTS provides an alternative measure of training volume, namely employers' cost for training courses as a share of total labour costs (OECD, 1999) (see Table 5). The costs of CVT courses as a proportion of the labour costs of all enterprises in 1999 ranged from 0.8 per cent in Poland and Lithuania to 3.0 per cent in Denmark. The survey results in EU-10 for 1999 are similar to the results of the earlier CVTS1 survey of the EU-15 in 1994, when shares ranged from 0.7 per cent in Portugal to 1.8 in the Netherlands. For EU-10 in 1999 they ranged from 0.8 per cent in Poland and Lithuania to 1.9 per cent in the Czech Republic. These percentages generally reflect the efforts of enterprises in these country to stabilise or improve the level of qualification of their staff and thus to ease the process of adaptation to changing economic structures and technologies and help to secure their employment (EUROSTAT, 2002a; 2002b). Table 5 shows a considerable increase between 1994 and 1999 in the costs of CVT courses as a percentage of total labour costs for EU-15. This suggests a rise in the supply of labour-related training activities.

Table 5
Costs of CVT courses as a percentage of total labour costs of all enterprises (%), 1994 and 1999*
	
	DK
	S
	NL
	IRL
	FIN
	L
	NO
	B
	D
	E
	P
	A
	CZ
	EE
	SL
	HU
	LV
	PL
	LT

	CVTS2**
	3.0
	2.8
	2.8
	2.4
	2.4
	1.9
	1.7
	1.6
	1.5
	1.5
	1.2
	1.3
	1.9
	1.8
	1.3
	1.2
	1.1
	0.8.
	0.8

	CVTS1***
	1.3
	
	1.8
	1.5
	
	1.3
	
	1.4
	1.2
	1.0
	0.7
	
	
	
	
	
	
	
	


*
Abbreviations: A - Austria, B - Belgium, DK - Denmark, D - German, E - Spain, EL - Greece, 
F - France, FIN - Finland, I - Italy, IRL - Ireland, L - Luxembourg, NL - Netherlands, P - Portugal, 
S - Sweden, UK - United Kingdom, NO - Norway, CZ - Czech Republic, EE - Estonia, HU - Hungary, LV - Latvia, LT - Lithuania, PL - Poland, SL - Slovenia. No data for EL, F, I, UK.

**
1999.

***
1994.

Source: EUROSTAT (2002a; 2002b): CVTS2.

2.4.2 Sources of financial support for job-related training

Table 6 presents information on various sources of financial support for job-related training. Unfortunately, there is no harmonised information available regarding the financing of training for all EU-countries. The findings in Table 6 confirm the central role that employers play in training. Governments provide a relatively small proportion of support. On average employers provided funding for almost three-quarters of those taking job-related training courses. In the United Kingdom the proportion receiving financial support from employers is the highest (87 per cent). Australia, Ireland and Switzerland performed below the average with respect to financial employer support. Averaging across countries 31 per cent of individuals contributed themselves to the funding of job-related training. Those contributions are relatively high in Switzerland and Australia. Governments provided financial sponsorship for about 11 per cent of individuals who participated in job-related training. However, O'Connell (1999) noticed that there may have been some tendency on the part of respondents in IALS to understate the total extent of public subvention for training courses due to its implicit or indirect nature. In Canada and New Zealand all sources contributed above average to job-related training. 

Differences in contributions of sources of financial support between EU countries
 and other OECD countries are especially large with respect to self-financing. On average 25 per cent of employed adults in these EU countries provided funding themselves for their education, compared with 37 per cent of employed individuals in the other OECD countries. Differences in the extent of employer and government support are rather small between both groups of countries.

Table 6
Sources of financing of continuing education and training (job-related) among employed adults, 1994-1995*
	
	Job-related training

	
	Self
	Employer
	Government

	Source of funding:
	%
	%
	%

	European countries
	
	
	

	Belgium (Flanders)
	31
	72
	14

	Ireland
	23 
	66
	13**

	Netherlands
	30
	79
	8

	United Kingdom
	15
	87
	9

	Unweighted mean
	25
	76
	11

	Other OECD countries
	
	
	

	Australia
	38
	68
	9

	Canada
	39
	74
	14

	New Zealand
	35
	75
	16

	Switzerland
	47
	65
	17

	United States
	25
	78
	8

	Unweighted mean
	37
	72
	13

	Unweighted mean total
	31
	74
	12


*
Respondents could indicate more than one source of financial support so totals may exceed 100 per cent for a country.

** 
Indicates less than 30 cases in the sample cell.

Source: O'Connell (1999): IALS-data.

Referring to sources of financing of job-related training by gender, employers provided funding for a greater proportion of male than female trainees (O'Connell, 1999). Averaging across countries
, 76 per cent of men participating in job-related training received financial support from employers, compared to 71 per cent of women. Canada forms an exception. Differences are considerable (differences of about 10 per cent points) in Australia, Ireland and the Netherlands. The fact that woman work part time more often than men could be an explanation for this result: employers are less likely to invest in part time workers, because the pay-out period of training investments could be shorter for these workers. Furthermore, a greater percentage of women provided funding for their own education and training (36 per cent on average) than men (26 per cent on average). Besides, women were somewhat more likely to benefit from government funding (12 per cent on average) than men (10 per cent on average). 

Differences in financial sponsorship of job-related training by age group are quite small. Younger age groups (about 31 per cent of 25 -44 aged) were somewhat more likely than older age groups (28 per cent of 45 - 64 aged) to fund job-related education themselves (O'Connell, 1999).

With respect to sources of funding by educational attainment, there was little variation in employer support across educational attainment categories. More highly qualified individuals had a greater tendency to provide funding for their own training, whereas governments appear to have funded training for a greater proportion of those with upper secondary level attainments. On average 12 per cent of those within the category upper secondary level attainments and 11 per cent of those within the category tertiary attainment received financial support from government for job-related training, compared to 9 per cent of those with below upper secondary educational attainments (O'Connell, 1999). The latter result is surprising because one would expect that governments would support the lower educated more, because these groups are underrepresented in training. 

Those working in smaller organisations receiving training were more likely to provide funding themselves than their counterparts in larger organisations: 49 percent of those in firms with less than 20 employees provided funding for their own education or training, compared to only 21 of those working in firms of 500 or more. In contrast, the incidence of employer support was greater in larger firms: only 46 per cent of those working in small firms who received education or training received support from their employers, compared to 83 per cent of those working in firms with 500 or more employees (O'Connell, 1999).
2.5 Distribution of training across size classes

Data on training rates in large and small firms from CVTS2, presented in Table 7, show that workers in small firms receive less employer-sponsored training than workers in large firms. Except in a few countries (e.g. Ireland and the United Kingdom), this gap is even greater when training is measured in volume terms; workers in large firms receive almost twice as many hours of employer-sponsored training as workers in small firms (OECD, 2003). This conclusion seems not consistent with the data referring to participation rates in CVT courses by size class presented by EUROSTAT (2002a; 2002b). These data (also CVTS2 data) show no uniform relationship between the participation rate as well as training intensity, and size of enterprise. This could be related to the use of different definitions. The data presented by EUROSTAT refer to employees participating in CVT courses as a percentage of employed people in enterprises that offer CVT courses instead of all employees (like the data presented by OECD). This could lead to a positive bias in the data for smaller companies presented by EUROSTAT, disguising differences between small and large firms.

Table 7
Employer-sponsored CVT courses by firm size, 1999b

	
	Participation rate*
	Annual volume 
(hours per employee)**

	
	Number of employees 
	Number of employees 

	European Countries
	10-49
	>1,000
	All***
	10-49
	>1,000
	All***

	1 Austria
	24
	43
	31
	7
	14
	9

	2 Belgium
	20
	66
	41
	7
	21
	13

	3 Czech Republic
	24
	55
	42
	6
	12
	10

	4 Denmark
	48
	56
	56
	18
	24
	22

	5 Finland
	38
	62
	50
	16
	20
	18

	6 France
	23
	62
	46
	8
	25
	17

	7 Germany
	25
	38
	32
	6
	10
	9

	8 Greece
	3
	33
	15
	1
	12
	6

	9 Hungary
	7
	26
	12
	3
	10
	5

	10 Ireland
	28
	52
	41
	13
	14
	17

	11 Italy
	11
	52
	26
	4
	16
	8

	12 Luxembourg
	19
	59
	36
	8
	20
	14

	13 Netherlands
	36
	42
	41
	11
	19
	15

	14 Norway
	..
	..
	..
	12
	22
	16

	15 Poland
	8
	46
	16
	3
	11
	4

	16 Portugal
	4
	43
	17
	2
	14
	7

	17 Spain
	10
	46
	25
	6
	18
	11

	18 Sweden
	51
	68
	61
	15
	22
	18

	19 United Kingdom
	35
	52
	49
	12
	10
	13

	Unweighted average
	23
	50
	35
	8
	17
	12


*
Ratio of employees participating in training to total employees (in per cent).

**
Including all employees.

***
All firms with at least ten employees.

Source: OECD (2003): CVTS2.

2.6 Distribution of training across target groups

2.6.1 Gender distribution of training

According to OECD (2003), there does not appear to be any significant difference in participation rates of men and women in employer-sponsored CVT courses in the countries captured by the IALS. Nevertheless, OECD points out that there is a clear gender training gap in terms of volume, with female workers receiving on average 17 per cent fewer hours of training than male. The IALS-data used by O'Connell (1999) (Table 8) correspond with these conclusions as far as participation in CVT courses is concerned. However, the conclusions with respect to the gender gap in training intensity are only valid for the other OECD countries. In the European countries the average duration of job-related training per employed person is in fact higher for women than for men on average.

Table 8
Job-related training of employed adults aged 25-64 by gender, 1994-1995

	
	Participation rate*
	Average duration in hours per employed person**

	
	Men (%)
	Women (%)
	Men
	Women

	European countries
	
	
	
	

	Belgium (Flanders)
	21.3
	17.9
	27.5
	21.7

	Ireland
	20.5
	28.5
	40.8
	69.3

	Netherlands
	34.5
	29.0
	51.4
	52.1

	United Kingdom
	50.9
	53.1
	56.1
	46.1

	Unweighted mean
	31.8
	32.1
	44.0
	47.3

	Other OECD countries
	
	
	
	

	Australia
	38.4
	37.7
	49.6
	48.0

	Canada
	37.6
	37.3
	50.1
	37.9

	New Zealand
	46.4
	47.4
	79.4
	63.8

	Switzerland
	32.8
	30.1
	40.2
	28.6

	United States
	44.5
	46.6
	53.1
	35.6

	Unweighted mean
	39.9
	39.8
	54.5
	42.8

	Unweighted mean total
	36.3
	36.4
	49.8
	44.8


*
Ratio of employed persons participating in training tot total employment.

**
Including all employees.

Source: O'Connell (1999): IALS-data.

Participation rates based on CVTS-data also show only small differences by gender in most of the countries (Figure 2). Comparing participation rates in CVT courses by gender in the 24 countries listed, it is found that:

a. Participation rates for woman are higher than those for men in 10 countries; 

b. Participation rates for woman are lower than those for men in 10 countries;

c. Participation rates by gender are equal in 4 countries.

In Nordic countries where the overall participation rates are relatively high, i.e. Sweden, Denmark and Finland women have slightly higher participation rates. Estonia, which has a much lower overall rate, also shows a relatively high rate for woman. 

For Norway peculiar figures are reported, showing a large gender gap: men only 43%, woman 73%. In the Netherlands and the Czech Republic the gender gap is relatively high, in the Netherlands the participation rates for men is 9 percentage points higher and in the Czech Republic 12 percentage points. (See EUROSTAT, 2002c). 

In terms of training volume, there are somewhat more structural differences between men and women. In 14 countries, the training volume is higher for men than for women, while only in 6 countries the volume is higher for women. The differences with the participation pattern suggest that in a number of countries if men attend training, they spend more time in training because of longer courses or more courses. For Denmark and Bulgaria, the results are rather different, here the training volume for women is much larger than for men.

Figure 2
Participation rate and participation hours per participant in enterprises offering CVT courses according to gender (% - 1999)
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Source: CVTS2.

2.6.2 Age distribution of training

Table 9 shows that the incidence of training in terms of participation rate tends to decline with age. In relation to the duration of training, this pattern is even stronger. Considering international averages of job-related training, the average volume fell from 68 hours per employed person aged 25-34 to 30 hours among those aged 45-65. The OECD (2003) draws the same conclusions with respect to the incidence of training. 

These differences in participation by age group can be found both for EU as well as for non-EU countries. However, in terms of the participation rate, the differences are somewhat smaller for the group of non-EU countries (especially US). In terms of duration the relative differences between age groups are comparable between EU and non-EU countries.

Table 9
Job-related training of employed adults aged 25-64 by age group, 1994-1995

	
	Participation rate*
	Average duration in hours per 
employed person**

	
	Age 25-34
	Age 35-44
	Age 45-64
	Age 25-34
	Age 35-44
	Age 45-64

	
	%
	%
	%
	
	
	

	European countries
	
	
	
	
	
	

	Belgium (Flanders)
	21
	17
	22
	24
	25
	24

	Ireland
	28
	24
	19
	69
	44
	36

	Netherlands
	36
	36
	25
	81
	49
	23

	United Kingdom
	59
	58
	41
	78
	60
	29

	Unweighted mean
	36
	34
	27
	63
	44
	28

	Other OECD 
countries
	
	
	
	
	
	

	Australia
	43
	42
	31
	71
	50
	29

	Canada
	41
	40
	32
	63
	45
	32

	New Zealand
	50
	49
	42
	102
	74
	45

	Switzerland
	36
	32
	28
	53
	31
	24

	United States
	46
	48
	43
	71
	54
	28

	Unweighted mean
	43
	42
	35
	72
	51
	32

	Unweighted mean
	40
	38
	31
	68
	48
	30


*
Ratio of employed persons participating in training to total employment.

**
Including all employees.

Source: O'Connell (1999): IALS-data.

2.6.3 Distribution of training by level of educational attainment

Table 10 as well as the OECD (2003) make clear that those with higher qualification levels are more likely to participate in further education and training. When they do, the duration of that training is longer which could give rise to further inequalities. The same goes for participation in job-related training by occupational groups and by the worker's position in the hierarchical ladder (see OECD, 2003). These differences in participation between educational groups appear in EU as well as in non-EU countries.

Table 10
Job-related training of employed adults aged 25-64 by educational attainment, 1994-1995

	
	Participation rate*
	Average duration in hours per employed person**

	
	Below upper secondary
	Upper secondary
	Tertiary
	Below upper secondary
	Upper secondary
	Tertiary

	
	%
	%
	%
	
	
	

	European countries
	
	
	
	
	
	

	Belgium (Flanders)
	7*
	20
	33
	6*
	32
	38

	Ireland
	15
	24
	38
	36
	56
	70

	Netherlands
	21
	35
	46
	28
	66
	63

	United Kingdom
	41
	55
	73
	34
	56
	88

	Unweighted mean ’European countries’
	21
	34
	47
	24
	53
	64

	Other OECD countries
	
	
	
	
	
	

	Australia
	26
	36
	53
	27
	40
	83

	Canada
	21
	29
	53
	20
	29
	71

	New Zealand
	37
	47
	62
	55
	85
	91

	Switzerland
	9
	34
	44
	5*
	34
	64

	United States
	17
	34
	63
	16
	30
	61

	Unweighted mean ’other OECD’
	22
	36
	55
	24
	44
	74

	Unweighted mean ‘total’
	22
	35
	52
	24
	48
	70


*
Ratio of employed persons participating in training tot total employment.

**
Including all employees.

Source: O'Connell (1999): IALS-data.

2.7 Highlights

Participation rates

Participation in job-related training tends to be high in the Scandinavian countries and the United Kingdom and low in southern Europe. Countries like Austria and Germany however, perform like southern European countries in terms of participation in job-related training. Comparison of unweighted average participation rates in EU-15 with those in non-EU countries on the basis of IALS data, does not show a very large difference, although the last group of countries performs somewhat better (3 per cent points) The unweighted average of participation rates in the new Member States (EU-10) is somewhat lower than in the older Member States (EU-15) and the non-EU countries. 

Volume of training

Participation rates do not say everything about volume of training, because in the latter the duration of training per employee also plays a role. Four sources of harmonized training statistics yield quite different estimates of the average hours of training. A cross-survey index of training volume shows that Australia, France, the Netherlands and New Zealand have the highest values, while Belgium, Italy, Poland and Switzerland have the lowest. The performance of EU-15 and the group of non-EU countries in terms of hours per employed person spent on job-related training is similar. The same as with the participation rate referring to job-related training, the unweighted average of training hours per employed person in the EU-10 is a bit lower.

There seems to be a trade-off between the extensive and intensive margins of training investments, with the average duration of training being higher in countries with lower participation rates.

Costs of job-related training

There is a clear distinction between EU-15 and Norway on the one hand and EU-10 on the other hand in terms of total costs for training per employee. The costs of CVT courses as a proportion of the labour costs of all enterprises in 1999 ranged from 0.8 per cent in Poland and Lithuania to 3.0 per cent in Denmark. CVTS data show a considerable increase between 1994 and 1999 in the costs of CVT courses as a percentage of total labour costs for EU-15, suggesting a rise in the supply of labour-related training activities.

Sources of financial support for job-related training

Employers play a central role in providing financial resources for job-related training. Governments provide only a small proportion. In many non-EU countries individual employees have to provide financing for their own job-related training more often than in other OECD countries. 

Referring to sources of financing of job-related training by gender, employers provided funding for a greater proportion of male than female trainees. There are hardly any differences in financial sponsorship of job-related training by age group

With respect to sources of funding by educational attainment, there was little variation in employer support across educational attainment categories. However, it is remarkable that those with the lowest educational attainments received the least financial support from government for job-related training. Because these groups are underrepresented in training, one would expect that more government support would be directed at the lower educated.

Distribution of training by firm size 

Workers in small firms receive less employer-sponsored training than workers in large firms.

Distribution of training across target groups

There does not appear to be any significant systematic difference in participation rates by men and women in employer-sponsored CVT courses. There are as many countries were men are over-represented as there are countries in which women are over-represented. Although statistical data point out a gender training gap in terms of volume, these conclusions are not confirmed for the European countries we presented in this chapter on the basis of IALS data. In these European countries the average duration of job-related training per employed person is in fact higher for women than for men. The incidence of training in terms of participation rate and in terms of the duration of training tends to decline with age. The likelihood of workers receiving training support from employers is closely connected with these workers educational attainment, occupational group and the workers' position in the hierarchical ladder. The differences by educational attainment mean that job-related training does not compensate differences in initial education, but even increases these differences. 

For all of these patterns, there is no substantial difference between EU and other OECD countries.

3 Impact of training of the employed

3.1 Introduction

As mentioned in Chapter 1, lifelong learning has become an important focus point in social-economic and educational policy. Owing to a number of developments, some supply-driven, others demand-driven, competencies tend to become obsolete faster and faster. 

Technology and consumer preferences change more rapidly then they used to do. The process of globalisation of the economy continues. Partly in response to these developments, companies adapt their organisational structure. As a result, the job structure and the contents of jobs tend to change continuously. Workers, then, have to keep on investing in human capital during their working career to remain employable. This need for investing in human capital is reinforced by the ageing of the labour supply. Older workers are more likely to have outdated skills than younger workers. Until now most workers withdraw from the labour market long before reaching the official retirement age. Given the labour shortages many EU-economies are experiencing, there is a need to increase participation rates among people over 50 years of age. This would require considerable efforts in the field of training.

This all adds up to a situation in which participation rates in continuous training will have to be increased considerably. As a result more money will have to be spent on training. We can indeed observe a growing participation in company training. However, expenditure on continuous training is still low compared to the expenses on initial education. Training is often too expensive to be paid by workers. Banks will not easily loan money for a training course, because if the trainees fail to finish the course or fail to gain (direct financial) benefits from it, they can have a problem in getting their money back. However, also companies may refrain from investing in training in view of the costs involved. Particularly when it is difficult to replace the workers engaging in training and the firm's output is affected, the costs of training may be considered too high. Another bottleneck for companies is that it is uncertain – as mentioned in Chapter 1 when discussing market imperfections - to whom the benefits of training (for example in terms of higher productivity) will accrue. Some of the trained employees may afterwards move to other companies, so that other companies will profit from the training without contributing to the costs (poaching). Moreover, companies can also be uncertain about the positive effects of training on employees’ performance. Uncertainty also plays a role for employees, who do not know beforehand what the benefits of training participation will be in terms of higher wages, mobility chances and more job security (i.e. employability). 

The instruments and incentives that were identified in this study for the 15 older EU Member States (EU-15) aim at counterbalancing these types of market imperfections and stimulate the investments in training both by the individual as well as the company. Pre-supposed is that increasing training volumes will not only have benefits for the companies and the employees, but also for society as a whole.

As uncertainty about the benefits of training and about the distribution of these benefits plays a role in refraining from investing (more) in training, it is important to see what we do know from research studies about the impact of training for the employer and for the individual. It is obvious that instruments and incentives to stimulate lifelong learning can only be seen as crucial if training has positive effects on productivity and income. 

Table 11
Overview of studies on impact of training on productivity, wages and mobility

	Country and Authors
	Main findings
	Specific effects for types of training or groups

	Impact on productivity/company performance

	France and Sweden: Ballot, Fakhfakh and 
Taymaz (2002)
	On the basis of panel data, controlling for endogeneity, training has a positive impact on company productivity
	

	Germany: Zwick (2002)


	On the basis of panel data, after controlling for selectivity and unobserved heterogeneity, training increases company productivity
	

	Ireland: Barret and O'Connell (1998)
	Productivity growth in firms providing training to their workers is higher than in other firms
	General training is more effective in raising firm-productivity than firm specific training

	Italy: Conti (2004)
	On the basis of worker-firm matched panel data, controlling for unobserved heterogeneity and potential endogeneity, training has a positive effect on company productivity
	

	Netherlands: De Kok (2000)
	The volume of hours of firm training is positively correlated with firm value-added
	The value added impact of training depends on the time spent by firms to prepare, conduct and evaluate training programmes

	Netherlands: Groot (1999)
	On the basis of an analysis of changes in performance indicators made up by supervisors, the duration of training is positively associated with labour productivity growth
	

	Netherlands: Boon (1998)
	Investment in training has a positive effect on firm's value added
	

	Netherlands: De Koning and Gelderblom (1992)
	Participation in training has a positive impact on the average value added of companies
	The effect of external courses is larger than for internal courses

	Spain: Alba-Ramirez (1994)
	The share of employees who receive formal training is positively associated with sales and value added per employee
	This correlation is much stronger within the group of senior employees

	Sweden: Regner (1995 and 1997)
	The returns to training are large and significant
	

	United States: Black and Lynch (1996)
	The number of trained workers is weakly correlated with sales per worker
	Formal training conducted outside working hours shows a positive and significant correlation with sales per worker

	United States: Bartel (1995)
	Significant positive effects of training on individual job performance after controlling for endogeneity
	

	Impact on wages
	
	

	United States: Veum (1995)
	
	Company training outside work has a positive impact on wages. Other forms of training do not impact wages. The duration of the training does not affect wages

	France: Fougere, Goux and Maurin (2001)
	CET is positively and significantly correlated with wage levels only when trainees change job
	

	France: Goux and Maurin (2000 and 1997)
	Using worker-firm matched data, a positive correlation between firm-provided training and wage levels is significant when the 'selection bias' is not controlled, but turns insignificant when controlling for such unobserved heterogeneity
	

	France and Sweden: Ballot, Fakhfakh and Taymaz (2002)
	On the basis of panel data, controlling for endogeneity, training has a positive impact on wages
	

	France and UK: Hocquet (1998)
	Employer provided training raises the wage of participants
	

	Germany: Pischke (1996)
	
	Returns from training are significantly positive for women, but insignificant for men

	Italy: Conti (2004)
	On the basis of worker-firm matched panel data, controlling for unobserved heterogeneity and potential endogeneity, training has no significant positive effect on company productivity
	

	Spain: Alba Ramirez (1994)
	The share of employees who receive formal training is positively associated with average wages
	This correlation is much stronger within the group of senior employees

	Sweden: Regner (1995 and 1997)
	The returns to training are large and significant
	

	United Kingdom: Blundell, Dearden and Meghir (1999)
	Employer provided training is positively and significantly associated with wage levels
	Training provided by the current employer has a positive impact on the wage level, whereas training provided by the previous employer has no impact on current wages

	United Kingdom: Blundell et al. (1996)
	Formal off the job training increases the wages of individuals
	The effect is larger for individuals with intermediate level schooling. The duration has a significant positive effect

	United Kingdom: Booth et al. (1999)
	Trained workers enjoy higher wage levels and faster wage increases than non-participants
	The return to training is particularly high for unionised workers

	Impact on wages (continuation)
	
	

	United Kingdom: Arupalam and Booth (1998)
	Training incidence has a significant large positive effect on wage growth, after controlling for its endogeneity
	

	United Kingdom: Booth (1991)
	There are significant positive effects of formal job-related training on wages
	Positive wage effects are larger for women

	United States: Krueger and Rouse (1998)


	
	Training participation is positively correlated with wage levels (after controlling workers' individual fixed effect) in a researched manufacturing firm, but not in a researched service firm

	United States: Loewenstein and Spetzer (1998 and 1997)
	Formal training beyond the first year of tenure has a significant positive impact on wages, after controlling for the endogeneity of training and measurement error
	Completed spells of training with previous employer have a larger positive effect on wages than completed spells of training with the current employer

	United States: Bartel (1995)
	A large and significant impact of formal training on employee's wage growth is found after controlling for endogeneity
	The effect is larger for 'remedial' training, targeted at individuals who have low relative status in the job

	United States: Loewenstein and Spletzer (1994)
	
	Participation in training is positively and significantly associated with wage growth for the workers who did not change job. However this is not the case for those who changed jobs

	7 OECD Countries: OECD (1999)
	
	Workers, who have undergone further training, have (after correction for selection bias) a higher level of hourly wages than other workers in Australia, Canada, Germany, Italy and Great Britain. In France and the Netherlands, there is only an effect of training for the lower educated groups 

	Various OECD countries: OECD (2004)
	Training increases wages on the basis of an analysis of household panel data, correcting for heterogeneity and individual fixed effects. However, the effects are not in all circumstances and for all groups positively significant.
	Effects for women are lower. The effects for younger workers are higher. 

	

	Impact on career and mobility

	France: Fougere, Goux and Maurin (2001)
	CET has a positive but insignificant correlation with inter-firm mobility
	

	France: Goux and Maurin (2000)
	Firm-provided training is negatively, but insignificantly correlated with post-training inter-firm mobility
	

	Sweden: Regner (1995 and 1997)
	There is no empirical evidence of a relationship between training and tenure at the firm
	

	United Kingdom: Blundell, Dearden and Meghir (1999)
	Often, wage increases arising from training occur via promotions
	

	United States/Germany: Vilhuber (1997, 1998)
	Workers mobility patterns indicated that employer-provided training is sector-specific or general rather than firm-specific
	

	United States: Krueger and Rouse (1998)
	Trainees are as likely to exit the company as non-trainees

Training has a positive association with the incidence of job bids, upgrades, performance awards and job attendance
	

	Various OECD countries: Ok and Tergeist (2003)
	Previously received training leads to a greater probability of rapid re-employment after involuntary job loss
	

	Various OECD countries: OECD (2004)
	At the individual level, there is a strong correlation between training histories and employment outcomes. Time spent in training leads to lower chances of being unemployed in later stages. These results hold after controlling for selection bias. 
	


Sources: Most of the summarised results come from overview articles in OECD (1999), Ok and Tergeist (2003) and OECD (2004).

Regarding the effects of training on mobility, one could argue beforehand that especially company-specific training would decrease mobility to other companies. However, the studies in Table 11 do not confirm a negative effect of training on mobility to other companies. If there is an effect on mobility, then this is within the company: an increased chance of promotion. Ok and Tergeist (2003) show that training increases the chances of finding a job after involuntary job loss.

Many studies in Table 11 show that training is positively correlated to productivity as well as wages. However, it is difficult to come to more definite conclusions about the size of these effects. There is still a large margin of uncertainty about these effects for four reasons:

· Several studies show that the size of the effects differs per type of training and type of employees trained;

· These types of analysis struggle with methodological problems to determine the effects;

· The effect of training cannot be isolated from the broader (policy) context in the company;

· The effects have a certain time profile: how lasting are the effects?

We will elaborate on each of these 4 points.

3.2 Differences between types of training and groups trained

The third column in Table 11 illustrates that the effects of training differ according to the type of training and the type of employees trained. The OECD (1999) finds at least for some countries a significant positive relationship between wages and training of less educated workers. On the basis of these findings and some other studies, they conclude that the earning gains from training are higher for some categories of workers who are less likely to be trained. In a number of studies, there is also an effect found from the size of the training, although this is not a finding for all studies in which length of training is considered. Another important distinction is between general and specific training. Barrett and O'Connell (1998) find that general training has a larger effect on productivity. This conclusion is linked to the finding of De Koning and Gelderblom (1992) that external training courses - which will be general by nature - are more effective than internal training courses in influencing productivity. Because training has so many dimensions that can influence the effects (target group, size, direction, distance- vs. classroom-based, pedagogical concept, etc.), it is very difficult to draw general conclusion on the overall size of the effect of training. Long (2004) gives an overview of many studies which tried to quantify the results of training for wages and concludes that the variation in size is large. On average, training increases wages for about 8%. A recent elaborate analysis on panel data for various countries by the OECD (2004), comes however to a much lower effect.

3.3 Methodological issues

Impact of training is usually determined by comparing result indicators for those who are trained with those who are not trained. With data at company level, companies with high training investments are compared with those with lower training investments. A problem is that participation in training is not a random process (unless training participants are randomly assigned in the case of an experiment, but such a set-up is very unusual in this context). This problem recurs in all analyses that try to determine the effect of training on wages, productivity and career indicators, like mobility. A problem arises because some individual or company characteristics are correlated with both training participation and the variables which training should have an effect on, like wages. In that case the observed differential in the result indicator linked to differences in training efforts may be due to the fact that the workers or companies in each of the groups may have different characteristics ('heterogeneity bias'), rather than to the impact of training. A first solution is to do the analysis in differences, for example training is linked to wage growth or productivity growth. In that case differences in starting levels of wages between the trained and non-trained group are not relevant. Several studies in Table 11 do analyse wage or productivity growth. Panel data are very helpful to do this type of analyses. 

However, even using panel data the problem is not solved completely. The differences in characteristics between trained and less trained groups can also be linked to result variables in dynamic form. For example if trained workers are younger, their wage growth could be higher just because of that. A further solution (which can be combined with the use of panel data) is to use estimation models that include other variables. If other variables are known, this can be corrected for in a multivariate statistical analysis. A step further is to use an econometric model in which the selection process into training (or level of training investments) is modelled separately ('selection for endogeneity'). Modelling the selection process separately can also solve the problem that the causality between training and result indicator can be both ways. For example: training cannot only influence company productivity, but a high level company productivity can also influence training investments (availability of funds). When modelling the selection process there are even techniques to correct for differences in unobserved characteristics ('correction for unobserved heterogeneity') between trained and less trained which could bias the effects on the result-indicators. In Table 11 several studies are included which correct for (unobserved) heterogeneity and endogeneity, which still result in positive effects for productivity and wages. Only In the studies of Goux and Maurin (1997 and 2000), the effects of training on wages 'disappear' after such a correction. On the other hand, in the study of Zwick (2002), the effects on productivity at company level become even larger after correction for unobserved heterogeneity. So it is not necessarily the case that omitting these types of corrections automatically leads to overestimations of the effect.

3.4 Training and broader context

From the educational sciences tradition, there has been much critique on studies that investigated training effects as an isolated phenomenon in which there is little attention to the company and organisational context. Kessels (1995) for example criticised heavily the common approach for the examination of training effects. The bottom line of this critique is that organisations are in fact complex systems wherein various factors are related to the outcomes and outputs of training. Thus it would be rather naïve to point at the training as the only factor responsible for bringing about 'training' effects. Gielen's (1995) study into a product training for desk clerks indicated that workplace characteristics (e.g. supervisor's behaviour) and trainee characteristics (e.g. self-efficacy) were the strongest predictors of the training effects (trainee performance in the workplace). Other important 'context' factors are related to the quality of the training policy of a company. One could expect that training will be more effective if this is the result of a training policy in which assessment of training needs, the selection of training courses and evaluation afterwards is carefully carried out. De Kok (2000) shows that these factors play a role. The impact of training depends on the time spent by firms to prepare, conduct and evaluate training programmes. Black and Lynch (1997) find that the effect of training policies do not so much depends on its introduction, as on the manner of introduction, i.e. whether other policies are introduced along with it. 

The former remarks imply that training does not only have a separate effect on for example company performance, but that the company performance depends on the combination of a number of these factors. Such a combination of factors plays a role in research by Ballot, Fakhfakh and Taymaz (1997, 2002), who found both a positive effect of training and R&D on productivity growth, but on top of this also a positive interaction effect. The effect of training of managers and technicians is much higher if this is combined with R&D activities. Barrett and O'Connell (1998) find a similar result for the interaction between investments in general training and physical capital.

3.5 Time perspective

Another problem is to have a good picture of the profile in time of these effects. It is possible that the effects of training turn up in the period directly after the training, but that the effects fade away in a somewhat longer period. Knowledge gained in training courses can become outdated in time. Based on a literature overview, Long (2004) concludes that the wage effect of training declines with time, but this process depends on the type of training, for example the length of training. Some of the knowledge and competences gained will also be specific to a company and will be lost after a change of employer. However, the various studies of Loewenstein and Spetzer mentioned in Table 11 do not come to consistent conclusions on this aspect. The OECD (2004) concludes that the effect of a change of employer depends on the type of worker: the impact of training seems to be transferable across jobs only in the case of relatively young and high-educated workers. Sometimes the wage effects are larger after a change of employer, and sometimes smaller. So overall there still is a lack of research and decisive conclusions about the effects of training on wages and productivity over time. 

All in all, we can conclude that most empirical studies confirm positive effects of training on wages and productivity, but it is difficult to be more precise about the size of the effect, because of the heterogeneity of training, the interaction with other company policies, the unknown time pattern of the effects and problems to correct for selection bias.

4 Measures to promote training of the employed

4.1 Introduction

This chapter focuses on well over 100 policy instruments identified in the 15 old Members States (EU-15) in the framework of this study. Firstly, Section 4.2 provides a brief introduction to the policy context in the various Member States. Section 4.3 presents the instruments, after which additional information on the set of instruments considered is given in Section 4.4. Section 4.5 discusses the selection of good practices and presents the instruments selected. Finally Section 4.6 illuminates evidence in the available evaluation studies regarding the impact of the instruments on the volume of training and some related issues after having discussed some important methodological issues in relation to the design of evaluation studies.

4.2 Policy Context

Many similarities do exist between the older Member States (EU-15) in the objectives that have been formulated with regard to promotion of training of the employed. All countries recognise the importance of having a highly educated workforce that is continuously upgrading its knowledge and skills. Countries differ, however, in the policies that are adopted to stimulate this process. Some countries focus their attention on apprenticeship systems, while other countries focus on training of the unemployed. The variety of instruments will be described in this chapter. Furthermore we will briefly describe the context in which instruments have been developed.

Different policy choices are reflected in differences between Member States in the nature and number of instruments to promote training of the employed. In some countries, instruments are incorporated in a more comprehensive approach towards the promotion of lifelong learning, while other countries try to stimulate learning among employees by more separate projects or instruments. The existence of a (comprehensive) policy on lifelong learning seems to be related to the national government's sense of urgency for problems related to employability. For example, the existence of illiteracy and innumeracy among many workers in Ireland made its government to formulate a comprehensive set of measures, which finds its basis in the White Paper on Adult Education. Since its introduction various initiatives have been taken in this context. This approach differs form the approach that has been identified in the Mediterranean countries, which employ a more supply driven policy in which the conditions of European funds, like ESF, play a major role.

Table 12 briefly summarizes the main features of each of the 15 Member States regarding the promotion of training of the employed.

Table 12
Main features in the promotion of training of the employed

	Country
	Features

	Austria
	The Austrian government endorses the importance of lifelong learning as a factor for employability. Governmental initiatives focus on initial education and apprenticeship systems. The approach towards training of the employed is limited to a few legislative acts, which provide fiscal incentives for employers and employees. Recently the budget for such instruments has been reduced.

	Belgium
	The social partners play a key role in the field of continuing training. In different sectors training funds exist which are financed by employers, based upon sectoral agreements with trade unions.

	Denmark
	The Danish system is highly decentralized and based on the principle of management by objectives. In 1991 new management and allocation systems were introduced. The Ministry of Education delegated responsibility to social partners and vocational colleges who play major roles in the renewal and adaptation of VET programmes to the labour market needs.

	Finland
	Originally the Finnish approach towards life long learning was limited to the unemployed. But in the last few years the scope in the promotion of life long learning has been extended to the employed. Finland has different programmes, which include a combination of activities. The objectives of these so called 'umbrella programmes' are generally broader formulated than just life long learning.

	France
	The backbone of the French policy on life long learning is a levy. Enterprises only have to pay this levy if they don't invest a certain amount in training of their employees. Levies collected from employers that do not invest enough are used to subsidise other training activities.

	Germany
	The government's policy to improve competitiveness and employability is mainly focused on initial education and the apprenticeship system. In its action programme the government tries to enhance the interconnectedness between existing vocational education and the working environment. To this end, the federal government has launched the action program 'Lifelong Learning for Everyone'.

	Greece
	During the second half of the nineties, the policy on life long learning was driven by supply (i.e. availability of EU resources). Two major developments took place in the last few years: the launch of a special account (LAEK), which reserves a part of the employers' contributions exclusively for training; and the introduction of an accreditation system for continuing training.

	Ireland
	Objectives and instruments are formulated in the white paper on life long learning. Different agencies do exist which promote and/or provide training for employed and unemployed. Various instruments can be distinguished such as subsidies and publicity campaigns.

	Italy
	Before the mid-nineties the promotion of life long learning was a subject for regional governments. In the last few years central government developed a more active approach in this field. One of the major elements of the Italian approach is a law, which allows the Ministry of Labour and regional governments to finance programmes on life long learning. Most instruments comprise of a subsidy, additionally two publicity campaigns have been set up.

	Luxembourg
	The main instrument is a fiscal incentive for employers. Enterprises who wish to invest in training of their employees can apply for direct aid, of which 10% of the training costs can be reimbursed. Within the context of this instrument enterprises can also apply for an income tax allowance. 

	Netherlands
	The Dutch approach is characterized by the central role of collective bargaining agreements between social partners. Many sectoral training funds exist which are financed by levy systems and used to subsidise training activities (a similar role for sectoral agreements on training funds financed by levies is present in Belgium and Denmark)

	Portugal
	The context of the policy on lifelong learning is set in The Agreement on Policies for Employment. Most initiatives, which focus specifically on life long learning are financed by ESF.

	Spain
	The Spanish efforts to stimulate training for the employed are concentrated around the National Agreement on Continuing Training. This agreement is signed by social partners and governments. The initiatives, which are developed in the context of this agreement are funded by a levy. 

	Sweden
	In Sweden the government's incentives are largely based on preventing unemployment. Special attention is concentrated on the low qualified unemployed and employees who are set at risk of becoming unemployed. The identified instruments directly target individuals rather than their employers.

	United Kingdom
	Several studies have indicated deficiencies in the skills and qualifications of the British workforce compared with other European Countries. Therefore attention is paid to education and training. The role of the UK government in education and training is to set a framework and work in partnership with other central and local bodies to implement policy.


Programmes versus single instruments

Some instruments consist of a single tool or activity (e.g. fiscal incentives), while other instruments consist of a selection of activities. For example, the Italian project 'Empowerment of immigrant workers' aims to improve the employability of immigrant workers by training. Besides the promotion of actual training, the project foresees in an information campaign for immigrants and consultancy facilities for employers. In this example one might speak of a programme rather than an instrument. A first examination of the identified instruments suggests that about a third can be seen as a programme rather than as one isolated instrument.

General versus focussed instruments

Another distinction can be made between instruments that are directed towards a specific goal or target group such as the stimulation of training among elderly workers and instruments that have much wider goals such as the promotion of lifelong learning among a country's population at large. An example of the latter instrument is the Spanish agreement on continuing training (Acuerdo Nacional de Formacion Continua), in which the general responsibilities are laid out for central government, social partners, enterprises and employees. It comprises of a structure of combined efforts to improve employability and competitiveness of the Spanish workforce as a whole. Another example is the German Employment Promotion Act, whose aim is to avoid structural unemployment by upgrading skills. 

Many countries have one or two general instruments which play a key role in the promotion and stimulation of lifelong learning. These main instruments are often supplemented by instruments, which focus on a particular target group and/or specific skills. 

The distinction between general and focussed instruments is related to the distinction between programmes and instruments; generally speaking, programmes tend to be more general, and 'single' instruments are more likely to be focussed. 

4.3 Identified instruments and incentives

A total number of 110 instruments and incentives have been identified in the country profiles in the course of this study. However, after a closer inspection of these 110 instruments, some turned out to fall outside the scope of the project. Finally 94 remained. To provide a first overview of these instruments, they are classified into a limited number of categories.

The identified instruments can be classified in various ways. 

· By the way they are financed (this will be discussed at the end of this section). 

· By target group. While all instruments ultimately target employees, some instruments try to reach employees directly while others try to stimulate training of employees by stimulating their employers
. 

· By the nature of the instrument. Basically speaking, instruments either provide a financial incentive, or they use other means to promote training of the employed (by providing knowledge and information to the parties involved).

If we combine the classifications by target group and by nature of the instrument, we arrive at the following 2 x 2 table, identifying four different types of instruments:

	
	
	What does the instrument provide?

	
	
	Financial incentive
	Information

	Who does the 
instrument target?
	Employers
	X
	X

	
	Employees
	X
	X


As can be seen in Table 13, most of the identified instruments (75%) provide financial incentives; promotion activities seem to occur less often. Italy is the only country where the number of identified promotion activities exceeds the number of identified financial incentives.

On average, six different instruments have been identified per Member State. For individual Member States, this varies from four or less instruments in Austria, Greece, Luxembourg and Spain to ten or more instruments in Belgium and the Netherlands. These differences are related to the different policy choices that are made at national level. For example, Austria and Germany focus their attention on the early stages of lifelong learning (initial education and apprenticeships), and Spain has made the choice to include most national activities regarding training of the employed in a single instrument rather than defining several different instruments
. In Greece, policies focus on training of the unemployed rather than people in employment.

Table 13
Number of identified instruments, by country and type of instrument

	
	Financial incentives for employers
	Financial incentives for individuals
	Promotion activities for employers
	Promotion activities for individuals
	Other/
unknown
	Total

	Austria
	1
	3
	0
	0
	0
	4

	Belgium
	10
	1
	0
	1
	1
	13

	Denmark
	4
	3
	0
	0
	0
	7

	Finland
	0
	5
	1
	2
	1
	9

	France
	4
	3
	0
	0
	0
	7

	Germany
	0
	3
	0
	1
	1
	5

	Greece
	0
	2
	0
	0
	0
	2

	Ireland
	2
	1
	0
	2
	0
	5

	Italy
	0
	1
	1
	3
	0
	5

	Luxembourg
	3
	1
	0
	0
	0
	4

	Netherlands
	5
	2
	2
	1
	0
	10

	Portugal
	5
	1
	1
	1
	0
	8

	Spain
	2
	0
	0
	0
	0
	2

	Sweden
	0
	5
	0
	0
	0
	5

	United Kingdom
	1
	4
	2
	0
	1
	8

	Total
	37
	35
	7
	11
	4
	94


To identify good practices, it is necessary to make a more detailed classification of the nature of the instruments.

· Financial incentives can be divided into fiscal incentives and subsidies, where subsidies are either provided as 'traditional' subsidies or as voucher systems or individual learning accounts. 

· Specific promotion activities that can be identified are publicity campaigns, training policy awards (organisations receive an award if their training policy meets certain standards; e.g. Investors in People) and information networks (improving the accessibility of employers to relevant information, such as learning resources and facilities).

The most common financial incentives are subsidies. Fiscal incentives occur less often. For employers, fiscal incentives still outnumber innovative subsidies such as voucher systems, but for employees the number of identified voucher systems and individual learning accounts exceeds the number of fiscal incentives (Table 14).

Table 14
Different types of instruments

	Main type
	
	Number of instruments

	Financial incentives for organizations
	Fiscal incentives for organisations
	8

	
	Voucher systems
	2

	
	(Other) subsidies for organizations
	27

	Total
	
	37

	Financial incentives for individuals
	Fiscal incentives for employees
	4

	
	Vouchers for employees
	2

	
	Individual learning accounts
	5

	
	(Other) subsidies for employees
	24

	Total
	
	35

	Promotion activities for employers
	Information networks for employers
	3

	
	Training policy award
	2

	
	Other promotion activities for employers
	2

	Total
	
	7

	Promotion activities to individuals
	Publicity campaigns
	7

	
	Other promotion activities to individuals
	4

	Total
	
	11

	Don't know/no answer
	
	4

	Grand total
	
	94


All instruments considered in this report are at least partly financed by national governments
, and most financial incentives also require a contribution from employers or employees themselves
. In addition, other funds can also be used. Most important in this respect are ESF and levy systems
. Levies are mentioned for 10 of the 94 instruments, ESF for 24. It is, however, difficult to obtain a complete picture of all financial sources for all of the identified instruments, so the use of levy systems and (especially) ESF funds may even be larger
. 

4.4 Additional information about instruments and incentives

Availability of information

The amount of information that could be obtained on the individual instruments varies considerably amongst the instruments. An overview of the availability of various types of information is provided in Table 15.

For almost all instruments (90 out of 94) information about the type of instrument is available. This is also true for more detailed information about the target groups (i.e. whether the instrument is aimed at specific groups of employers or employees). Information about the size of the instrument (indicated either by, budgets, number of employers or number of employees involved) is available for 63 of the 94 instruments.

Table 15
Availability of information, by type of information

	Type of information
	Instruments for which this information is available

	Type of instrument (by nature and target group) 
	90

	Main sources of finance
	85

	Implementation date
	75

	Expiration date
	74

	Size
	

	   Expenditures or budget
	51

	   Number of participating employers and/or individuals 
	46

	   At least one of the above indicators
	63

	Targeted organizations 
	90

	Targeted individuals
	90

	Characteristics of training involved
	79

	Distribution of direct costs 
	78*

	Distribution of indirect costs 
	59*

	Evaluation study 
	34

	Total
	94


* This number includes 18 'not applicable' responses in the case of promotion activities.

For 79 instruments we have information about the nature of the training involved; most of these instruments (69 out of the 79) are aimed at training in general. Information about the distribution of direct costs is more often available than information about the distribution of indirect costs. Finally, evaluation studies have been identified for 34 instruments. 

In the remaining part of this section, the available information will be presented.

Target groups

The available information about the main target groups is presented in Table 16 (employers) and Table 17(employees).

Table 16 shows that about two-thirds of the identified instruments are open to all employers. It is not clear, however, whether this refers to private employers and public organisations as well, or whether it is limited to private employers. For only one identified instrument we could determine that it is restricted to private organisations, but we cannot exclude the possibility that this also holds for some of the instruments that are classified as targeting all employers.

Table 16
Targeted employers

	Targeted employers
	Number
	Percentage

	All employers
	59
	66%

	Starters/self-employed
	4
	4%

	Sector-specific private organisations
	4
	4%

	Focusing on SMEs (without excluding large enterprises)
	12
	13%

	Restricted to SMEs (excluding large enterprises)
	7
	8%

	Other
	4
	4%

	Total
	90
	100%


If instruments are focusing on specific categories of employers, the most common categorisation is by size class; 20% of the identified instruments focus on, or are restricted to, small and medium-sized enterprises. Instruments that focus on specific sectors or on starters only are less common.

Table 17
Targeted employees

	Targeted employees
	Number
	Percentage

	Self-employed
	3
	3%

	Employed and unemployed
	5
	6%

	All employees
	53
	59%

	Female employees
	2
	2%

	Older employees
	3
	3%

	Younger employees
	1
	1%

	Lower educated employees
	8
	9%

	Employees of specific occupations
	2
	2%

	Employees with a high unemployment risk
	5
	6%

	Other
	8
	9%

	Total
	90
	100%


More than half of all instruments are open to all employees. Five instruments are also open for unemployed, and three focus on self-employed individuals. Different focal groups can be distinguished, such as female employees, older employees or younger employees, but the most common target groups consist of lower educated employees and employees with a high risk of uncertainty (Table 17).

Distribution of costs

For financial incentives, it is interesting to know more about the distribution of direct and indirect costs? For 41 instruments, information could be obtained about the distribution of direct and indirect costs. The majority of these instruments only subsidise direct costs, but twelve subsidise both direct and indirect costs. Four instruments subsidise indirect costs only.

Table 18
Distribution of direct and indirect costs for financial incentives

	
	Distribution of indirect costs

	Distribution of direct costs
	All indirect costs paid by employer/
employee
	Part or all indirect costs subsidised
	Don't know/
no answer
	Total

	All direct costs paid by employer/
employee
	
	0
	4
	0
	4

	
	
	
	
	
	

	
	
	
	
	
	

	Part or all direct costs subsidised:
	Fixed amount per employee
	5
	1
	1
	7

	
	Fixed amount per training hour
	1
	0
	2
	3

	
	Share of training costs
	17
	5
	4
	26

	
	Other
	2
	6
	11
	19

	
	
	
	
	
	

	Don't know/
no answer
	
	0
	0
	12
	12

	Total
	
	25
	16
	30
	71


Evaluations

To get a better understanding of the success of and bottlenecks in instruments promoting lifelong learning, and to find out what conditions need to be in place in order to increase the likelihood that the instruments and incentives are indeed successful, various governments have conducted evaluation studies. In the context of this study, evaluation studies could only be identified for 34 policy instruments. (In some cases there were  several evaluation studies for one single instrument). These evaluation studies are distributed unevenly across the Member States in EU-15. Whereas seven evaluation studies are available for Finland and the United Kingdom, no evaluation studies are available for Greece, and for six countries only a single evaluation study could be identified (Table 19).

Table 19
Availability of evaluations, by country

	
	Identified instruments
	

	Country
	Total
	With evaluation study

	Austria
	4
	2

	Belgium
	13
	3

	Denmark
	7
	1

	Finland
	9
	7

	France
	7
	2

	Germany
	5
	1

	Greece
	2
	0

	Ireland
	5
	1

	Italy
	5
	1

	Luxembourg
	4
	3

	Netherlands
	10
	2

	Portugal
	8
	1

	Spain
	2
	1

	Sweden
	5
	2

	United Kingdom
	8
	7

	Total
	94
	34


Only 9
 of the 34 evaluation studies include some kind of control for deadweight loss (mostly by asking participants if they would have invested in training in the absence of the instrument)
. So these are the only instruments for which the net effect of the instrument on training participation can really be estimated.

4.5 Good practices

Criteria to select good practices

Twenty-two measures out of the 34 from which an evaluation study was available, got a positive review, some 65 %. For eight measures, or 24 %, the evaluation was neutral, leaving only 4 instruments or 12% with a negative assessment.

We have to stress that the basis for a positive review differs. In some cases this is based on perceptions of the persons involved, the take -up of the measure, or the efficiency of processes around the measure. As mentioned before, only a limited number of evaluation studies try to measure a sort of net effect for the impact of the incentive for the training volume. The measures that have been evaluated positively are enlisted in Table 20 below.

Table 20
Practices which have been evaluated positively

	Practices which have been positively evaluated
	Country

	1 Learning Voucher
	Austria

	2 Individual Learning Accounts
	Austria

	3 Training Cheque
	Belgium

	4 Vlamivorm
	Belgium

	5 Job Training and Job Rotation
	Denmark

	6 National Programme on Ageing Workers
	Finland

	7 Lift Programme
	Finland

	8 Engagement for Training Development
	France

	9 Levy
	France

	10 Training Assistance Act
	Germany

	11 Vocational Training Scheme
	Germany

	12 Training Support Scheme
	Ireland

	13 Quadro Communitario
	Italy

	14 Further Vocational Training Scheme
	Luxembourg

	15 Individual Learning Account
	Netherlands

	16 Agreement on Continuing Training
	Spain

	17 Basque Agreement on Continuing Training
	Spain

	18 Special Education Grants
	Sweden

	19 Education Recruitment Grant
	Sweden

	20 Investors in People
	United Kingdom

	21 University for Industry
	United Kingdom

	22 Employer Training Pilots
	United Kingdom


Selection of good practices

For the selection of good practices, three criteria have been used:

1. Variety: Examples of good practices chosen must reflect a certain variety in:

· Types of instruments chosen (fiscal incentives, subsidies, learning accounts, promotion activities, etc.).

· Main target group (employers or individuals).

· Specific target groups within employers and individuals. Instruments that specifically target groups and firms that are underrepresented in training (e.g. lower educated, SMEs) are of specific interest. 

· Partners involved (e.g. involvement of social partners).

· Country. 

2. Reach: a large output and a relatively high reach of the target group, indicate something about 'popularity' and 'suitability' of an instrument. However, sometimes the reach can be low, because the instrument is new or only in a pilot/experimental phase.

3. Innovativeness: some case studies may be used to highlight instruments, which can be considered as more or less 'a-typical' or 'new' compared to the standard types of instruments. A-typical/new can be in various aspects, examples can be:

· Financing of indirect training costs (opportunity costs of workers trained);

· Financing training that equips individuals to change jobs or enter a new profession.

To resume:

· In the 15 country profiles 110 instruments are listed.

· After a first assessment, 94 were classified as within the scope of the present study.

· Of these 94 instruments, 34 have been evaluated

· 22 of these instruments received a positive judgment (listed in Table 20)

· Out of these 22, eleven measures have been selected to be described in further detail using the additional criteria mentioned above.

Based upon the information available in the country profiles made in the first phase of this study, a first selection of eleven good practices has been made. These practices reflect as much as possible the variety of (good) instruments that is present within the EU-15 (See Table 21). Six of these instruments have a relatively high reach (i.e. annual expenditures above € 10 million and/or reaching more than 100 000 employees), while others are somewhat smaller. Some of these instruments are considered to be innovative compared to the standard types of instruments. Finally, it is worth mentioning that they also vary regarding their policy context: they are taken from nine different Member States 

Table 21 presents a first overview of the eleven identified good practices.

Table 21
Selection of good practices

	Name
	Type of instrument
	Origin

	1. Learning Voucher
	Voucher
	Austria

	2. Vlamivorm
	Subsidy for employers
	Belgium

	3. Training Cheque
	Vouchers
	Belgium

	4. National Programme Ageing Workers
	Publicity campaign
	Finland

	5. Levy
	Levy
	France

	6. Post Vocational Training
	Subsidy for employees
	Germany

	7. Training Support Scheme
	Subsidy for employers
	Ireland

	8. Individual Learning Account
	Individual Learning Account
	The Netherlands

	9. Special Education Grants
	Other incentives for individuals
	Sweden

	10. Employer Training Pilots
	Subsidised training and compensation to employer for the time employees spend in training
	United Kingdom

	11. University for Industry
	Information network
	United Kingdom


Finally a brief description of the selected good practices is provided. A more detailed description is provided in the profiles drawn up for each instrument that are presented in Annex III. 

1. Learning Voucher (Austria)

A press release of CEDEFOP (2003) states that the success of the Austria's learning voucher shows that un-bureaucratic access, financial support and a wide range of training provision is needed to make vouchers efficient tools in combating educational exclusion, inequality and social disadvantage. The evaluation study also indicated, however, that the voucher attracted a high percentage of experienced learners, which may partly explain its success. 

2. Vlamivorm (Belgium)

This fiscal instrument for employers was a one-time initiative for 1999
. A total number of 5.299 firms in the Flemish Region filed an application for this specific tax reduction, 4.126 of which could benefit from this arrangement. The instrument was rather successful in reaching small and medium-sized enterprises: 73% of the participating organisations are small, 11% medium-sized and 16% large. In addition, small firms provided 40 per cent more training hours (per FTE) than middle-sized or large enterprises (43 hours per full time equivalent for small firms versus 30 hours for medium-sized and large firms).

3. Training Voucher (Belgium)

This instrument consists of vouchers that can be purchased at a coordinating firm. The voucher represents a bigger value than is actually paid for. Vouchers are bought by companies who want to offer training to their personnel. The target group of this instrument are small sized firms and their workers (less than 50 workers). Although the training voucher scheme has not been evaluated thoroughly, there are indications to conclude that the instrument can be considered as successful after less than one year in operation: 1.383 SME employees and independent entrepreneurs have taken up training vouchers to train more than 3000 workers. Perhaps the most innovative feature of the scheme is that it is linked to an accreditation system which guarantees a quality standard of the trainings.

4. National Programme on Ageing Workers (Finland)

The objective of this Finnish programme annex publicity campaign is to improve the employment situation of employees over the age of 45 and to reduce exclusion and premature retirement through the promotion of practical learning and the development of the links between health, education and working life. 

To this end, this programme provides support for:

· Research and development; 

· Education and training; 

· Information.

Although the programme has not resulted in cultural shifts or breakthroughs, the programme is regarded as successful because the provision of training for older workers has extended. In addition, it has created incentives for future operations in the area.

5. Levy/exemption scheme (France)

This instrument is regarded as the backbone of the continuing training system in France. Its impact is considered as positive because it has contributed to the stimulation of awareness about the importance of continuing training among companies. Besides it contributed to the emergence of a competitive continuing training industry in the form of a wide array of public, private and non-profit suppliers of training.

6. Post vocational training (Germany) 

This German subsidy for employees is targeted at young people (up to the age of 25) who have finished their vocational training with particular success. It offers them scholarships up to 80% of the direct training costs (with a maximum amount of €5.400 for a period of 3 years). This programme has had various positive effects on the participating people. For example, participation in the programme is associated with increases in position and income. Most participants state that they would not have reached their current job position without this instrument. In addition, the programme stimulates further training: people participating in this programme have participated in additional training programmes twice as often as other people (of comparable age).

7. Training Support scheme (Ireland)

The scheme is designed to improve the competitiveness of Irish SMEs through improving the skills of all employees within the company. The scheme supports SMEs through a system of grants to assist in the cost of training and to implement training strategies within each business sector. It is a demand led policy in that enterprises identify their own training needs and can receive a grant to purchase training to meet those needs within the market.

8. Individual learning account (The Netherlands)

In this Dutch pilot study on individual learning accounts, the government contributed € 454 to each individual learning account. The pilot consisted of eight different projects, and in seven of these an additional contribution was made by the company and/or sectoral fund involved. During the pilot study, 1100 employees opened a learning account. Their main argument for opening a learning account was personal development; improvement of skills related to their current position (in order to perform better in their current position and/or become eligible for promotion) was mentioned less often. The first results of the pilot are positive, in that individual learning accounts succeed in aligning the interests of society at large, companies and employees. Problems that arise because of the complexity of the instrument indicate that there is room for improvement in this respect.

9. Special Education Grants (Sweden)

This innovative, Swedish, fiscal incentive for unemployed and employees aims at stimulating the take-up of further studies by those most needing them. In addition, it offers work experience to unemployed people, by requiring that unemployed workers should temporarily replace employees who are off to follow a training course.

10. Employer Training Pilots, ETP. (United Kingdom)

The ETP has successfully encouraged a wide range of employers to give low-skilled employees paid time off work to take free training courses. The programme received a high degree of employer support and enthusiasm by the learners after its first year. Furthermore, increasing the participation in training of low-skilled employees is of important concern in the UK and supports the Government's commitment to extend educational opportunities for all. The different approach of the ETPs is that employers decide on which type of vocational or basic skills training they require to improve business performance. Training provision is work-based and demand-led. Key barriers to training in small firms are also being addressed: the cost to employers of giving low-skilled staff time off work, and the lack of time for training due to work (LSC, 2003b). An important feature of the ETPs is that it reaches and benefits both the employer and employees. In this way employers are able to eliminate skills gaps to improve productivity, and low skilled employees benefit as they improve their skill level and hence their value to the company.

11. University for Industry (United Kingdom)

The UfI (an information network for employers) is the world's largest Government-supported e-learning service. Through its delivery network, Learndirect, UfI has been successful in providing new and innovative learning opportunities in the UK, especially to people with no learning experience. UfI helps people to acquire ICT skills and also helps to create an online learning infrastructure. Learndirect also provides advice on 700,000 courses outside the Learndirect infrastructure, acting as a gateway to courses provided throughout the UK. Learndirect also offers courses and services to business delivered solely online.

In Chapter five lessons will be drawn from these good practices about the general characteristics that seem to be important to increase the likelihood that a measure will be successful. First Section 4.6 elaborates on the impact of these instruments.

4.6 Effect of Policy Instruments

4.6.1 Effect on training volume

The main goal of the instruments considered in this study is to stimulate the participation in continuing training. They intend to enlarge the volume of training. Before we discuss these studies in detail, we first briefly address the possible ways to evaluate these types of measures
.

A fairly simple way to evaluate is comparing the volume of training before and after a specific measure is introduced. However, the problem with such an approach is that it is unsure to what extent changes in volume can be really attributed to the measure. All types of other factors may also influence the volume of training over time, for example the business cycle. Similar types of problems appear when evaluations only look at the extent of take-up of the measure. If training takes place in the framework of a measure, this does not automatically mean that the training takes place because of the measure. The training could also have taken place without the measure, but the measure is for example used to recover part of the training costs. The proportion of training that took place within the framework of a measure that would have taken place anyhow, is called deadweight. The proportion of training that would not have taken place without the measure is sometimes called the net- effect (in contrast to the gross effect which is the take up or reach of a measure).

To determine the deadweight or the complementary or net effect, there are a number of options. The first option is to ask participants directly what would have taken place without the measure. Would the same amount of training have taken place without the measure? Of course, this is subjective information involving a certain risk. For example employers answering such a survey could give strategic answers, for example suggesting a high net effect in order to secure this type of financial support in future. 

An alternative would be to try to quantify the effects by using a so-called control group approach. The most sophisticated way of a control group approach is an experiment. This means that a certain instrument is introduced in for example one region and not in another region that functions as a control group. Another example is if a certain subsidy for individuals is available to a certain group of random assigned individuals (the 'treatment group'), but not to another comparable group (the control group.

The training behaviour of the experimental group (or region) will be compared with the control group to determine additional 'net' effects. However, in Europe experimental designs with new measures are very unusual in contrast to the United States. As far as we know, none of the evaluations of the measures under consideration followed an experimental design. This does not mean that a control group approach is not possible without an experiment. Many measures are specifically targeted towards a specific group of employees or companies. This means that there are possibilities of forming control groups of those who are not entitled to the measure. However, there will most likely be systematic differences in the characteristics of both groups, which could also influence differences in training efforts between 'treatment' group and control group. So it is possible that some of the differences in training efforts should not be attributed to the measure but to the effect of other differences. The more different both groups are, the more difficult it will be to come to robust conclusions. If both groups partly overlap, a multivariate analysis is possible to include the influence of various factors and isolate the effect of the measure. 

Annex I provides an overview of available evaluation studies on volume effects. Some of the evaluation studies identified in the country reports made in the framework of this study are not included. This is because it was not possible to say anything about the effect of the programme. Overlooking the evaluation studies as listed in Annex I, many of them provide conclusions based on general trends in training volume figures before and after a measure, or for the specific target group of the measure. Only a limited number of studies try to determine a net effect, and most of these studies are based on the subjective method discussed above by directly asking the net effect in surveys of participants. Only 3 studies used a sort of control group and none of these of an experimental design. So overlooking the available evaluation studies presented in Annex I in this way we have to conclude that this material is rather 'thin' to allow formulating very robust conclusions. 

In general the evidence available shows that most instruments and incentives really help to increase the participation in training (see also Table 22 in which the results are summarised). In the studies in which a deadweight effect is calculated, this differs from 20% to more than 50%. To what extent this result is 'bad' or 'good' is difficult to judge. To arrive at more firm conclusions on this issue, a cost-benefit analysis per instrument would be a suitable approach. However, the evaluation studies available do not incorporate the results of an instrument by using a cost-benefit model. In such a model the costs of the instrument could be confronted with the benefits. For the benefits, the increased participation can be given a certain value by making a number of assumptions about the effect of increased participation in terms of increased productivity. The results of a number of impact studies (which are mentioned elsewhere in this report) offer input to make such assumptions, although arbitrary choices would still have to be made, for example on the length of the period that productivity effects last. 

Table 22
Summary of information about effect measures on volume
	Type of measure
	Indications of net effect of measure

	Fiscal incentives for organisations
	Limited; a high deadweight is more or less logical for such a measure

	Subsidies for organisations
	Relatively high (estimations for deadweight roughly vary from 20% to more than 50%)

	Levy
	Limited; a high deadweight is more or less logical for such a measure

	Subsidy for employees
	Moderate (deadweight of 45% in one study)

	Voucher for employees
	Moderate (deadweight of 55% in one study)

	Learning account
	Moderate (deadweight of 44% in one study)

	Other knowledge transfer
	Various; Investors in People Standard seems to have a relatively high net effect (deadweight 30%)



Source: See Annex I.

To see whether there are differences in the effectiveness of incentives and instruments, the studies are classified by type of instrument considered (See Annex I and Table 22). We have to stress once again that these results only give a first indication on this issue. Firstly, the available evidence per type of instrument is limited. Secondly, the results of an instrument will also depend on the size of financial contribution. For example, in case of a subsidy, it may make a large difference whether a subsidy covers 80% or 5% of the costs. 

The absence of evidence is strong in the case of fiscal incentives and levies. Both for levies as well as fiscal incentives there are hardly any comprehensive evaluations on the effects of these instruments. In a way this is strange, because both types of measures are important and often used. For a number of countries these types of measures form the backbone of their policy to stimulate training. The existing evaluations often refer to general figures on trends in training participation as an indication of success. For example since the introduction of the levy in France, training participation has increased and companies signal that the levy plays a role in their policy. However, by nature both levies and fiscal incentives have a high deadweight. Restrictions to make use of these types of measures are often limited, which means that already existing training efforts are eligible for the instrument. Still, incentives may not have enough power to mobilize additional training. As a result they may end up subsidising programmes that would have been provided by firms in any case. Often they serve as a windfall to those firms that already have well-established training programmes.

To limit a high deadweight, a possibility would be to target the incentive to groups that are traditionally underrepresented in training. A Dutch evaluation study however indicates that specific targeting for older workers by a higher deduction for this group was not very successful. Moreover, the levy in France is - especially among SMEs - perceived as a 'tax', which indicates that the incentive might be limited. This is also a reason why the levy is relatively low for SMEs. 

The fact that the deadweight is often high with levy and fiscal measures does not automatically mean that these types of instruments are less suitable. One advantage of the fiscal incentives is that they are relatively easy to organise and do not involve a lot of bureaucracy. The trade-off being that the more the fiscal incentive will be targeted, the more effective it could be, but it will also become more complex. The major advantage of levy-schemes is their ability to raise and maintain a high degree of employer-based training through self-financing. In essence it involves a reshuffling of money from companies with small investments in training to companies with larger investments and therefore it counterbalances market failures (e.g. limit 'free riders'). The fact that it is a reshuffling means that in principle no extra public funds have to be involved. So from the perspective of public spending it is a very 'cheap' type of measure.

The deadweight for subsidies for organisations is often relatively small. From the studies we have found, the deadweight varies from 20% to more than 50%. A subsidy is often linked with a specific target group and hence a number of conditions have to be fulfilled to be entitled to the subsidy. By this targeting and setting these conditions, deadweight can be limited. On the other hand, these conditions mean that the measures become more complex and administrative burdens increase. 

As far as there are evaluation studies of vouchers, learning accounts, and subsidies for individuals, the (limited number of) available studies come to roughly comparable figures of a deadweight: around 50%. The highest figure for deadweight is found for the learning voucher in Austria (55%)
. A possible explanation could be that in this case no use is made of the possibility to target the voucher to specific groups. Every member of the Chamber of Labour could order the voucher. Although in terms of deadweight these three types of measures are comparable, the philosophy behind these measures is somewhat different. For example, the philosophy underlying learning accounts is to ‘empower’ individuals in education and training markets by encouraging them to take responsibility in an asset-building process. The individual decides how the fund will be used. What these measures have in common is that they are not very simple and demand a certain 'bureaucracy'. 

In case of publicity campaigns, it is really hard to say something about the effect of the measures. These measures are quite heterogeneous, so difficult to compare. Only for some evaluation studies are available. The results vary. From the National Programme for Ageing Workers in Finland it is said that it had little impact. The participation of older people remained low. On the other hand, the Investors in People Standard in the United Kingdom seems to be quite successful in terms of a limited deadweight.

4.6.2 Brief description of some other related effects

In the previous section we concentrated on the incentive effects of instruments towards the participation in training (the volume effect), because this is the specific focus of our study. However, some of the evaluation studies also describe other effects, which are related to training participation issues. 

Firstly, some of the evaluation studies also pay attention to participation in training in the period after the programme. Former participants of the Post Vocational Training for the Highly Talented in Germany for example participated more in training than other people of the same age (Fauser en Schreiber, 1999). Also in the Learning Voucher Programme in Austria, one of the effects is that the participants wanted to participate in a further course. Both results indicate that one-time participation in a programme can have more durable effects on training participation. Participation in a programme seems to help to put people on a lifelong learning track. This is in line with more general research results that show that participation in training in the past is an important explanatory factor for training participation in the future, also after controlling for various other factors
. However, to arrive at more solid conclusions on this issue in the future, this should be confirmed by other studies, which should also take more account of possible selection issues which might have biased the results. It is possible that the participants in the programmes are a select group, who in the longer term would more often participate in training anyhow.

A second related effect in some of the programmes is that they contributed to improve the functioning of the training market. Anu (2004) argues that the Lift Program in Finland helped to create a new network of adult education institutes. Arnkil et al. (2002) come to a similar conclusion regarding the National Programme for Ageing Workers in Finland. One of the results is that education and training provision for older workers increased and it became more varied. For the recently introduced Training Cheque in Belgium, this is, in fact, one of the explicit goals of the measure. The measure should contribute to a transparent demand-driven training market. One of the ways to achieve this is an accreditation system linked to the use of the cheque. 

5 Determinants of success

5.1 Introduction

The effectiveness of any measure should be evaluated according to its ability to address market failure(s) faced by companies and employees in gaining access to training. 

The available evaluation studies show that measures must address various factors that make employers or employees reluctant to invest in training, such as: 

· Unfamiliarity with, or resistance to training; 

· Lack of resources to plan training

· Inability to identify the right training options 

· A lack of internal funds for training;

· A lack of access to external funds to finance training. 

Various governmental measures do exist which are directed to one or more of these specific restraints. A measure can be regarded as successful if it effectively stimulates companies and workers to overcome these restrains. The evaluation studies that have been identified in the previous chapter for the various measures discussed in this report, state that some measures have been successful in this regard and that success depends on specific characteristics. 

However, in Section 4.6 we discussed in detail several critical issues that should be considered when designing an evaluation study, such as assessment of deadweight loss, objective versus using only subjective information, using an experimental design and control group approach, etc.

It showed that very few evaluation studies pasted this test. The use made by the target group of the measure is for example taken as a proxy for its success without paying attention to deadweight loss or net effect. So the training considered might to a large extent have happened anyway without the policy support. 

In this chapter nevertheless an effort is made to provide an overview of the factors that may contribute to the success or failure of a policy instrument. Considering the remarks made above on the overall quality of the evaluation studies it is obvious that the results presented should be treated with care.

Most of the issues reported refer to factors that are important in fostering or hampering a successful implementation more than being tested on bringing about an overall net effect. 

This chapter consists of four sections. Section 5.2 gives an overview of the characteristics of measures that contribute to success. Section 5.3 analyses the advantages and disadvantages of the types of measures identified. Section 5.4 discusses the influence of a countries' policy context on the success of a measure. Finally, Section 5.5 tries to arrive at some general conclusions and policy recommendations.

5.2 Characteristics of a measure which determine its success

As mentioned in the previous Chapter, for 34 instruments out of the 94 instruments considered in Chapter 4, or just over one-third, some kind of evaluation study could be identified. The nature of these evaluation studies is very diverse, and ranges from econometrical studies that take account of aspects such as deadweight loss, to reports that only discuss the organizational efficiency of the instrument. Only four of these instruments are actually classified as 'bad practices'. 

In the original approach and methodology for this study we would make a comparative analysis between ‘good’ and ‘bad’ practices to find out more on the general characteristics that would contribute to success. However given the fact that only four instruments are classified as bad – in a collection of instruments that have quite different design features, i.e. subsidies, publicity campaigns, employer or employee focus etc – it has not been possible to really compare the characteristics of 'good' and 'bad' practices. 

The main sources of information on which this chapter is based are these evaluation studies. 

Table 23 presents an indication of factors that determine the success of individual instruments and which have been mentioned as such in the evaluation studies that have been found and studied. Factors that are most mentioned are acquaintance with the instrument, its flexibility and a limited bureaucracy 

Table 23
Determinants of success

	a.
Promotion of the instrument


Provisions that have been made to inform employers and employees about the measure. 

	b.
Orientation on SMEs as a specific target group


The initiatives that have been taken to convince SMEs on the necessity for training. SMEs account for about two third of total employment while they tend to neglect the importance of training.

	c.
Attraction of training courses to employees


The extent to which the training courses that can be followed in the context of the measure appeal to the potential trainees (employees).

	d.
Limitation of administrative burden


The composition of administrative procedures that must be followed to participate in a scheme.

	e.
Consider employers' interests as a pre-condition


The potential contribution of training courses to the goals of a company, and the extent to which the implementation of training courses fit with the business operations

	f.
The incentives should be substantial

The extent to which the provided financial support covers the actual (direct and indirect) costs.

	g.
Demand- driven versus supply-driven approaches

	h. 
Accreditation of training providers and certification of training courses


a.
Promotion of the instrument

In various evaluation reports attention is paid to imperfections in the provision of information. In these cases the participation rates were limited due to the fact that the target group was not acquainted with existing arrangements
. The participation rate of training proved to be dependent on the availability of information clarifying the benefits from investment and to whom they accrue, as well as making clear the costs. In Austria a drawback occurred in the use of the Tax Allowance due to ignorance of companies, particularly among officials who decide on training. A Finish evaluation on a measure to train older employees, pointed out that it only became successful after some years. In its first few years hardly any employees and employers were aware of the arrangement.

Besides the governments initiating the policy, one might also involve other actors in getting the message across to employers and employees, e.g. the role of Unions in the Employer Training Pilots (UK).

Also, The Irish National Training Agency FAS concludes that a main issue is to convince the fiercely independent entrepreneur of the benefit in the form of increased efficiency to be obtained
. Many companies, particularly smaller ones, are unaware of or unfamiliar with the benefits of training due to a lack of information. Managers themselves have often received insufficient training, which is related to their reluctance to invest in training as a source of additional productivity, growth and competitiveness. Therefore management training might be regarded as an essential prerequisite in order to make ‘promotion’ of the instrument or workers training in general successful 
.

b.
Orientation on SME as a specified target group

A determinant for success which is often mentioned in individual evaluation studies and which is also more generally regarded as significant, is the extent to which governments and social partners succeed in convincing employers and employees of the necessity of lifelong learning. This is especially true for SMEs, which account for about two-third of total employment in non-primary enterprises within the EU. Various studies point out that the smaller companies still lag behind the larger ones in their take up of funding available for training opportunities. SMEs tend to underestimate the need for training
. As far as SMEs provide training it is often on the job training. In countries in which the financing of lifelong learning is realized by a levy, the SMEs tend to regard those financial burdens mostly as a kind of tax. Many SMEs pay their contribution but do not invest in training
. This was noticed in France with regard to the levy. Similar results have also been found in other countries.

c.
Attraction of training courses for employees

A determinant of success which can be derived form various evaluation studies is the extent to which employees are able to make their own choices with regard to the content and structure of training courses. Various measures explicitly try to promote training in which individual desires, needs and preconditions are instrumental in steering and shaping the form and content of the training. Measures seem to be more successful if they are based on the assumption that employees tend to be more motivated towards lifelong learning if they can decide on the content and modus of the training to be followed
. Increasingly initiatives are taken on the basis to support individuals. Some measures are directly oriented on groups of workers with very low access to training because they suffer from inhibiting factors such as low level of previous knowledge and skills or limited financial resources. The recently developed Individual Learning Accounts (ILA) are examples of such initiatives. Their rise over the past few years and their success can be explained by the way they address individual employees
. The ILA takes into account that individuals must have a clear reason why they would want to invest time (and sometimes additional funds) in training. Therefore the content and organization of training courses should address the specific needs and preferences of trainees. By diminishing barriers and the omission of regulations concerning the content of training, the ILA succeeded in attracting employees, which had never participated in training before
. 

As well as the ILA, measures such as training vouchers and direct subsidies to individuals, try to focus on the individual needs of employees.

d.
Limitation of administrative burden

The procedures that have to be followed to apply for a subsidy scheme, can restrain both employers and employees to make use of arrangements. In many evaluation studies the complicated nature of application processes or ex post accounting requirements is mentioned as a major reason for not applying. A few measures foresee this problem and subsidise the administrative costs employers have to make, although reimbursement of these cost is not regarded as the most effective way to deal wit administrative burdens. Most evaluation studies, which deal with the administrative burden, stress the importance to streamline administrative procedures. The French 'Engagement for Training Development' is an example of a measure in which the extensive administrative procedures seriously hampered its use. The complicated nature of the application procedure made many SMEs abandon the application procedure. Although the instrument itself proved to be successful in making companies more competitive through training
. 

It is important to note however that there will generally be a clear trade-off between a hurdle-less procedure in order to provide easy access and clear targeting of the policy measure to strive for a reasonable net effects, i.e. reduce deadweight loss as much as possible. If subsidies are easily available for employers or employees that would engage in training anyway, administrative burden may be low but so is the effectiveness of the measure.

e.
Consider employers' interests as a pre-condition

Many policy measures aim at rather general and public goals, for example aiming at the general employability of the labour force as a whole. However, such measures with a goal that is too remote from the specific interest of the employer concerned have a high risk of not being used. The motivation of employers to make use of a measure depends largely on the direct benefits for the company. This means that the training that is promoted should (also) contribute to improving skills that are relevant in the working conditions of the present employers, if one would need the cooperation of that employer for example to allow workers time-off to participate in the training
. 

f.
The incentives should be substantial

The amount of financial support that is made available through a measure may not be tempting enough, that is too say too small to raise interest among employers. Experiences with various measures show that employers - especially SMEs - are often not willing to pay the market price for training. Therefore the success of a measure also depends on the extent to which it can adequately compensate the actual expenses. For larger firms the available funding plays a less significant role.

Companies that invest in training are faced with direct training costs as well as opportunity costs or indirect training costs as take up of training result in lower output in the short run (less time spend on production when training takes place in working hours). Educational or training leave schemes recognize the importance of providing time for individuals to participate in learning. Evaluation studies have shown that indirect costs are a key barrier for employers to be more active in training. An example of indirect cost is the lost production time. A survey that was conducted in the UK
 revealed that 21 percent of the employers mentioned training costs and time expenditure as main reasons for not training their personnel. Subsidies to cover indirect costs are therefore seen as a good means to stimulate the access to training.

The Employer Training Pilots in the United Kingdom for example, specifically address key barriers to training in small firms amongst which indirect cost related to giving staff time off work feature.

Most Member States are interested in encouraging leave policies either through statutory or voluntary arrangements because of the perceived benefits to productive potential and hence competitiveness and growth in the longer term
. Many countries do have regulations that allow workers to take part in general education or specific vocational training during working time. Still, only a few measure (that are included in the inventory of instruments made for this study) include subsidies for indirect costs. Some schemes regulate the employees right to get paid educational leave. Other schemes consist of funding arrangements. Within the French levy scheme a percentage of the training levy on companies is earmarked for financing training leave. In other countries (like Belgium and the Netherlands) enterprises are supported for some of the costs of training leave if they replace an employee that follows a training course. In the United Kingdom the labour unions have, for several years, called for statutory rights for employees to get time to be trained.

Obviously, also here a trade-off is present. If relatively large amounts of public money would be used to bring one additional employee to participate in training, the reach of the measure – given the limitation of public budgets – will be reduced. 

g.
Demand driven versus supply driven approaches

There are contradictions in the results of evaluation studies with regard to conclusions on the issue of demand driven versus supply driven approaches. A demand driven approach enables employees or employers to compose their own training programme so it can address the specific training needs within the company. Generally evaluation studies review this approach as effective. Item c. above dwelled upon the need to focus on the individual need of employees, and item e. stressed that employers are more willing to participate in a programme when opportunities exist to tune the training to the specific needs of the company.

Some studies reveal however that the unstructured character of demand driven measures may also restrain enterprises. Particularly small firms often lack the capacity to formulate the specific needs to which training must address. These firms might be more likely to respond to policy measures that support participation in training courses that have already been developed (supply driven).

h.
Accreditation and certification

A few measures include an accreditation system for the providers of training courses. Such a system should guarantee an acceptable quality standard of training courses. This system is generally evaluated as a positive element, although it limits the selection of courses from which employees or employers can choose. Accreditation and standardization can contribute to transparency and also to the possibility to transfer vocational training qualifications obtained with a course
. This would increase the likelihood that the individual would share in the benefits of the training in the form of better career perspectives and pay.

To summarise, the list of factors identified above show that the success of policy measures could be ascribed to various characteristics of the instruments. Two observations are pertinent.

1. Evaluation studies may too easily arrive at a positive assessment
. One more illustration of the issues at stake is provided here. A Dutch tax exemption scheme demonstrated again that a measure could be 'successful' in terms of participation rate while hardly any relevant decision maker on training was aware of its existence. The tax exemption scheme was mainly used as an administrative arrangement afterwards. Generally, just the administration/finance department of an enterprise – or even the external book-keeper of small enterprises - applied for this exemption, while it did not play any role in the decision of the entrepreneur or manager on training of the workforce. Although the intense use of the scheme - which in many evaluation studies would have resulted in a positive outcome - the scheme has been abolished at the end of the nineteen nineties. 

2. The various aspects of a policy measure listed above (a – h) that may be positively associated with the likelihood of success of a measure to promote firm provided training, are not independent. Often a trade-off will exist in real life: 

· A measure with a minimum set of conditions could result in a high participation rate while the lack of conditions could influence the quality of training negatively;

· Accreditation systems are positively related to the quality of the training itself, while it might hamper an employer or employee in choosing a training that meets his specific needs (negatively influencing the quality of the overall outcome). 

· Minimising the administrative requirements that should be complied with in order to qualify for the policy support (aiming to reduce administrative burden) may have a negative effect on the net effect of the measure (large deadweight) as described with item d. above.

· Attraction of training courses for employees (point ‘c’) do not have to coincide with employer interests (point ‘e’). For example, if a worker wants to follow a training course to improve prospects for attaining another job at another employer, the actual employer often would not consider this in his interest. One of the ideas behind the individual learning account is that this empowers the individual to ease the participation in these types of training courses, which improve the career prospects of workers.

5.3 The (dis-) advantages of the identified types of instruments

After the factors that are believed to influence the degree of success have been described in rather general terms in the former section, the question remains whether certain types of measures are more successful than others or in other words are some of these factors more linked to certain types of measures than to other measures. In the previous Chapter, ten types of measures have been distinguished. In this paragraph the advantages and disadvantages of these types will be elaborated. We will also make use of an overview of advantages and disadvantages of types of instruments, which have been published in the employment outlook of the OECD in 2003.

Here the identified types of instruments have been regrouped into the following five categories: 

· Tax deduction schemes

· Subsidies/levies

· Individual learning accounts

· Vouchers.

Tax deduction schemes

Tax schemes have the advantage of building on existing institutional arrangements. They allow companies to apply for the incentive with limited additional administrative costs. However, the tax deduction scheme is not so effective in targeting specific groups of workers/companies. In fact, in many cases tax based schemes leave total freedom to employers to choose training content and participants. Therefore they should be regarded mainly as instruments to reduce aggregate under-provision
.

Levy & subsidy schemes

Experiences in various countries show that both subsidy and levy schemes are sensitive to abuse practices
. Therefore, many subsidy schemes require extensive and detailed rules to govern training expenditures. This often leads to a drawback of high administrative costs for both suppliers (authorities) and employers
. Also, there is a trade off between allowing flexibility to accommodate demand driven needs and constraining the scheme via rigid eligibility criteria to ensure transparency and minimize abuse
.

Another disadvantage that appears is that levy-financedtraining is only weakly linked to jobs and productivity, since subsidies and levy schemes only formulate administrative conditions. However, in some cases the conditions also contain the provision that the subsidised training is linked tot the business strategy (see for example the good practice case 'training support scheme' in Ireland). Furthermore, most grant schemes only partly succeed in reaching specific target groups. Available evaluation studies on subsidy and levy schemes emphasize the difficulties to reach an acceptable distribution of training benefits among certain groups of employees. Particularly SME–employees proved hard to be reached. Besides the limited motivation of SMEs to encourage their workers to participate in training, these companies lack the capacity and professionalism to get acquainted with the existing procedures to apply for a subsidy.

Individual Learning Accounts

The Individual Learning Account is a new type of instrument; it just emerged in the late nineties. Therefore there is little evidence on their impact in the long run. The evaluation studies that have been carried out in the UK, Austria and The Netherlands cover just a short period of time and some of them only concern rather small-scale initiatives (like the Dutch ILA). Generally the evaluations that are available so far are positive. The ILAs have been popular among individuals, even those who usually do not participate in training. One of the major advantages of ILAs above many other schemes is that they reached employees who had never participated in training courses before. In most cases ILA schemes have managed to reach middle-aged poorly qualified people of both genders
.

The evaluation studies show that Individual Learning Accounts also have some disadvantages. In the first place an extensive organization is needed to administer the accounts. Furthermore it takes some time for the applicant to get aware of the conditions and procedures. Thirdly the ILA is directly focused on employees. The employer is less concerned with the content of the training course. The ILA generally enables the employee to follow any training that he wants to follow. The employer has officially no authority to intervene in the training activities of his employees. Whether a training course addresses specific skills or knowledge that is relevant for the company depends on the willingness of the trainee (the employee). The evaluation of the Dutch experiment with ILA underlines that the relevance of the training on employability highly depends on the ability of workers to compose their training package
. Therefore the question that arises in the countries that experiment with ILA, is whether the distribution of the financial burden among parties is roughly in balance with the benefits. The schemes are heavily publicly subsidized while the benefits in terms of improvement of the quality of the working force are rather unclear. On the other hand, individual autonomy on training choice makes it easier for individuals to attain skills which could be necessary for employability reasons in the future (e.g. a step to another employer or other type of work). 

Vouchers

Four voucher schemes have been identified in this study. Three of them have been found in Belgium. The similarity between these voucher schemes is that the administrative burden for employers and employees is limited. The voucher can be purchased at a designated institution (governmental or private) and used for training at any recognized training provider. There is no need for accountancy procedures afterwards. Another element, which contributes to success, is the accreditation system that is included with this type of measure (for at least the four measures which have been analysed). The accreditation guarantees a certain level of quality. The limited bureaucratic procedures and the direct access to financial support of the voucher scheme in Austria had a positive influence on the participation rate. A point of concern for the Austrians was that it attracted, mainly, employees that had participated in training before. It appeared to be difficult to address employees that are not familiar with training. Moreover, the vouchers to individuals also have the same risk as described for the learning account, that the training taken could have limited value added for the work in the company if the company is not involved.

5.4 The policy context 

The effectiveness of policies that aim to increase demand by employers and employees hinges partly on certain framework conditions
. This observation by OECD is confirmed by the experiences in the countries that have been included in this study. Factors such as the involvement of social partners and the way authorities stem together (such as the Ministries Economic Affairs, Welfare Affairs and Education) proved to be important determinants of success. Some countries have designed a comprehensive approach to stimulate training rather than implementing single measures. In countries like France and Ireland measures are embedded in a system that benefit the use of measures. The participation rate of the French levy scheme is stimulated by the existence of other measures, like the financial support to smaller companies to replace workers that participate in training.

In this paragraph the framework conditions and the policy context of measures is discussed as far as they contribute to success of the initiatives taken. 

Social partners

The involvement of social partners proved to be an important factor in the effectiveness of measures, in particular for levy schemes. In Spain and France the social partners play an important role in the implementation and administration of the scheme. They contribute to the promotion of the scheme in a wide variety of business sectors. With the involvement of social partners, training became an increasingly important issue in wage negotiations. Many central collective agreements currently contain recommendations for competence development. In France social partners play a key role in vocational training. Since the 1970's employer associations and trade unions have regularly negotiated national multi sector agreements on vocational training. These agreements include the explicit rights of an employee to get trained and provisions for individual leave and financing. The active role of social partners is regarded as one of the major conditions for the success of several instruments. The evaluation study on 'Engagement de Dévelopment de la Formation’ (EDDF) (a measure that proved to be effective in stimulating training among SMEs) highlights that the success of this instrument was restricted to those companies that were linked to a sectoral organization. In the United Kingdom unions sometimes play an even more direct role in stimulating workers to participate in training. Here, unions provide courses themselves, especially on training of basic skills such as reading, writing and mathematics.

Interdepartmental coordination

For some measures the success was determined by the combined efforts of various ministries. An evaluation of the Finish efforts to promote training highlighted the positive effect of cooperation between ministries on the effectiveness and quality of measures. With the cooperation between the ministries of Labour, Education and Economic Affairs the measure highlighted different perspectives so that both employers and employees were successfully addressed.

In Austria the Chamber of Labour (AK) plays a role as a co-ordinator between institutions that provide training. Among the task of this chamber is to analyse structural problems in the field of adult education.

Cooperation between working life and regular education

In many countries specific attention is paid to the cooperation between working life and the system of regular education. In their action plans for improving the qualifications and strengths of the working force most European governments emphasize that education should better match with the requirements of working life. Generally they try to break down the traditional division between education, labour market and labour policy. The former division is gradually meant to be replaced by a competency development approach that starts at school and should be continued in the course of ones working life
. Although the number of unskilled workers is declining, new jobs often require higher qualifications. Therefore the educational levels need to be raised in order to meet the new requirements. In most countries one actively strives for a better coordination between education and employers. As in other countries, such as Spain and Portugal regular schools are, for example, involved in developing training courses for employees.

Proactive approach/comprehensive approach

In many countries a shift is taking place towards a more proactive labour market policy. In Ireland this shift already took place in the eighties. With its White Paper on Adult Training the government launched a comprehensive set of measures, which led to a significant rise of participation in training courses. Measures to promote training seem to be more successful if they are embedded in a pro-active policy context. The Irish initiatives that have been taken in the context of the White Paper (also) created a favourable context for other (single) instruments. These separate instruments benefit for example from the more general publicity campaigns in which attention is paid to the general necessity of training. In the last few years a similar development took place in Finland were employees have been actively stimulated to participate in training. 

Accreditation of training/training providers

Several countries combine the approach towards lifelong learning with an extensive accreditation system. Several subsidies cannot be spent on training that is provided by an institute that is not licensed. In the nineties Greece decided to strengthen its policy in lifelong learning by creating the National Accreditation Centre of Vocational Training. Certification proved to be effective in improving the quality of training
. Besides professional training providers, some 228 large enterprises received accreditation for in house training to their employees.

A similar framework does exist in Ireland. Here a National Qualification Authority does exist. Its task are somewhat broader defined than the Greece center. The Irish authority also maintains a framework of qualifications that facilitates the development of procedures for access, transfer and progression throughout education. 

In France the supervision on training agencies and their obligations on quality, information and publicity have been laid down by law (since 1990) and can be regarded as an extension of the workers' right to get trained.

Besides the accreditation of training courses some countries have set up a system with which training and learning outcomes can officially be recognized. Such a system makes the results of training more visible for employers and individuals.

5.5 Evaluation

Based on the identified measures and the available evaluation studies it is hard to draw unambiguous conclusions on the effects of certain types of measures. Various causes can be distinguished for this uncertainty. In the first place there is a lack of comprehensive evaluation studies. Particularly, most studies lack information on net effects and deadweight loss, by which difficulties arise with comparing the effectiveness of the instruments. Secondly it has been shown that the effectiveness of instruments cannot entirely be attributed to the characteristics of a measure itself. The context in which measures have been taken proved to be a determinant for its success. In the previous paragraph the role of social partners and a country’s sense of urgency on the effect on participation rates have been discussed.

Although the limitations for this study are evident, some conclusions can be drawn on features, which limit a measure’s effect. The available evaluation studies show that certain types of instruments tend to have specific disadvantages. In most cases a tax reduction on training costs are characterised by low administrative burden for employers. However, a major disadvantage of such a provision is that it hardly affects managers in their decisions on training of their workers. Subsidies proved to be more appealing in this sense. Although for most subsidy schemes information is lacking on deadweight loss, evaluations on the Irish and Walloon subsidy/voucher schemes show that the availability of subsidies actually affects an employer’s decision on training participation. A general disadvantage for such schemes however, is the administrative burden which proved to be necessary to prevent misuse. This restrains particularly smaller employers to apply. A point of attention for many measures is the quality and appropriateness of training. No evidence has been found on the coherence between quality/appropriateness of training courses and participation rates. Although many evaluation studies show that both employers and employees (trainees) emphasize the importance of appropriateness: training should contribute to specific skills and knowledge which can be applied directly in daily practice.

6 Conclusions and policy recommendations

It is generally accepted that in the future workers will need to be trained more frequently than today. Technological change and increased competition in a global economy induce job contents to change more rapidly and job security to diminish. Training can be an important way of adapting to these changes. A literature review discussed in this report clearly shows the benefits of training. The results show that training increases productivity, individual incomes and decreases the risk of unemployment and inactivity. 

These clear benefits do not mean that training investments will automatically rise. Market failures play an important role in company training, which can lead to under investment. Moreover data on training participation show that the distribution of training activities is still uneven. Lower educated and older workers receive less training. The same is true with regard to smaller enterprises. Also between countries, there are important differences in training efforts. The Northern European countries within the EU and especially the Scandinavian countries score high. Southern and Eastern Member States score relatively low. In comparison to selected other OECD-countries the EU – even without the Member States that joined in May 2004– still lags behind. In this respect, it must however be mentioned that the statistical data in this field are in some cases outdated and the surveys are not carried out on a regular basis. Even within the EU, the most recent survey among enterprises in this field stems from 1999.

1 It is therefore recommended to improve statistical measurement of enterprise provided training, both in terms of frequency and quality, in order to allow closer monitoring of developments in this important policy area.

The combination of clear benefits and market imperfections underline the importance of further development of policies to stimulate lifelong learning. We deliberately use the phrase lifelong learning here instead of training, because the basis for training during someone’s professional career is laid in regular initial education. The report shows that people with higher attainment in initial education also participate more in training later on. 

2 It is recommended that in designing an overall policy programme for lifelong learning, this link is taken into account, that is to say pay attention to initial education.

The study found that for most of the policy instruments in this field no evaluations exist and if there is an evaluation, this often concentrates more on the efficiency of the processes than on effectiveness. If effectiveness is included in the evaluation, results are often only based on subjective information from (perceptions of) participants to arrive at conclusions on 'to what extent training would also have taken place without the instrument'. Hardly any studies use control groups and no study uses an experimental design. Another limitation is that if effectiveness is included in a study, the results are never confronted with costs. So no final judgment can be made on the balance of costs and benefits and therefore the overall rationality of an instrument.

The limited number of studies that do exist that study effectiveness indicate, in most cases, that the instrument concerned increases participation. For many measures, deadweight is around 50%, which means that about half of the participants would have been trained even if the policy instrument considered would not have been in place. The other half participated in training due to the incentive effect of the instrument. So the efforts of governments to stimulate training by these types of measures are not in vane and should be continued, although a more final judgment on this can only be made by more developed evaluation and cost-benefit studies. 

3 It is recommended that governments at various levels make adequate provisions for evaluation studies of a reasonable quality when deciding on policy instruments to foster enterprise provided training:

· Explicitly address deadweight loss e.g. by using control groups or an experimental design; 

· Pay attention to cost benefit analysis.

Because of the limited available evidence, it is hard to come to robust conclusions on what types of measure are more effective than others. There are indications that fiscal measures (deductions for training costs) have a high deadweight. The same is true for levies, but levies have the advantage that they involve much less public spending. Moreover, they can be seen as a reshuffling from money from enterprises with small investments in training to enterprises with larger investments in training and therefore it counterbalances market failures more directly. 

One specific choice that has to be made is to target a measure to individuals or enterprises. Because under representation in training both has a company as well as an individual component, lifelong learning policy has to be careful not to concentrate on one side only. In recent years attention at the individual level has increased, for example by new types of instruments like vouchers and individual learning accounts. Over viewing the limited evidence available on effectiveness, we see somewhat more evidence for effective measures targeted at individuals, but these measures are often of somewhat smaller scale. Moreover on the firm side, there is an example of an effective (subsidy) measure. Once again, there is little evidence to come to more robust conclusions.

It must also be mentioned that in the case of training of the employed, the largest share of the direct costs is carried by enterprises. It cannot be expected that individuals will finance training without a significant contribution from the employer unless some large incentive is made available.. Even after taking the (financial) incentives into account, training courses will be rather costly for individual without support of the employer. 

Moreover - besides the financial argument - enterprises are important because often their cooperation is needed with regard to other aspects such as granting (paid) time off to attend trainings.

4 It is recommended that governments aim at a balanced package, i.e. targeting individual workers as well as enterprises.

The limited available evidence does not point to large differences in effectiveness between subsidies, vouchers and learning accounts. So it is hard to recommend one specific type of measure. A point of concern is however the high deadweight generally associated with the use of fiscal measures. 

5 It is recommended to pay special attention to the high risk of high deadweight loss if contemplating fiscal measures to stimulate training of the employed.

Regarding the choice of instruments, it is also important to stress that instruments are not limited to financial incentives only. In the field of publicity, quality assurance and information campaigns initiatives are taken. 

Two instruments that seem to perform quite well in the United Kingdom are for example University for Industry and Investors in People The first instrument improves the availability and diffusion of courses, by making use of e-learning, the second is an award for well developed training policies which enterprises can use as an attractive signal about their own performance in this area to (potential) employees. The amount of public money that public and social actors need to spend on these types of measures is relatively limited. The costs are largely limited to putting the (organisation of the) instrument in place, because transfers of money to enterprises and individuals are not involved.

6 In deciding on the mix of policy instruments to foster training of the employed, measures other than financial incentives should not be overlooked.

The studies available also contain lessons on the way the instruments should be designed. First it is important that instruments are given publicity, so that individuals and enterprises are aware of the instrument (a first prerequisite for using it). One of our cases in the UK shows that other actors, like social partners can also play a role in this respect. In Finland, specific incentives for older workers to participate in training are combined with a much broader campaign about the essential position of older workers for success in an ageing economy. 

7 It is recommended that the introduction – or wider: the existence – of policy instruments to foster training is carefully publicized in order to reach the intended target group, both in terms of employers and employees.

The actors concerned will, to a large extent, know best what kind of training they need and the more freedom they have, the higher is the chance that they will use the instrument. 

If employees or enterprises face difficulties in making a choice, for example because of insufficient transparency of the training market, this can be overcome by improving the information about existing training supply and also by certain quality standards for training providers (e.g. certificates and certification). Also in this area social partners can play an important role.

8 It is therefore recommended in designing policy instruments to give employees and employers a certain freedom in their choice of specific courses – both with regard to contents and with regard to organisational issues - to attain using the facility.

It is also important that the instrument avoids unnecessary bureaucratic procedures to be followed in order to qualify for the support. At the same time, it is important to emphasize that some procedures need to be in place to prevent fraud, to be successful in targeting at specific groups (previously underrepresented in training) and to limit the deadweight of an instrument. 

9 In designing the instruments a careful balance has to be obtained between on the one hand avoiding unnecessary administrative burden for enterprise and employee, and on the other hand maintaining the warranted targeting of the instrument.

The effectiveness of an instrument partly depends on the policy context in which it is implemented. Some countries have a certain tradition in lifelong learning. Often, this is characterized by a certain involvement of social partners. In many western countries training of the employed have been an ever-recurring subject in the negotiations on labour relations for a long time. As an example the French levy can be mentioned, this scheme is deeply rooted in the French labour relations. Somewhat similar is the Irish situation. The Irish approach to training of the employed contains more than isolated, single measures. The Irish approach is based on the white paper on adult learning, it recognizes that the effectiveness of a single measure is increased by other measures such as a publicity campaigns. Also other country reports
 and evaluation studies indicated that that the policy context may favour the success of a single measure. For example, recognition of competences attained through training will be important for individuals to reduce uncertainty about the benefits of training. 

10 It is finally recommended that single policy instruments be embedded in a proper (wider) policy context, as this increases the likelihood that the instruments will be successful.
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Annex I	 Evaluation studies on volume effects

	Type of measure
	Source
	Method
	Determining Deadweight Yes/No
	Deadweight by Control group
	Volume effect

	Fiscal Incentive for organizations

	Vlamiform
 (Belgium)
	Federale Overheids Dienst, Algemene opleiding – levenslang leren, in: Inventaris van de maatregelen ter bevordering van de werkgelegenheid. (General Education- lifelong learning in: inventory of the programmes to promote employability)
	The evaluation is based on administrative information. It was based on files of the companies in the programme. Especially the characteristics of the firms that requested support were analysed. 
	No
	-
	Indirect proof for positive effects: Small firms provide 40 percent more training hours (per FTE) than middle-sized or large enterprises. This may be related to the fact that the amount of support per employee is higher for SME than for larger firms. The service sector provides the most hours of training to their employees.

	Incentive to further vocational training 

(Luxembourg)
	European Charter for Small Enterprises, Questionnaire 2002, Luxembourg. They refer to a recent study carried out by the Statistical Analysis Institutes CEPS/INSTEAD and STATEC as part of the European Continuing Vocational Training Survey (CVTS) 
	Trends in training participation in general
	No
	-
	Indirect proof for positive effects: the share of enterprises providing continuing vocational training has increased from 60 percent in 1993 to 71 percent in 1999

	Fiscal Reduction of Training Costs (Netherlands)
	Leuven, E. and Oosterbeek, H. (2004) Evaluating the effect of tax reductions on training, Journal of Labor Economics (forthcoming)
	Interviews were held by telephone using computer-aided techniques. The data are a representative sample of the Dutch population aged 16-64. The employed persons were asked questions concerning their employment characteristics, wages, and they also responded to a set of questions addressing the training activities they undertook in the 12 months prior to the interview. The effect of a tax reduction on training is evaluated.
	Yes
	Yes
	Limited effect of higher tax deduction for older workers



	Fiscal Reduction of Training Costs (Netherlands)
	Gelderblom, Blanken en Zwanenburg (2001) Gebruik en effecten van de scholingsaftrek. (Usage and effects of the fiscal reduction of training costs)

Published by Ministry of Economic Welfare
	The study is based on a limited number of in depth interviews in the companies who use the programme. Furthermore some telephone interviews have been held among companies who did not use the programme. Because the Fiscal Reduction is higher for those older than 40, the younger workers act as a sort of control group.
	Yes (indicative)
	No
	Only 5 of 22 participating companies raised their training expenditures because of the programme.

	Subsidy for organization

	Training Support Scheme (Ireland)
	O’Connell and Lyons (1995) Enterprise-related training and State Policy in Ireland: the training Support scheme


	The survey collected detailed information of 323 firms, which received grant aid under the programme, and compared them with a comparison group of 116, which did not participate in the scheme that year.

Employers, which received a grant, were asked whether or not they would have undertaken the training regardless of support.
	Yes
	Yes
	More than half of those surveyed indicated that they would have undertaken the training anyway. 40 percent replied that less training would have taken place and 8 percent replied that no training would have taken place. The effect is greatest among smaller firms. When looking at the amount of training provided by participating small companies it is substantially more than in smaller firms which did not participate.

Nearly half of all employees in the participating companies received formal training.

	Employer Training Pilots (UK)
	Hillage, J and Mitchell, H (2003), Employer Training Pilots; First Year Evaluation Report, Institute for Employment Studies
	Study is based on:

- 
The Management Information from the local LSC’s running the projects

- 
ETP Employer survey: telephone survey with a sample of 1000 participating employers

- 
ETP learner survey: sample of 2000 participating employees

- 
And case studies of each of the twelve pilot areas
	Yes
	No
	Most employers saw the pilots as an opportunity to train workers who would otherwise not be trained. 20 per cent of employer participants could be considered deadweight. There is a substantial number of employers involved and one-fifth of these employers could be seen as hard-to-reach


	Small Firm Training Loans (UK)
	Maton, K. (1999), Evaluation of Small Firms Training Loans, UK Research Partnership Ltd.
	The study involved a review of management information, a telephone survey of 92 businesses in receipt of the loan, interview with banks, Business Links and TEC’s, and in-depth interviews with the 40 Small Firm Training Loans biggest borrowers.
	Yes
	No
	The minimum estimate of deadweight is 35 percent. There is low take up of the loan, which is probably due to poor promotion

	Levy

	Payroll tax/ exemption scheme (France)
	Pukkinen, T., Romijn, C. and Elson-Rogers, S., (2001) Funding continuing training in small and medium-sized enterprises, Cedefop Panorama series 17, Luxembourg
	The conclusions regarding effects are based on training in SMEs
	No
	-
	The collection bodies have taken responsibility for 30 000 training leaves annually in the last few years. This means that 65 % of the applications have been submitted. This rate is tending to decline, with applications rising more rapidly than acceptances

Enterprises of all sizes collectively spend much more than the compulsory level. Close to 60% of this spending benefit employed workers.

	Subsidy for Employees

	Career Development Loans (UK)
	Wells, C. and Murphy, K. (2001), Career Development Loans: Survey of successful and unsuccessful applicants, Diagnostics Social and Market Research
	931 interviews were carried out (676 successful applicants and 255 unsuccessful applicants). 
	Yes
	No
	It is estimated that 52 percent to 55 percent of CDLs fund learning that would otherwise not have taken place. 40 to 43 percent of unsuccessful applicants went on to take a learning course. Both outcomes correspond and indicate deadweight of about 45 percent. 

	Voucher for Employees

	Learning Voucher 

(Austria)
	Schlögl, P. (2003), Bidungsgutschein der AK Wien, (Learning Voucher of AK Wien) Österreichisches Institut für Berufsbildungsforschung
	907 applicants of the learning voucher responded to a questionnaire by mail
	Yes
	Yes
	45 percent of the participants indicate that they would not have undertaken the particular training without the voucher system. Thus, estimated deadweight of 55 percent.


	Learning Account

	Individual Learning Accounts (Netherlands)
	Albert Renkema, Individuele leerrekeningen als strategie voor een leven lang leren, Begripsbepaling en instrumentontwikkeling, (Individual Learning Accounts as a strategy for a lifelong learning, concept determination and instrument development) 2003
	The measurement consisted of a during- and after measurement. Furthermore usage has been made of a control group.
	Yes
	Yes
	The evaluation study did not explicitly measured the deadweight loss effect, but it became evident that the introduction of ILA has led to an increase in training participation in most organizations. ILA proved to be an effective instrument to stimulate people who had not followed any training before. 

	Individual Learning Accounts (UK)
	Owens, J. (Sept. 2001), Evaluation of Individual Learning Account- Early views of customers and providers: England, York Consulting Ltd., DfES Research Brief 294
	Telephone questionnaire of a sample (1150) of ILA holders. Both the efficiency and the effectiveness of ILA’s are evaluated
	Yes
	No
	Deadweight loss: 44 percent of the account holders could have paid for their courses without an ILA.

	Other Knowledge Transfers to Organizations

	Investors in People Standard (UK)
	York Consulting Ltd. (July 2001), Research on the costs of Investors in People and related activities, DfES Research Report 274.
	14 case studies with different Training and Enterprise Centres and 57 telephone consultations with recognized employers. 
	Yes
	No
	Deadweight loss effect: 30 percent, since 70 percent of the employers indicate that would have been unlikely to make the investments without the (financial) support.

	Publicity Campaigns

	University for Industry (UfL)(UK)
	Tamkin, P., Hillage, J., Dewson, S. and Sinclair, A. (2003), New Learner, New learning: A strategic evaluation of UfL, Institute for Employment Studies. DfES Research Report 440.
	The study is based on a baseline research interview, an Ufl survey development and analysis, and case studies based around 9 Ufl hubs
	No
	-
	Learn-direct appeals to new learners. Learn-direct are more likely to be female, older and less qualified.



	National Programme for Ageing Workers (Finland)
	Arnkil et al. (2002), The National Programme on Ageing Workers: Evaluation, Ministry of Social Affairs and Health, Helsinki, Finland
	Monitoring and evaluation produced by programme itself, Interviews with key actors, observations of the events of the programme, survey of 320 local and regional expert (respond rate of 54 percent)
	No
	-
	The participation of older people remains low.


Annex II	 The Market Falters and the Government Fails. Market failures and the effectiveness of government policies, some illustrations from the area of R&D policy

Obviously problems of market failure as discussed in this report relating to investing in training of employees and problems with (partly) failing effectiveness of policy instruments to address these markets failures arise in other areas of government policy as well. 

Just as an illustration this annex reviews the aspects that may frustrate effective government intervention listed a recent study on policies to stimulate innovation and R&D (Jacobs & Theeuwes, 2004). In Chapter 2 of this study ‘Innovation in the Netherlands: The Market Falters and the Government Fails’ by the Royal Dutch Economic Association – a chapter by Cornet and Van de Ven – the following situations are discussed at some detail.

Once it has been decided that government intervention is warranted, because of market failures, one still has to establish whether the policies (to be) implemented are (will be) successful. Where do we have to spend the marginal euro of public money? 

Unfortunately, also in this publication the conclusion is that generally we do not know whether instruments are effective or not, and also these the authors conclude that many evaluations are not without flaws:

· No indication on the size of the social return on the effects brought about?

· No answer to the question whether there is only an association between the instrument being investigated and 'the effects', or is it really a causal effect?

· Often studies focus on organizational issues, and economic criteria are neglected.

The two most important criteria to assess the merit of policy instruments these authors suggest are: 

· Additionality (of activities) or dead weight effect;

· Composition effect. Related to the social return obtained. Actors might engage especially in activities (R&D or training for that matter) that bring a high private return, and not necessary in those activities with a high social return where government policy is after. 

It is important to distinguish these two effects because specific instruments might show quite distinct scores on each of them.

Some of the mechanisms that might be associated with implementing policy instruments (and resulting in one of the two effects listed above:

· Public money drives out private money. Enterprises may benefit from fiscal instruments for activities – R&D or training - that were taking place anyhow.i.e. dead weight loss;

· Public projects drive out private projects. If government stimulates the start of certain activities – again whether a new R&D project or a new training facility - this may cause other operators to discontinue (some of their) activities in the same field;

· Wage increase – or price increases for service providers - for researchers or trainers. This means that part of the increased spending on R&D or training may be a price effect rather than a volume effect (more training).

· The increase in activities that is being found, might partly be artificial in the sense that activities that were already carried out before are now ‘labelled’ differently to qualify for the support available.

Reviewing the literature, the authors refer to studies in the US that suggest that one-dollar tax deduction results, on average, in about one-dollar additional R&D expenditure (and part of this effects leaks away in wage increases and ‘re-labelling‘ discussed above, as these issues are not considered in most of the studies considered). For the US some studies indicate that as much as two-thirds of the increase in R&D expenditure is leaking away in wage increases, reducing the volume effect to one third (Goolsbee, 1998). Also here the variation found is considerable. A study for the Netherlands finds a wage effect of ‘only’ 20% (Marey & Borghans, 2000).

A specific effect discussed by the authors – that might be more relevant in the case of technology and R&D policies than for training policies - is what they have labelled the ‘lobby effect’. There will be a stronger lobby for initiatives that have a relatively large private rate of return, whereas the objective of government policies should be to stimulate those activities with a relatively large social return. 

One of the conditions that is often associated with government support is for example joint finance. Private partners are required to finance part of the activities themselves. However if the required private contribution is relatively high, this may result in public support for especially those activities with a high private return, whereas activities – types of training – with a relatively high social return are pushed out.
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Annex III	 Profiles of good practices identified

The good practices identified and briefly described in Chapter 4 are presented in more detailed in this annex. Each profiles has a similar structure, issues discussed are:

· Background

· General description

· Results

· Determinants of success and bottlenecks

· Elements of good practice and transferability

· Literature

The following policy measures are described in this annex:

1. Learning Voucher (Austria)

2. Vlamivorm
 (Belgium)

3. Training Voucher (Belgium)

4. National Programme on Ageing Workers (Finland)

5. Levy/Exemption Scheme (France)

6. Post Vocational Training for Highly Talented (Germany) 

7. Training Support Scheme (Ireland)

8. Individual Learning Account (The Netherlands)

9. Special Education Grants (Sweden)

10. Employer Training Pilots (United Kingdom)

11. University for Industry (United Kingdom)

1.
Learning Voucher (Austria)

Background

The Learning Voucher was introduced for various reasons. From 1987-2000 the prices for vocational training in Austria increased dramatically. A low qualified female worker had to work up to 8,9 hours (net income) to be able to pay for only one teaching unit of the most expensive course of the survey. The average income per working hour of blue-collar workers and female white collar workers was always lower than the cheapest teaching unit. These results were an invitation for the Chamber of Labour to get involved in courses. Since it was out of the question to finance courses for only a relatively small percentage of employees with many others having to pay the whole fee and getting angry at such an ‘unjust’ system, a general scheme with a large outreach was warranted. Furthermore a study has shown that companies concentrate their investment on the group of already highly qualified people. So those groups of employees with the lowest income have to educate themselves outside working hours and at their own expense- and then have to cope with the high participation fees. The Chamber of Labour wanted to reduce this barrier and give more employees the chance to afford further education. Finally a survey showed that Austrian companies spend less money on training per employee than Scandinavian and West European countries.

Description

In 2002 the Chamber of Labour launched the Learning Voucher (AK Bildungsgutschein) in all nine Austrian states. Every member can order a learning Voucher worth 100 euro (in some member states workers on parental leave receive 150 euro). The voucher can be used up in specially defined courses at selected training providers. The Learning Voucher can guarantee a place for everybody for a reduced fee (100 euro or 150 euro). With the inclusion of IT and language courses the number of courses has doubled with the introduction of the Learning Voucher, about 4000 courses a year are offered at the moment. The individual now has a much broader choice than before (IT courses: 32 per cent of all courses, language courses: 18 per cent of all courses). The courses are various. One can choose for a law course, but also for communication courses.

Results

There is an evaluation of this measure for the State of Vienna. Since the introduction of the Learning Voucher in Vienna in 2002 32.000 vouchers have been ordered until June 2003. In this evaluation there is a reference to an earlier evaluation (December 2002),which showed that 18 per cent of the participants took part in a course for the very first time. Furthermore 45 per cent would not have participated without the Learning Voucher and 12 per cent of all employees in parental leave participated (child care is available free of charge) and 71 per cent of the participants said that they would take part in another course ‘for sure’ and 23 per cent ‘probably’. These results motivated the Chamber to enlarge the programme in Autumn 2003. More language courses will be offered (including all languages of the 10 new EU Member States) and the Learning Voucher will also be valid in long term courses leading to higher formal qualification (starting with compulsory school and apprenticeship up to entrance qualification for university) Most people (64 per cent) got to know the Learning Voucher by the participants-paper. 

Determinants of success/failure; bottlenecks 

Non-bureaucratic Access

The process of getting the Learning Voucher is not very complicated. The participants can request the Learning Voucher by phone, email or fax. 

Wide Range of Training Provision 

The Learning Voucher can be used for a wide range of training courses. Therefore participants can choose what is in their own interest and not only in the interest of the employer. 

More popular among unemployed

It is shown that the Learning Voucher is more popular among unemployed and less popular among employees, due to the fact that the main limitation for training is time. 

Elements of good practice and transferability

The measure is relative simple. Every member can order the voucher without much bureaucracy. Furthermore with a relative low amount, the effects are considerable.

Transferability

In other countries, the implementation of such an instrument will have to be done by other institutions, because the Chamber of Labour plays a less important roll or does not exist. It is important for other countries to keep the procedure simple. The simple procedure in Austria is facilitated by the Chamber of Labour, because the Chamber of Labour already has a lot of information about the employees.
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2. 
Vlamivorm (Belgium)

The Vlamivorm measure was a temporary measure, which existed in the years 1999, 2000 and 2001. The measure had to be terminated after the European Commission concluded that some elements didn’t match with European regulation. The measure provided tax reductions with which enterprises could cover certain costs, however some of these were not permitted. Therefore the Flemish authorities were forced to recover the funds which had been provided unlawfully.

Background

Investment in human capital is regarded by the Flemish government as important as investments in other resources such as machines and technology. With this assumption the Flemish regional government has tried to stimulate training among employees for a long time. The overall aim has been to improve the employment rates in the region. In this context the Flemish government developed a fiscal incentive named ‘Vlamivorm’. Vlamivorm is an abbreviation, which stands for ‘More investment in human capital is needed’. Vlamivorm was not designed as a continuing measure. It was meant as a unique measure to give an impulse to the efforts of enterprises to train their employees. Its implementation was restricted to the years of 1999, 2000 and 2001. Enterprises that wanted to apply for the incentive had to register before May 1999.

Description

Vlamivorm consisted of a reduction of tax on real estate, applicable for enterprises. It was stipulated that the equivalent of the tax reduction had to be spent on training for employees. The measure was meant to stimulate training to improve general knowledge and / or workers’ attitudes.

The following conditions were formulated for enterprises who intended to apply for Vlamivorm:

· Applicants had to demonstrate that expenditure on training in 1999 was higher than the year before,,

· The number of workers in the company had to be stable in the two years before application,

· The funds that became available through the tax reduction had to be invested in training within one year.

The fiscal incentive was restricted to specific business sectors. The Flemish government tried to reach just those sectors, which perform badly on training and education of their workforce. Therefore the measure was targeted at the following sectors: industry, construction, transport, employment offices, cleaning firms and ICT related companies. 

Results

Before May 1999, 5.299 enterprises applied for a tax reduction.  4.126 of them were accepted to make use of Vlamivorm. From this selection of most (73%) could be categorized as a small sized enterprise 
. 11.2 % were regarded as medium sized enterprise; 15.8% were large-scale enterprises. Most enterprises did belong to the industrial sector, followed by construction, transport, ICT and cleaning. In the end 4 080 applicants were registered, the expenditures on training amounted 52 millions of euro (see table below).

Expenditures on Vlamivorm (based on the interim evaluation of Vlamivorm, 2001)

	
	Number of applications
	Expenditures

(euro)
	Expenditures per 

application (euro)

	Small enterprises
	2 977 (73%)
	10 449 547
	3 510

	Medium sized enterprises
	460 (12%)
	7 989 523
	17 369

	Large enterprises
	643 (15%)
	33 734 287
	52 464

	Total
	4 080 (100%)
	52 173 358
	12 788



Source: MVG, afd. Economisch Ondersteuningsbeleid, 2001.

In 2001, the Vlamivorm measure was evaluated. 80% of the cases have been analysed. The analysis was based upon the information, which was given by the companies that applied for the tax reduction. Aim of the analysis was to assess whether the measure had been used legitimately. The evaluation study concluded that in 1.206 cases the incentive was provided on an (partly) illegitimate basis. For 644 cases the government withdrew the total allowance. In the other 562 cases it was partly withdrawn. 

The Vlamivorm measure was most extensively used to finance training in the commercial services sector. One third of the expenditures were spent in this sector. Another sector, which profited from the measure, was the  construction sector. The transportation sector  participated least in Vlamivorm.

The contents of the training courses that were financed were diverse. Many training courses were of a technical nature. Most training courses that were provided within smaller enterprises also had a technical character. Furthermore many courses on ICT have been followed.

The evaluation study gives insight in the amount of training hours, which have been funded by Vlamivorm. Unless no explicit studies have been carried out on the deadweight loss, one can assume that the measure contributed to a substantial rise in efforts to train employees. This was caused by the prerequisite for enterprises that expenditure on training in 1999 should be higher than in the previous year.

Determinants of success/failure bottlenecks

Vlamivorm was successful in reaching SMEs

SMEs applied far more for the tax incentive than larger enterprises did. The number of hours that were spent on training by SMEs exceeded the hours that were spent by larger companies by 40%
. Although SMEs applied more, they proved to be reluctant to employ trainers from outside the company. Two thirds of the training that was given to SME employees was internally provided. 

External and internal training provided (2000)

	
	Average number of training hours per enterprise
	Average number of training hours that has been provided internally
	Average number of training hours that has been hired from outside the company

	Small enterprises
	43
	28 (65%)
	15 (35%)

	Medium sized enterprises
	30
	17 (56%)
	13 (44%)

	Large enterprises
	30
	18 (60%)
	12 (40%)



Source: MVG, afd. Economisch Ondersteuningsbeleid, 2001.

Vlamivorm had to be terminated due to European regulation

Although Vlamivorm is regarded as a successful measure, many companies had difficulties with applying for the measure. The evaluation that was executed in 2001 revealed that many companies that profited from the measures didn’t meet the conditions and had to return the funds, this resulted in many complaints about administrative burden and complexity.
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3. 
Training Cheque (Belgium)

Training Voucher, Belgium

Background

Investment in human capital is regarded by the Flemish government as important as investments in other resources such as machines and technology. With this assumption the government tries to stimulate training among employees. The overall aim is to secure the employment rates in the region. Within this context the Flemish government developed a training voucher scheme. A similar scheme has already been developed in the Flemish region at the end of the 1990’s. The scheme consists of a subsidy for employers that is provided by vouchers.

The scheme focuses on SMEs. The scheme is based on the observation that traditional incentives are designed for larger enterprises and are often too bureaucratic and slow in their decision-making process to meet the individual needs of SMEs
. The scheme aims to offer a simple flexible and rapid mechanism to promote training for SME workers on the open market
. 

Description

The measure is in fact a subsidy that is provided to employers by training cheques. Every training voucher that is purchased by employers is subsidized by the government. For every € 15 that is paid by a company, the Flemish government add another € 15. With this, the training vouchers are worth 30 €. The vouchers can only be used to finance training that is provided by accredited institutions. A company can purchase vouchers up to a maximum number of 200, which represents a maximum value of € 6000.

The scheme just subsidizes the direct training costs, which are charged by the training provider. No funds are directly paid to SMEs to cover indirect expenses like opportunity costs or costs to replace workers who attend training.

The use of vouchers is reserved for SMEs (enterprises which do not employ more than 250 workers). Among the target groups are free professions, such as lawyers, solicitors, and medical professionals. Also non-profit and social profit institutions can apply. The subsidy is only applicable for businesses / institutions which are established in the Flemish region. Some business sectors are excluded from the measure due of European regulations. The website of the training cheque scheme explains the regulations applicable.

Application procedure

· The training vouchers can only be used by companies, which meet certain criteria. Before applying for the vouchers, an employer must verify whether he qualifies or not.

· After verification, the company has to inform Sodexho Pass. Sodexho Pass is the company that is involved with the actual implementation of the scheme. Sodexho checks whether the company qualifies or not, and informs the company if it can apply for vouchers. Since 2003 companies can only apply online. The Sodexho website includes instructions for application.

· As soon as the company has ordered the vouchers it has to pay the total amount within two weeks. Within another two weeks after the payment, Sodexho creates a virtual portfolio of training vouchers for the company involved. Till May 2004 companies were provided with tangible training vouchers (hard copies).

· The acquired vouchers must be used within fourteen months of issue. The company can only use the vouchers as payment after the actual start of the course to be financed.

Results

The training voucher scheme was evaluated in 2004. The results are expected to be published in the course of 2005. No information is yet publicly available on participation rates and effectiveness. The experiences in the Walloon region with the Walloon training cheque schemes (a similar instrument with the one which is discussed here) show that a voucher can be successful in reaching smaller companies. In the Walloon region more than 3.000 people were trained in the first year after the training voucher scheme was launched. With regard to the content it is estimated that about 50% of training vouchers have been used for language courses, 25% for courses on informatics and 25% for other training courses (such as human resource management, secretarial, marketing, quality management etc.). Concerning the employees that were trained, the Walloon scheme indicates that mostly white-collar employees benefit form the scheme. 

Determinants of success, failures, bottlenecks

Reaching SME’s

Although the scheme is particularly directed at SMEs, it is still hard to persuade the entrepreneurs of smaller businesses of the need to train employees. The obstacles, which restrain SMEs to invest in training, still remain despite the efforts within the training voucher scheme. Barriers which hamper SME entrepreneurs are: lack of time for training, limited expectation of the impact of training, the costs of training, the risk of losing a trained worker, lack of transparency of the training market and the absence of an overall training policy
.

Reaching the unskilled workforce

In 1999 a survey was held among the SME, which benefited for the Walloon training voucher scheme, 211 SMEs did respond. The survey represented 561 workers. Just 40 of them were so called blue-collar workers, which indicates that up till 1999 the scheme was not successful in promoting training among those who need training most (unskilled workers). 

Elements of good practice

Strive for flexibility

While designing the scheme the policy makers have tried to overcome the bottlenecks, which appeared with the more conventional measures. These measures (such as subsidies) had comprehensive and time consuming administrative procedures. The training voucher system is geared to break down these complex procedures. Furthermore the scheme enables businesses to apply for a greater variety of courses. The scheme provides financial support as long as the entrepreneur assesses the impact of training to follow as positive. 

Accreditation

SME’s especially lack the resources to carry out research to select capable training providers. The accreditation system, which is part of the training voucher scheme provides a pre selection of training providers, which guarantees a minimum level of quality of training courses.

Online procurement

Since 2004 the vouchers can be bought on line. Furthermore the website (www.opleidingscheques.vlaanderen.be) provides information on the use of the scheme. With the possibility to apply online, the administrative procedures have been minimized and simplified. 
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4. 
National Programme on Ageing Workers (Finland)

Background

In Finland, the reason for the implementation of a national programme for ageing workers (FNPAW) was the rapid increase in unemployment of the age group 55-64. Earlier measures such as the widespread use of early retirement were seen to have positive short-term effects but potentially devastating long-term effects. Despite the demographic indicators (e.g. ageing population and deteriorating dependency ratio), the severe economic depression of the nineties had led to the introduction of early retirement and an emphasis on work opportunities for younger people. In the mid-1990s there was a consensus among key actors that human capital is a key source of sustained growth and that a long-term strategy must bank on that factor. The Finnish National Programme for Ageing Workers was introduced in 1998 for a period of five years. The programme thus expired in 2002.

Description

The main aims of the FNPAW are to promote the employment of those over the age of 45 and to reduce exclusion and premature retirement through a) the promotion of practical learning, b) the development of the links between health, education and working life. The main target groups of the programme are people over the age of 45 (beneficiaries) and all parties who directly or indirectly influence the status of the over-45s in their working life, i.e. workers, managers and supervisors at workplaces, labour market organizations, staff at employment offices, teaching staff, staff of occupational health services and labour protection.

The basic strategy of the programme is based on the three interlinked concepts of work ability (i.e. human resources and working conditions), employability (influenced by employment policy, exit policy, social and health services, prevention of age discrimination) and employment.

The FNPAW strategy is carried out through three main instruments:

a. R&D: a wide range of research projects have been launched within the framework of the programme. Based on the results of the research, experimental and developmental projects, training projects and dissemination projects have been launched.

b. Education and training,

c. Information.

The measures in the framework of the programme relate to: 1) developing work life, 2) promoting the return to work, 3) pension and other social security solutions to improve employment. Main actors/institutions, which are involved, are: Ministry of Social Affairs and Health, Ministry of Labour, Ministry of Education. Further institutions involved: Ministry of Finance, Ministry of Trade and Industry, main labour market organisations, Association of Finnish Local and Regional Authorities, Social Insurance Institution, Institute of Occupational Health and pension funds.

One of the elements of the programme is a development project called Opintoluotsi, which will create an Internet information and advisory service covering the entire Finnish education system and providing information for everyone. The aim of the service is to help people find training opportunities and the courses or programmes, which suit their individual situation. The service is coordinated by the University of Helsinki.

Furthermore, from 1 August 2001, employed adults have been eligible for an adult education allowance in proportion to their earnings level for full-time vocational study or competence improving studies, for a period of about 1.5 years total during their career, to be taken in one or more periods. The adult education allowance consists of an allowance and a State guarantee for a study loan.

Results

The FNPAW is based on a policy decision on the funding of the program taken by the Council of State in 1997. 25 million Fmk (4.2 million Euro) was granted to the different ministries responsible for the programme.

A study made in connection with an outdoor advertising campaign suggests that about half of city-dwellers (in the biggest Finnish cities) know the National Programme on Ageing Workers at least by name. Most of the ‘senior’ age group (50+) know the programme by name, and one in five has found out more about it. Between half and two thirds of respondents felt the programme was necessary and useful to at least some extent (i.e. beneficial, interesting, and helped promote well-being at work and employment levels). Seniors had a better-than-average image of the programme (Survey by I.R.O. Research Oy in spring 2001). 

One specific problem which emerges for the ageing and older workforce is a deep ‘training gap’. Educational deficiencies are already fairly common among people over 45, but the problem comes to a head in the 55-64 age group; in practice this means that more than half of ageing workers have only compulsory education, and that problems involving functional reading skills and computer literacy are widespread in this group (Peer Review, 2000). In Finland there is now more education and training for older people. Furthermore it has become more varied. This is not necessarily due to the programme, although it has given the age issue more exposure. The employment rate of older people has also risen. Older workers are staying on at work longer. But again it is difficult to distinguish between the effects of the programme and other factors such as economic climate and lack of skilled labour.

Determinants of success and failure/bottlenecks

There has been some improvement with regard to the issues concerned, i.e. early exit from the labour market, low employment rate, unemployed people’s poor outlook for finding new work, shortcomings in working capacity and competence, general prejudice and negative attitudes, even discrimination. Because of this, there was no need to continue the programme. Actions related to the programme’s aims, which received good results, will continue to be implemented in future within the framework of established organizations and within the other workplace development programmes.

Elements of good practice and transferability

The question of ageing populations in Europe, in particular regarding the employment and social integration of older people, is one, which will confront all Member States sooner or later. Finland is one of the first countries to be affected on a large scale and to have begun positive action to deal with the problem. In this sense it is of great interest to those Member States that have not taken much action yet (other than perhaps early retirement schemes which are becoming a problem in themselves). 

Potential obstacles could be different administrative structures and prevalent social attitudes concerning early retirement – both on the part of the overall population who think that older workers should leave room for younger generations and on the part of the older workers themselves who see early retirement as a right and different employment situations. However, the Finnish National Programme for Ageing Workers provides an interesting model for the peer countries and – given the wide range of activities – an ample source of inspiration for other member states.

Another element of good practice is that specific incentives for training and the education of older employees are integrated in a broad (awakening) programme of the labour market problems of this target group.
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5. 
Levy/Exemption Scheme (France)

Background

The French policy on continuing vocational training was launched at the beginning of the 1970s. It involves the central government as well as regional administrations, public and private schools, the business sector, trade associations, labour unions and representatives of family organizations. The origin of the French continuing vocational training system lies in the important role that is played by collective bargaining agreements. In response to the status and the specific training problems faced by individuals, the social partners and government have created and implemented a range of measures such as individual training leave benefit and retraining agreements.

While the central government makes the laws, the 26 regional governments have the responsibility to implement them in an appropriate way. The competencies of these regional governments have been broadly defined. They are able to develop their own approach to address the regions’ specific training needs. Recently, a national coordinating committee has been established to tune national and regional approaches towards vocational training for adult education.

Description

Since 1971 France has had a national scheme, which requires all enterprises to spend a minimum percentage of their gross wage bill on training. This scheme is regarded as the core of the French policy on promoting lifelong learning. The levy aims to stimulate individual workers to develop their knowledge and skills in behalf of their personal careers. At national level this should lead to a strengthening of human capital and a more prosperous economy.

The scheme is comprehensive. Besides the funding of training it obliges enterprises to agree an approach on human development; to contribute to training costs and to meet the rights of employees to take training leave and undertake a skill review during work time
.

Wherever they work, employees can benefit from continuing vocational training during the course of their career. Training can be provided within the context of:

A company training plan. Each company has to draw up a he Individual Training Leave Benefit (CIF). It’s a recognized individual right for all employees to pursue training of their choice during their working hours.

· The Individual Training Right Benefit (DIF). Every employee receives a training-time credit of eight hours a year for six years, which allows all employees to pursue vocational training.

Funding

For firms with 10 or more employees, the legal obligatory contribution is 1.5% of the firm’s gross annual payroll. In fact, some companies pay far more than this legal minimum
. For firms with less than 10 employees, the legal obligatory contribution is 0.25% of the gross annual payroll. Company managers and self-employed pay a contribution of 0.15%. Through collective bargaining agreements, certain business sectors have set a contribution rate that is higher than the minimum required by law.

The State contributes towards the funding of personal training leave under agreements, which it reaches with the CIF-approved collection body or Copacif. Copacif is a joint management/union body responsible for interpreting the legislation and regulations on personal training leave, as well as negotiating with

the authorities in the inter-industry sector. The additional funding provided by the State is designed to enable such bodies to accept responsibility for long-term training and forms of training of benefit to the region, and also to promote the acceptance of applications made by people employed in enterprises with a workforce of fewer than 10
.

Administration of funds

Companies can choose whether they keep the funds under their own control. In this case they have to earmark the funds and set them aside for training purposes. Although, most companies transfer their training funds to so called collection bodies, which are administered by the social partners. If companies with self-controlled funds don’t manage to spend the whole ‘earmarked’ budget on training they are obliged to transfer the remaining budget to the collection bodies. 

Enterprises can apply for subsidies for their training activities at the collection bodies. The Labour Code defines the way in which funds for training can be spent. This Code enables employers to apply for subsidies to cover direct training costs, as well as the wage costs for employees attending training. For internal training, trainer costs are covered as well as costs linked to the organization of the training
.

Results

The collection bodies have taken responsibility for 30.000 training leaves annually in the last few years. This means that 65 % of the applications has been submitted. This rate is tending to decline, with applications rising more rapidly than acceptances. Although enterprises of all sizes collectively spend above the level of the compulsory levy, small enterprises still provide much less formal training than their larger counterparts and spend less on training as a proportion of their total salaries than do larger enterprises
.

Participation in training by size of enterprises (1996)

	
	10-19
	20-49
	50-499
	500-1999
	> 2000

	Access rate to formal training

(number of trainees divided by number of employees)
	8.7
	12.9
	29.9
	47.3
	52.8

	Financial participation in %

(training expenses divided by gross wage volume)
	1.73
	1.87
	2.52
	3.48
	4.87



Source: Céreq, 1998.

The participation rate in larger businesses is much higher than in smaller ones. While more than 50% of the workforce of an average large company (with more than 2000 employees) participate in training funded by the levy scheme, the participation in small firms (up to 20 employees) has been considerably smaller at just 8.7%.

Determinants of success/failure; bottlenecks

SMEs don’t use their budget completely

Evaluation studies on the scheme found out that the measure is often seen as a kind of tax burden, especially among SMEs. These companies pay their contribution to the collection bodies, but don't apply for a subsidy to train their employees. In the course of the nineties an increase in participation among SMEs has been reported, however their participation rate has always remained modest 
. Their average level of participation was 0.03% compared to 3.5% in larger firms. 10% of employees within very small enterprises participated in training compared to nearly 32% in large enterprises.

Sizeable cutbacks have weakened the scheme

Despite a successful record in terms of both quality and quantity (at least 500.000 people have taken advantage of personal training leave since 1983) sizeable cutbacks in public-sector support, have weakened this measure considerably since 1994
.

Most business sectors remained supportive of a longer period of time

Although the legal contribution has been settled on just 1.5% of the gross wages (companies with more than 10 employees), most companies contribute a higher share due to collective agreements within business sectors. In the period, 1992-1996 the contribution to the collection bodies increased slightly every year. Whilst the average contribution of smaller companies (10-19 employees) was 1.5% in 1992, this percentages increased to 1.73 % in 1996.

Elements of good practice and transferability

The levy scheme seems to be designed from the perspective of larger enterprises and does not take into account the particular characteristics of very small businesses. Various explanations have been given for the fact that small enterprises are less willing to make use of the levy scheme. Firstly small enterprises tend to adopt a learning approach, which is characterized by learning by doing (informal learning on the job). Secondly the scale on which smaller companies operate hampers them in giving employees opportunities for training leave. Thirdly, SME employers tend to be more reluctant to providing training because it is regarded as an expense rather than an investment, furthermore one considers the chance that an employee may leave the company after having received the training.
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6. 
Post Vocational Training for the Highly Talented(Germany)

Background

The Post Vocational Training Programme for the Highly Talented was implemented in 1991. The aim was to support the personal and professional development of highly talented and motivated young people up to the age of 25 who had finished their vocational training with particular success and who wished to continue learning. Eligible for scholarships were young skilled people who had been awarded 'better than good' (average grade 1,9 or better) in their final vocational examination or who had been particularly successful in supra-regional vocational competitions or who had been named by a company or a vocational school for a grant. University students and graduates fell outside the scope of this programme.

Description

The Post Vocational Training Programme offered scholarships up to 80% of the direct training costs. The maximum amount was 5 400 euro for a period of three years. The scholarship was paid by the National government, i.e. the Federal Ministry of Education and Research (BMBF). The participants, thus had to bear 20 per cent of the training costs, however not more than 120 euros per year. The participants could choose a job-specific further training, upgrading training (e.g. for obtaining advanced professional degrees such as master craftsman, technician etc.) and non-job-specific, multidisciplinary training (e.g. intensive language courses, electronic data processing courses, personality development etc.). When they had chosen a training course, a commission of the programme decided whether or not they would receive the scholarship for that particular training. 

Results

In 2002 the expenditures on the programme were 14 397 583 euro. 14 737 young people were supported in 2002 (belonging either to the 2000, 2001 or 2002 cohorts). This programme has had various positive effects on the participating people. According to the evaluation study which was based on postal questionnaires completed by 3 096 young people who participated in the programme, about one third of the supported young people realised an increase of income or status within two to three years after participating in the programme. The evaluation is based on perceptions. For other participants the professional environment has positively changed. Many people could take on more interesting and challenging tasks. The participants have been more successful in their career development than other professionals of the same age. They are acting more often as trainers and move to managing positions more quickly. Their jobs are more diversified with less detailed regulations and with more incentives for further learning. The supported young people have participated in additional further training measures twice as often as other persons of the same age. Thus, this programme acts as a kick-off support for independent further training. It supports the readiness for life-long learning and the ability and motivation to learn. The results concerning participation in further training for those who made use of the programme are compared with the results of a survey by the German institutes BIBB/IAB about participation in further education in general. However, with these types of comparisons it must be remembered that the profile of those in the measure is rather selective and the reference to more general surveys is not based on a fully comparable profile of persons. It is possible that the participants would also have performed (somewhat) better than the average of general surveys without the measure.

Determinants of success/failure; bottlenecks 

Training for personal development

The programme gives participants the opportunity to follow training to improve their personal development. Employees are not often given the opportunity to follow such training. Especially small companies will not allow their employees to follow such training, because the company would not profit directly from the training.

Budget

Because of its relatively large outreach (approx. 1 % of all young people who finish vocational training participate in the programme), the available budget constitutes one of the main bottlenecks in the implementation of the instrument.

Elements of good practice and transferability

In policy, much attention is often paid to groups, which have a weak position on the labour market. However, also highly talented workers are sometimes constrained in their training possibilities (e.g. in SMEs). This measure is rather unique in reaching highly talented people for which training appears to be very helpful in their further career. Translated to other countries, it will be difficult to determine who should be considered as highly talented. In Germany, this instrument is strongly based on the results of apprenticeship training.
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7. 
Training Support scheme (Ireland)

Background

Training of the employed has received considerable attention in Ireland since the 1970’s. For a long time is was an area that was neglected. In the last few decades the Irish government became aware of the fact that appropriate (vocational) training and retraining are of utmost importance for economic growth. Although detailed knowledge of the precise relationship between educational attainment and economic growth remains imperfect, it is broadly recognized by the government that the provision of training enriches the quality and capacity of labour. As the 1960s dawned, it became increasingly apparent that the voluntary approach to training was failing to meet national needs. A review of manpower policy in 1986 called for a broader concept of training and development, and provided the impetus to the government to make significant institutional reform and to streamline the training system
. The enactment of the Labour Services Act (1987) and the establishment of a new National Training Agency FÁS were designed to foster the provision of training and retraining. FÁS is now the prime provider of vocational training in Ireland and serves both employers’ and employees’ interests. Among other tasks, FÁS administers the Training Support Scheme (TSS). FAS was a scheme which provided grants to promote training among the Irish workforce.

In 2003 the Training Support Scheme has been abolished. Since 2003 the ‘Competency Development Programme’ assists in the encouragement of training among employees.

Description

The TSS was established by the Training and Employment Authority ‘FÁS’ in 1990 to encourage and promote training in small and medium sized firms. While the broad objective of the TSS, as stated in the Operational Programme for Industry and Services, was to improve managerial and supervisory skills, the TSS as defined by FÁS, was aimed at improving the skills of existing employees at all levels from operative to management. The scheme was open to firms engaged in manufacturing industry, internationally traded services and physical distribution. Training and development of personnel at all levels and all occupations in any of eight key priority areas was eligible for grant aid.
 The priority areas were: strategic planning, marketing and languages, management, productivity, information systems, quality/service, technology and finance. The objective of the Scheme was to assist companies’ workers to improve their skill base, in order to improve firm efficiency and enhance the employability, adaptability and mobility of workers.

Availability of grants

Assistance took the form of grant aid to eligible companies to purchase their training in the market. Companies, which participated in the TSS had initially to demonstrate that the training needed had been clearly identified and was linked to a business development plan or strategy. Funds were allocated on a 'first-come first served basis'. A company development plan had to be approved by FÁS training advisers. Grants were also available to implement 'national training strategies' identified for each business sector
. 

At its inception in 1990, the rate of subsidy was graduated; firms with less than 50 employees were funded up to a maximum of 80 percent of training costs, while larger firms could receive a maximum of 50 percent of training costs. The subsidy rate applied only to training costs/fees, not to wages of trainees. In an effort to reverse a trend where larger firms received a higher percentage of overall funding, the subsidy bands were revised in 1992. From 1992 on the overall share of subsidies in training costs were somewhat lowered, while the distribution among size classes was changed in favour of smaller firms. From 1992 firms with up to 50 employees could receive a maximum of 65 percent aid, firms with between 51 and 200 could receive up to 40 percent aid, and firms with between 201 and 500 employees could receive up to 25 percent aid.

Administration of the TSS

The administration of the Scheme was executed by FÁS. It was administered regionally, through the Services to Industry Section with each of the ten FÁS regions.

Prerequisites

Prior to participating in this program, companies were required to develop a business development and training plan based on a review of the company's activities and an analysis of its strengths and weaknesses in relation to markets, finance, production and human resources.
Results

In the first year (1991), 17232 employees in 1204 companies received training under the scheme at a total cost to the state of £ 4.75 million (some € 6,2 million
), and in 1992, 1369 companies received £ 5.63 million (some € 7.3 million) of aid to train 22459 employees. The European Social Fund co-financed 65 percent of the cost of this programme. Of the total budget of £ 5.63 million (some € 7.3 million) in 1992, £ 3.9 million (some €  5.1 million) was spent on training grants and special initiatives, staff costs absorbed £ 830,000 (some € 1 million) and overheads £ 301,000 (some € 392 000) , and a further 9 per cent of the budget was spent on promotion of training.

	
	Amounts (1,000 GBP)
	% of total

	Training grants
	3,900
	69

	Staff costs
	830
	15

	Other overheads
	301
	5

	Promotion of training
	507
	9

	Balance
	92
	2

	Total
	5,630
	100


More recently (1997) the TSS provided assistance to 2,839 firms to train 21,889 persons in key areas. The Scheme gave special consideration to small enterprises where grants of 65% of course costs were available. In 1997, companies with less than 50 employees received grants totalling £3.9m ( some € 5.3 million
) or 81% of the total available budget
.

The 1995 evaluation study on the TSS reveals that there was a good deal of satisfaction with the scheme among the participating firms. Nearly 94 percent of the respondents considered that their company’s investment in training aided by TSS was at least adequately offset. More than a quarter reported that it was more than offset. Only a minority of 6 percent considered their company’s investment in the TSS was not worthwhile.

Analysis of deadweight loss

The study on the impact of the TSS (O’Connell et al.) provides an insight into whether companies would have undertaken the same or less training in the absences of the TSS. Over sixty percent of the smaller firms responded that they would have engaged in either no training or in less training than they actually conducted in 1992 without TSS. This was true of 55 percent of firms with 21-50 employees but only 27 percent of firms with more than 100 employees. This would, therefore, suggest that the net impact of the TSS in promoting a greater level of training than would otherwise have taken place was greatest among smaller firms, and conversely, that for a substantial majority of large firms the TSS represents a subsidy to training activities which would have been undertaken irrespective of the TSS (the so-called dead-weight of the subsidy)
.

Determinants of success/failure; bottlenecks

Demand led structure

At least part of the popularity of the scheme must be attributed to its demand led structure whereby firms identify their training needs and receive grant aid to purchase that training on the market
.

Focus on smaller firms

The TSS proved particularly effective among smaller firms. As described in the previous paragraph, the deadweight loss effect was smaller for companies with fewer employees. After the modification in 1992, with which more funds became available for smaller firms the deadweight element of the scheme reduced, while its impact in promoting a greater level of training was enhanced.

Duration of training courses

The average duration of training courses funded by TSS was four days (by 1995). It is assumed by FÁS that the duration of four days is likely to be insufficient to achieve the objectives of the programme. In their evaluation study, O’Connell et al. suggest that among the conditions which are stipulated, FÁS should add a condition with regard to the duration of the training to be funded. 

Awareness of the need for training among managers

The success of the Irish training policy has always been dependent on the support of the management within the companies to which the policy has been addressed. Managers are likely to receive insufficient training for specialist functions; are mostly not aware of international best practices; and are consequently reluctant to invest in training as a source of productivity growth and competitiveness
. This suggest both that management training is in itself an essential pre-requisite to increase efficiency and competitiveness, and that increased management training may also contribute to an increase in the demand for training of all workers since well-trained managers are more likely to be aware of the need for, and benefits of training.

High administrative costs

The administrative costs to implement the TSS have been substantial. As the table above shows, the expenditures on personnel, promotion and other overhead costs added up to a rather high percentage of the available budget. The high ratio of administrative costs to grants in the TSS are particularly unfortunate since the scheme appears to be short of funds by April/May of each year.

Need for a business development and training plan

One of the key assumptions with regard to the funding of employees’ training is that the training efforts should fit with other functional areas within a company such as production, finance and marketing. Based on this assumption FAS formulated the demand for a ‘business development and training plan’ for companies, which ask for funding. 
Need for coordination and quality standards

The Green Paper on adult education recommends the establishment of structures to promote a co-ordinated framework for policy and delivery of adult education programmes. A critical concern for the TSS was the guarantee of quality standards of the training courses that were financed. The development of quality standards and guidelines on best practices has become a priority in the expansion of initiatives in the field of lifelong learning.
Elements of good practice and transferability

As stated above, the TSS was abolished last year. Since 2003 a new instrument has been introduced, called the Competency Development Programme (CDP). According to FÁS, the TSS is not replaced by this latter Programme. The SDP doesn’t provide companies with grants like the TSS did. With the CDP, FÁS is more directly involved in providing the training courses. Companies who wish their employees to participate in these programmes have to contact FÁS and should ensure that the particular training/development needs have been clearly identified in a Training Needs Analysis and are clearly linked to its business plans
.

In spite of the variety of literature and policy documents, it remains unclear why the TSS was abolished. From the start in 1990 until recently, the TSS had been regarded as a good practice. The TSS proved to be popular with employers as evidenced both by the over subscription and by the favourable responses with regard to the usefulness of training courses. It was believed that the scheme met its aim to increase the level of training activity in Ireland
.

Comparing the current CDP with the former TSS, the Irish authorities designed an approach, which enables them to have a more direct influence on the contents and quality of training courses. The approach has probably been changed owing to a want for direct coordination. With the CDP, FAS is now able to decide which provider of training courses will be admitted. Furthermore the supervision on employers has been extended. Every company, which applies for training assistance should prove that sufficient attention is paid to the necessary conditions which determine the effects of training positively.
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8. 
Individual Learning Account (The Netherlands)

Background

In line with the ambitions of the European Commission -as formulated at the 2000 Lisbon European Council-, the Dutch government has set itself concrete goals with regard to stimulation of lifelong learning. Against the background of a diminishing influence of social partners and the recent difficulties in the dialogue with the government, the government tries to reach individual employees directly
. Based on the assumption that the eagerness to learn will rise when people are offered a certain freedom to influence contents and conditions, various experiments has been held with individual learning accounts. Since 2000 experiments with individual learning accounts have been realized in both public and private sectors such as the healthcare sector and the metal industry.

Description

The Individual Learning Account (ILA) is based on the assumption that every worker has the right to learn. For this purpose public and private parties (such as government, social partners and employers) contribute an amount of money to an account, which enables an individual employee to finance training. In the Netherlands the use of ILA has not yet become common practice. In the last few years several experiments have been initiated in a couple of sectors. Among the experiments some differences do exist in the composition of parties that contribute to the ILA. In most cases the national government contributed around 50%, the rest was paid by employers, social partners and /or sector organizations. In the course of 2003 and 2004 some evaluation studies became available. These studies have in common that they generally review the experiments with ILA as good practices. However it is yet unclear whether the Dutch government and/or social partners will continue with ILA on a broader basis.

Results

A comprehensive overview of costs and benefits of ILA cannot yet be given, neither the numbers of employees who made use of it, nor the number of training courses that have been followed. The measure of ILA is still in an experimental phase. Therefore figures, which refer to outcomes, can only be presented on specific experiments. These results, which have been reached in these experiments just indicate how ILA would probably function in a broader context. Though in general the indications are positive.

The experiments with the individual learning account in the health care sector have been positive. After the ILA was introduced, the participation in training increased dramatically. Within several participating institutions the participation rate increased almost ten times. Most important is that employees have been reached which had never followed any training before. The experiment in the health care sector shows that employees use their budget in the first place to train certain skills which can be used for their current profession. Secondly many use their budget to qualify for a career (promotion), often within their organization. The evaluation on effects of ILA in the Health Care sector points out that the training did not contribute directly to a better perspective or an improvement of skills. However many participants pointed out that the training contributed to an improvement of personal efficiency and well being at work.

Two third of the employees with an account spent their budget on a single training course. One third followed more than one training course. Most courses (up to 90%) aimed to improve general or specific skills, which are needed for a specific job
. The other training courses were more directed to personal aims such as improvement of a work attitude, personal well-being, etc.

Deadweight loss

Although none of the evaluation studies explicitly measured the deadweight loss effect, it became evident that the introduction of ILA has led to an increase in training participation in most organizations. ILA seems to be an effective instrument to stimulate people who had not followed any training before. However it should be noted that no information is available on the long-term effect of the measure. The research that was carried out in the health care sector pointed out that the enthusiasm for training decreased somewhat during the course of the experiment
.

Determinants of success / failure; bottlenecks

Although the ILA in the Netherlands is still in an experimental phase, some conclusions can already be drawn with regard to the determinants of success. From the available evaluation studies determinants of success can be derived.

Social dialogue

A successful introduction of ILA on a broader basis among various business sectors will substantially depend on whether ILA will be integrated in the labour agreements on working conditions. In the last few years, difficulties have emerged in the dialogue between social partners and what affected their way of establishing agreements on working conditions.

Tax deduction on investments in training

The Dutch government considers abolishing the tax deduction for companies on investments in training. This could lead to a substantial decrease of training budget among companies. However the effects of this intention on the actual number of trainings for workers is unclear. No insights exist on the precise impact of the tax deduction on investments in training
.

ILA and existing policies on training

In the Dutch Health Care sector, the implementation of ILA was successful due to the fact that it corresponded with the existing training policies of most institutes. Many organizations in the sector already developed a demand driven policy on training of their personnel, which means that a certain extent of freedom is offered to employees to identify their training needs and to choose means of training. The shift from supply driven approach towards a demand driven approach within many organizations can be seen as a condition for successful implementation of ILA. 

Budget level

Some experiments point out that hiring external suppliers of training is not an option. Many training courses have been provided within the organization. With relatively small accounts many participants were not able to buy serious training courses from private suppliers. 

Administrative burden

The organizations whose employers opened a learning account pointed out the complicated procedure and decreased influence of the company on the employees’ choice of training
. Generally a great deal of effort was needed to become acquainted with the conditions and procedures. 

Freedom to choose and flexibility

In the health care sector it was decided to give the employees as much freedom as possible in choosing training courses. Due to the absence of any conditions related to the content of training it especially succeeded in stimulating the lower level employees. In the course of the experiment it became clear that over 75% of the trained employees followed a course, which was directly related to profession or personal development. From the other 25% it remained doubtful whether the training could be seen as professional course. It is regarded however that a maximum of freedom and flexibility is especially needed when one aims to reach the lower or unskilled employees. 

Relevance of training

As mentioned above, 25% of the training courses, which were funded by an ILA in the health sector, were not directly applicable to work or the employees profession. Some participants spent their budget for fitness purposes. In this specific experiment in this sector, the restrictions for spending ones budget have been kept to a minimum. The participants were free to choose, as long as the training contributed to a person’s professionalism or well-being. If the experiment is to become common practice this freedom could cause problems due to a lack of legitimacy of public spending
.

Elements of good practices and transferability

One should be careful with transferring successful measures from abroad in order to address specific points of concern in ones own country, although the concept of the ILA proved to be transferable to other countries to a certain extent. The hopeful results with ILA experiments in The Netherlands are not exceptional. It seems that the success of this specific approach of stimulating lifelong learning is comparable to the positive experiences which appeared before in the United Kingdom. The use of individual learning accounts in Austria and Belgium have also been regarded as good practices.

The principles that lie behind the ILA can expect support or at least interest in practically all EU member states. In the EC document ‘Making a European Area of Lifelong Learning Reality’ the investment in learning on an individual basis has been regarded as one of the top priorities for the years to come
. This statement by the European Commission’s and its support by the individual Member States seems to offer a certain basis for ILA in most EU countries.
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9. 
Special Education Grants (Sweden)

These grants have been used by more than 400 000 individuals in Sweden. The majority of these participants were unemployed, however nearly 20% or 80 000 employees also benefited, justifying inclusion of this measure here.

Background

Swedish labour market policy has traditionally been characterized by measures that seek to activate the unemployed in some form of work related training rather than passively receiving unemployment benefits. The ambition has been to keep the labour force participation rate as high as possible during recessions and to avoid bottlenecks during economic boom periods. On July 1st 1997, this strategy was boosted by the introduction of a large-scale project, the Adult Education Initiative (AEI, Kunskapslyftet). It was intended as an alternative to traditional labour market programmes as the AEI offered the unemployed education at compulsory or upper secondary levels. Some of the overriding aims of the AEI were to reduce unemployment, reduce differences in formal education and to promote economic growth (Stenberg 2003).

Various forms of financial support during adult education already existed in Sweden but a new form of allowance was introduced, special education grants (UBS), which were equal to the unemployment insurance (UI) of the individual. The National Government of Sweden started this initiative in 1997. They introduced the initiative to facilitate the recruitment of those most needing education. The government expected a considerable overall boost to the demand for knowledge in the country. This would enhance economic growth and reduce unemployment. By minimizing the obstacles for those unaccustomed to theoretical studies, the idea was to improve their prospects on the labour market, build up their confidence and encourage them to further studies.

Description

To be eligible for the UBS the requirements were that the individual was aged 25-55, studied at elementary or upper secondary level and was entitled to the UI when the studies were initiated. If the individual was employed, his or her employer had to agreed to hire a long term unemployed person as a replacement. The grant was awarded for both full-and part-time studies, so that it was possible to adapt flexible adult education courses. 

The education was mainly offered by municipal adult education centers, komvux, which are an established institution within the Swedish education system.

Students were expected to spend spare time on their studies and to finance their own learning-related expenses. They were also expected to refrain from salary or unemployment benefits. The grant and unemployment benefits were mutually exclusive. Virtually all state or state-subsidised education is free of charge (OECD, 2002). The grant was designed to cover the student’s living costs during the study period, as well as study-related expenses, such as course literature. The grant was wholly financed by the state and was equivalent to the amount a person would have received in the form of unemployment insurance. A full-time student receives a minimum of SEK 7040 (763 Euro) and a maximum of SEK 16060 (1740 Euro) a month (OECD, 2002). The grant was only intended to be awarded for a limited period of 12 months. The grant was awarded solely for certain studies at schools under state supervision. Therefore there was a guarantee that the studies undertaken were documented in a manner recognised as adequate for entrance into further education or as a qualification when applying for employment. (OECD, 2002) The grants were available for learning activities at basic and upper-secondary levels. The courses were intended to provide the foundation of knowledge required for communal and professional life and for further studies. Local authorities were obliged to offer basic adult education to those who have not completed compulsory schooling. 

Results

There was really no specific evaluation done on UBS in Sweden, however there were at least some evaluation studies conducted on Adult Education Initiative (AEI) where UBS was one of the grants available for students. The evaluation studies by Stenberg (2003) were largely responsible for the conclusions drawn in this report. For most of Stenbergs evaluation studies he has made a comparison between AEI and Labour Market Training
 (LMT), where the vocational part of LMT is used as reference group. To identify the participants in the AEI, information on the special grant for education and training (UBS) was used. It was equal in size to the UI. 

The main results from the different studies conducted by Stenberg were that there was a relatively beneficial effect on the probability of unemployment incidence. However, the estimates of unemployment duration, given that the individual did become unemployed straight after leaving programme, indicated longer duration among the participants in the AEI relative to LMT. The estimated results on the annual wage earnings in 1999 indicated a negative effect of the AEI relative to LMT. Using annual wage earnings in 2000, the results indicated an improvement, although the effects were still negative, compared with the estimated results on wage earnings in 1999. Finally, the mobility between branches of employment was less frequent among participants in the AEI compared with LMT. This result was mainly a consequence of a low mobility among the individuals in the AEI that were employed in the public service sector before entering the program.

We will, in this report, look closer at programme participation and duration in unemployment following the period immediately after programme participation.

Programme participation 

Until 2001, more than 357000 people have pursued adult education under the grant, of whom 71.498 were employees. In 2001 there were 43555 student, of whom 19 % (8237) were employees (OECD, 2002). As expected, a couple of years after the introduction of the AEI there was a decrease in the number of participants. This can also be seen in the number of individuals with the special grant for education and training (of which some went to folk high schools). In Figure 1, these numbers are presented over the semesters, starting from the autumn of 1997. Those that received the UBS coming from employment and unemployment are separated. The numbers remained high in 1998-99 before continually decreasing until the programme ended in 2002. One reason for the high numbers to persist during the first four semesters was that those enrolled in the first year were offered UBS for another schooling year, i.e. 1998-99. This was an offer, which was accepted by 47 per cent of the participants. The prolongation of UBS was not repeated in later years. A possible reason for the decrease was a steady improvement of the labour market situation. In 2002, the termination of the AEI was followed by a decision of a permanent expansion of 50,000 seats in the adult education. The UBS was replaced by a new form of study allowance, the recruitment grant, with partly different conditions. (Stenberg 2003).
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The number of individuals with the special grant for education and training. Spring (s) and Autumn (a) semesters

Of those offered UBS there were, according to the Report of the Government Commission (SOU 1998:51), eight per cent that enrolled in studies at folk high schools. Besides classes in traditional subjects, these offer a variety of courses such as art, music and drama. The data only includes those with UBS that were enrolled in Komvux. There are only poor individual records of what kind of education, within a programme, the individuals attended. The Report of the Government Commission (SOU 1998:51) summarized enrolment to different educations within the AEI among those unemployed that had been offered UBS in the Autumn of 1997. 'Core courses' include mathematics, Swedish, social science and English. Both the preparatory courses and' other vocational' courses, representing almost a quarter, may overlap the programmes offered by Labour Market Training (LMT). However, the probability is small as less than five per cent of the vocational training part of LMT was purchased from Komvux (Stenberg 2003).

In the table below, various individual characteristics are described in terms of programme participation frequencies (out of 21,926 observations), mean duration of unemployment and unemployment incidence (out of 26,988 observations.). The definition of incidence to unemployment following a programme is to be registered in Händel
, as in search of a job within five days after the individual’s programme was supposed to have ended, or before, as in the case of a drop-out. This definition is used, as there are signs in the data that many unemployed individuals did not go to the employment office until a few days later. The incidence to unemployment is 74.9 per cent for the AEI compared with 89.7 per cent for LMT. 

Programme participation, unemployment duration and unemployment incidence for various characteristics

	
	N
	% of AEI
	% of LMT
	Mean duration N=21,926
	% incidence N=26,988

	Total
	21,926
	51.8
	48.2
	443
	81.4

	
	
	
	
	
	

	AEI
	11,349
	100
	0
	418
	74.9

	LMT
	10,577
	0
	100
	470
	89.7

	366 days unemp. 1996
	10,857
	49,4
	49.6
	501
	84.4

	Zero days unemp. 1996
	2,340
	10.6
	10.8
	369
	75.2

	Outside labor force 1996
	742
	2.8
	4.0
	364
	78.7

	Age 25-29
	5,666
	29.3
	22.1
	361
	79.0

	Age 30-34
	5,294
	26.0
	22.2
	408
	79.8

	Age 35-39
	3,898
	17.1
	18.5
	448
	80.8

	Age 40-44
	3,022
	12.8
	14.8
	500
	84.3

	Age 45-49
	2,242
	8.4
	12.2
	529
	84.3

	Age 50-
	1,806
	6.3
	10.3
	596
	86.9

	Elementary school
	677
	2.8
	3.4
	535
	82.5

	9 year compulsory school
	3,653
	18.7
	14.5
	456
	79.3

	2 year upper secondary school
	11,390
	61.1
	42.1
	433
	79.8

	3 year upper secondary school
	2,977
	10.4
	17.0
	439
	85.2

	University <3 years
	2,108
	5.6
	13.9
	436
	84.4

	University (3 years
	1,121
	1.4
	9.1
	475
	88.5

	Swedish citizens
	19,839
	93.5
	87.2
	445
	81.1

	Scandinavian, not Swedish
	523
	2.2
	2.6
	429
	83.0

	Non Scandinavian
	1,564
	4.3
	10.2
	425
	83.6

	Born in a foreign country
	4,101
	15.4
	22.3
	442
	84.1

	Stockholm county
	3,065
	12.7
	15.4
	335
	80.5

	Inland of Norrland
	1,565
	7.4
	6.8
	446
	78.3

	Munic, with high educ. level
	10,790
	45.0
	53.7
	431
	82.7

	Male
	9,212
	32.9
	51.8
	430
	82.1

	Male, ( 1 child at home
	2,281
	7.7
	13.3
	433
	82.7

	Male, married
	2,933
	9.2
	17.8
	450
	83.4

	Female
	12,714
	67.1
	48.2
	453
	80.8

	Female, ( 1 child at home
	7,689
	43.1
	26.5
	442
	79.7

	Female, married
	4,768
	24.7
	18.6
	467
	79.7

	Disabled 97
	2,667
	10.7
	13.7
	560
	85.4


The main difference between the programmes is that the AEI participants go on to further education more frequently while LMT has a larger fraction going into employment (see table below). This is an illustration of how AEI creates opportunities for further studies.
Reason for end of unemployment period by treatment group
	
	Mean duration
	% of AEI 
	% of LMT

	Censored
	1,666
	8.6
	9.3

	Employment
	467
	38.0
	52.0

	Miscellaneous
	514
	14.2
	17.0

	Unknown reason
	460
	14.4
	10.8

	Further Education
	319
	25.0
	10.9

	
	
	
	

	Total
	553
	100.0
	100.0


Elements of good practice and transferability

The constitution of the AEI, a large scale labour market programme which offered the unemployed and low educated workers the opportunity of formal education, makes it differ from traditional labour market programmes with more work related training. The AEI as such is interesting for policy makers in other countries. The rather straightforward set up makes it easy to copy if there is an existing well functioning body for adult education. This is also true for the special education grant (UBS).
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10.
Employer Training Pilots (United Kingdom)

Background

The UK’s investment in workforce training has historically been low, and has been inhibited by a range of market failures. Businesses, particularly small businesses, were unwilling to release valuable staff for training, and were unable to gain the full returns from training. Individuals faced financial barriers or were poorly informed about the value of training

Research suggests that a key barrier to employers training their low-skilled staff is the cost of giving them time off to study. Surveys also show that employees, especially those with low skills, blame lack of time due to work as a barrier to learning. These are key elements of the pilots.

Employer Training Pilots were established in six Learning and Skills Council areas (LSC) in September 2002. The pilots were jointly developed by the LSC, the Department for Education and Skills and HM Treasury. In the pre-budget report in November 2002, it was announced that the original six pilots would be extended to last for two years. Furthermore additional funding was made available to introduce a further six pilots for one year. In December 2003 the pilots were extended to 18 areas (LSC, 2003). 

Description

The goal of the ETP is to stimulate additional work-based training to improve skills and qualifications. The aim is to engage with employers or employees who do not normally get involved in training to obtain qualifications. The pilots are administered by local LSCs in partnership with local Business Links and other agencies, through a network of local brokers or learning advisers, and were originally planned to last a year
. They offer training with registered providers to level 2 National Vocational Qualifications. There are four elements of the offer: 

· Free or subsidised training;

· Paid time-off for training for employees;

· Wage compensation (paid to employers for the time employees spend training);

· Information, advice and guidance to employers and employees.

The pilots include tailor-made courses at colleges and other training providers, in the workplace or on industrial estates or business parks where participating employers are based. Each pilot has undertaken a basic skills and vocational level 2 capacity assessment with their providers to understand the issues for their area. They have developed individual action plans with partners such as Adult Basic Skills Strategy Unit and the Basic Skills Agency to ensure that high quality and flexible provision of training is available to all employers. The result is that employers and employees have enough flexibility to decide which type of training they require.

Results
From September 2002 to September 2003 the estimated costs were £40 million (about 60 million euro). In November 2002, the Chancellor announced a further £130 million (nearly 190 million euro) to extend the pilots into six additional areas. For the year 2004 £190 (about 275 million euro) is million budgeted.

At the end of the first year of the pilots, i.e. 31 August 2003, there were 3114 employers involved in the pilots. The overall take-up was slower than expected in the early months, but was stronger in the second half of the first year. After the first year, there was an indication that 14.095 active learners participated in the pilots (Hillage and Mitchell, 2003).

There is evidence that the pilots are reaching some of their target groups. The employers involved are generally small and a significant proportion (over one-fifth) can be described as ‘hard-to reach’. The evaluation also identified a high level of satisfaction. Employers think their involvement with the pilots will benefit their business. The evaluation is based on the first year of the pilot and therefore it is too early to have a final judgment about the attitude of the employers. 

There is evidence that the pilots are also reaching their target groups among individual learners. Many had left school at 16, not having had a positive educational experience (Hillage and Mitchell, 2003). Although some had participated in training before, these pilots gave learners the opportunity to study for qualifications they are keen to obtain. Employees are furthermore relatively positive about the experience of training. Much remains unknown about the effectiveness of the pilots and this could only be answered in later stages of the evaluation. 

Determinants of success/failure; bottlenecks

All the pilots adopted different approaches to marketing their ETP offer to local employers, and the strategies have changed over the course of the pilots in the light of lessons learned. A number of clear lessons have emerged over the first year (Hillage and Mitchell, 2003).

· General Marketing has little impact. A number of pilot areas appeared to have spent considerable resources, at least initially, on general awareness and establishing a ‘brand identity’, with at best only a limited effect.

· Specific and active marketing appears to work. The most effective method to emerge from the area visits is to go directly to employers by either following up ‘warm’ leads, or cold calling. 

· Union learning representation. This may work but the impact on the participation figures has yet to be seen. The report found that although union involvement in the pilots was limited in some areas, there were many examples of good practice showing exactly how Learning Services teams and union learning representatives have been contributing to successful workplace training. The fact that union involvement was limited has to do with the fact that the priority employers are small and medium-sized enterprises (SMEs) given that union density is much higher in larger workplaces. 

Elements of good practice and transferability

Broad package of training support: subsidy of direct and indirect costs

The pilots offer subsidies for direct and indirect costs. The subsidy of direct costs consists of free or subsidised training. This element is what first attracted most employers to the pilots (74,7 per cent) (Hillage and Mitchell, 2003). 

Three elements of the Employer Training Pilots are subsidies for indirect costs of training. The first element is paid time-off for training for employees. Depending on the pilot an employee can get 35 or 70 hours funded. Another element is wage compensation for the employer. The pilots test three different levels of compensation for the employers, each differentiating between small, medium and large firms. Small (those employing less than 50 people) firms will be paid up to 150 per cent of the average wage costs for low-skilled workers, but large firms (those employing more than 250 people) will be expected to bear some or all of the costs of paid time-off themselves. Small firms face higher costs associated with training for low skilled people for two main reasons: small firms face higher frictional costs when staff take time off work, having smaller internal labour markets and more specific jobs in many cases; a higher proportion of staff in small firms have lower qualification levels than in larger firms (31.9 per cent of staff in firms employing less than 500 staff as compared to 20.2 per cent in firms employing 500 or more) The last element is the free information advice and guidance to employers and employees. This element was also one of the elements, which first attracted employers (Hillage and Mitchell, 2003).

Subsidy of indirect costs can be seen as a good practice, because research has shown that a key barrier to employers to training is the costs of giving employees time-off to study. In the survey 21 per cent of the employers gave the cost of training time as the main reason why they did not train the employees before. Surveys also show that employees blame lack of time due to work as a barrier to learning. 

Active role of unions

Over the years the unions called for statutory rights for employees to have time-off to train. The time-off to train is one of the key elements of the EPT. Therefore the ETP was much welcomed by the unions. Furthermore the government committed itself to union involvement in the delivery of the strategy. Unions can give workers the help and confidence to take part in training and skills as a contribution to business success. The involvement of unions has shown some successes. Union learning representatives are guiding many learners onto basic skills courses: 40 per cent of ETP learners coming through the union route are tackling their problems with reading, writing and maths. Overall, 15% is working onto basic skills and 85% onto vocational level 2 (Clough, 2003). 

Regional approach with various actors

In the pilots many actors are involved. First of all the Learning and Skills Councils (LSCs). The LSCs have developed individual action plans in each area with partners such as Adult Basic Skills Strategy and the Basic Skills Agency. The LSCs involve these partners to ensure high quality of training. As mentioned before the unions are also involved in the pilots. 

Transferability

The target groups of the pilots are small employers and employees not having had education above vocational level 2. These groups are, in every country, hard to reach for training. Therefore the pilots could be an example of good practice for other countries. The pilots have a regional approach with various actors. Transferred to another country, suitable (regional) partners have to be found to set up the pilots. In the UK the unions are a partners in the pilots. The unions will only be useful as a partner when they are strongly organised. 
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11.
University for Industry (United Kingdom)

Background

The capacity to cope with change will be the hallmark of success in the twenty-first century. In the global marketplace the UK cannot compete on the basis of low wages and low added value. Therefore they will need to provide better quality goods and services, high added value and productivity, and be able to use technology to the full. This will require investment in the skills and abilities of management and workforce alike; and also the creation of new enthusiasm for learning. Therefore the UK established in 1998 an entirely new type of institution - the University for Industry (UfI)– which, they hope, will put the UK ahead of the rest of world in using new technology to improve learning and skills. 

Description

The UfI was set up in 1998 by the Government to take forward the idea of a ‘university for industry’. From this they created Learndirect, now the largest Government backed e-learning network and advice service in the world. The mission of UfI is to use innovative technologies to meet the work-related skills needs of employers and individuals to make an impact on business productivity as well as social exclusion. This is done by inspiring existing learners to develop their skills further, by transforming the accessibility of learning in everyday life and work and by winning over new and excluded learners. The programme is working with more than 600 partners across the higher and further education, private, voluntary and community sectors. 

Learndirect has two parts: providing learning information and advice services, and providing vocational 'e-learning'. It is used by both individuals and employers, and its short, computer-based, courses can be accessed by individuals at home, at work, at special Learndirect centers and even at shopping centers and pubs. Learndirect is also looking at developing access to its services through new technology such as mobile phones and digital television. Learndirect aims to tackle non-involvement in learning by providing an alternative for those who might be inhibited by or prevented from using a conventional learning environment. It makes learning accessible and flexible: learners can take part as and when they wish to, can work at their own pace and do not have to take exams. Learners are given the opportunity to investigate routes to accreditation and qualifications, but it is not assumed that these are the primary goal. It is also hoped that each course will act as a stimulus to explore new but related learning.

UfI is committed to making sure that Learndirect reaches traditionally disadvantaged groups and draws up an annual equality and diversity action plan. UfI places specific emphasis on attracting Skills for Life learners, on using e-learning to create net work-based learning, and on meeting the training needs of employers. The Government provides funding to support the UfI in a private-public partnership and helps meeting the learning costs of people on low incomes. Individual learning accounts will be available to help people to save to pay for courses. TECs may assist some businesses in using the UfI. Everyone who takes out an individual learning account will automatically receive information about the UfI.

Results

In March 1998 the Government announced Britain was to receive £160 million from the EU to help set up the University for Industry to upgrade the skills of workers. The UfI’s priorities include tackling literacy problems. It received £5 million in start-up costs. Learndirect was rolled out nationwide in autumn 2000, accompanied by a national TV and press advertising campaign promoting the services of the helpline in providing information and advice on a variety of adult learning opportunities.

Many Learndirect courses are eligible for public funding from the further education and higher education funding bodies, which means that the e-learning opportunities being opened up through Learndirect are affordable as well as accessible. The Learning and Skills Council, which on 1 April 2001 took over responsibility for the planning and funding of all post-16 education and training provision in England has designated £136,166,000 (some € 193 000 000)  for the financial year 2003-04
 to support Learndirect learners in England. In Wales, approximately £2,024,000 (some € 2 890 000) has been designated to support Learndirect learning in the financial year 2003-04. The Department for Employment and Learning in Northern Ireland has made £2,365,000 (some 3 360 000)  available to support Learndirect learning in Northern Ireland in the same period. 

There are now over 2000 online learning centers. The majority of these e-learning centers are operated by consortia of local and national organisations known as UfI hubs. More than 600 organisations are working in partnership with UfI as part of local, employer and sector-based hubs. Partners involved with UfI hubs and operating Learndirect centers are typically employers, business organisations, colleges, universities and private training providers, local Learning and Skills Councils, local authorities, libraries, trades unions, and sports and community organizations.

By April 2003, just three years since the first development phase of Learndirect was introduced, more than 750.000 people had enrolled In over 1.6 million Learndirect courses and UfI handled in excess of five million telephone and six million web enquiries to the Learndirect advice service. SMEs engaged with Learndirect: 73 790. Total Learndirect course uptakes from SMEs: 142 724 (So each enterprise used on average nearly two courses) Awareness and usage of UfI is rising. NALS data (2001 and 2002), indicates that over half of the adult population were aware of Learndirect, and five per cent have made use of Learndirect national learning advice line. There has been a dramatic increase over the previous year. Usage had also risen. UFI has a focus on people who have not recently done any learning or who lack the confidence and skills to manage their own learning and who need support. Furthermore they focus on competent learners who may require less support and who are able to take full advantage of the freedom to exercise learning choice made possible by the innovative application of technology. Learndirect learning appeals to new learners: Learndirect learners are more likely to be female, older and less qualified, and less likely to have engaged in any training or learning during the last three years. Over half said that they would not have done any learning if they had not registered with Learndirect. This should be recognised as an important achievement at a time when the skills deficit in the UK has been identified as a key barrier to maintaining a competitive position in the global economy. 

The UfI has a focus on small and medium-sized employers. The employers’ awareness is growing in some areas. UfI’s own research shows that most managers responsible for training had heard of Learndirect. Those centers, which focussed on business (as opposed to individuals) reported growing awareness among the employer community. There is little evidence of organisational impact, although there is evidence in the literature that investment in training can generally lead to improved organisational performance, there was little found, other than occasional, anecdotal evidence, of such an impact for Learndirect. This does not mean that the linkage does not exist, however, most of the workplace training provided by Learndirect could be seen as building a foundation for further skill development, from which attributable organisational outcomes could be attained.

There are currently 527 Learndirect courses on offer in IT skills; business skills; the basics of reading, writing and numbers; retail and distribution; environmental services; automotive components; and multimedia. Approximately 400 (76%) of these courses are online and delivered through the Learndirect website

Determinants of success/failure; bottlenecks 

Freedom to choose and flexibility

UfI offers people the time, place, pace and style of learning that responds to their needs. Furthermore it gives clear information that helps them make the best personal choices about learning programmes and maintain control of them and it gives them the chance to relate their learning to their own long- term ambitions.

Elements of good practice and transferability

Transferability

The Learndirect infrastructure, acts as a gateway to courses provided throughout the UK. This is very useful for individuals to find the course they want to participate in. Such infrastructure demands a good network of partners. The partners in the network consist of employers, business organizations, colleges, universities and private training providers, local Learning and Skills Councils, local authorities, libraries, trades unions, and sports and community organizations. The most suitable partners will depend on the specific institutional situation in a country. 
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Annex IV	 International network of experts

	Country
	National Expert
	Institute

	Austria
	Dr. Lorenz Lassnig; 

Elisabeth Scheibelhofer
	Institute for Advanced Studies, Vienna

	Belgium 
	Prof. Dr. Johan Lambrecht
	Research Centre for Entrepreneurship, EHSAL-K.U. Brussels

	Denmark
	Birgitte Munch; 

Henrik Stener Pedersen
	Oxford Research A/S, Kopenhagen

	Finland
	Dr. Ulla Hytti
	Small Business Institute, Business Research and Development Centre, Turku School of Economics and Business Administration, Turku

	France
	Jean-Pierre Jallade
	Independent Expert, before director of Institut européen d'éducation et de politique sociale Université de Paris-Dauphine Paris F-75775

	Germany
	Michael Holz
	Institut für Mittelstandsforschung Bonn, IfM Bonn

	Greece
	Dr. Dimitris Karantinos
	National Centre for Social Research (EKKE), Athens

	Ireland
	Dr. Richard Wynne,

Ivica Milicevic
	Work Research Centre Ltd., Dublin

	Italy
	Dr. Manuela Samek
	Labour Market and Labour Policies Division at Istituto per la Ricerca Sociale (IRS)

	Luxembourg
	Christian Reding
	Chambre des Métiers Luxembourg

	Netherlands
	Jan de Kok
	EIM Business & Policy Research

	Portugal
	José António Muñoz Miguez
	TECNINVEST, Lisbon, Portugal

	Spain
	Iñigo Isusi
	Instituto Vasco de Estudios e Investigación (IKEI)

	Sweden
	Joakim Wallenklint
	Swedish Institute for Growth Policy Studies (ITPS)

	United Kingdom
	Dr. Sue Marlow
	SME Research Services / De Montfort University


� When positive externalities exist, the social marginal benefit from consumption of a service like training exceeds the private marginal benefit. Positive externalities may be important and cause market failure. Services such as initial education, additional vocational training or health care for that matter may also be under-used because of information failure. Individuals may not fully appreciate or value accurately how much private benefit they are deriving from these services. An individual will find it difficult to predict the monetary benefits of a good education and, as a result, because of the lack of information, they may choose to curtail their schooling. See for example Chapter 3 The Theory of Social goods in: Public finance in theory and practice, Richard A. and Peggy B. Musgrave, McGraw-Hill Kogakusha ltd, second ed, 1976 or: Tutor2U, a website that contains revision notes on a.o. Economics (http://www.tutor2u.net/economics).


� Section 2A 'Market failures affecting training outcomes' of Chapter 5 'Upgrading Workers' Skills And Competencies' of the OECD Employment outlook, reviews the empirical evidence on the existence of various market failures. OECD 2003, ISBN 92-64-10061-X, page 246 - 249.


� The OECD employment outlook referred to above states that 'empirical evidence (mainly US studies) shows that under-provision (…of training) is likely to occur in all OECD countries' and 'that empirical studies for a number of European countries have obtained similar results' (p.248).


� For more information on the European Employment Strategy, see: http://europa.eu.int/comm/employment_social/empl&esf/ees_en.htm.


� http://europa.eu.int/comm/employment_social/employment_strategy/index_en.htm.


� The assignment for this study, contracted out in 2003, concerned only the identification of policy instruments in the EU-15, i.e. excluding the Member States that joined only in May 2004.


� This includes, for example, most Active Labour Market Policies (ALMPs) on training, since these are generally (but not always) aimed at unemployed people rather than employed people.


� This includes, for example, many initiatives undertaken as part of the Leonardo da Vinci programme (launched in 1995). This programme aims at improving the quality of vocational training systems in Europe, and thus indirectly promotes training of the employed. This programme is evaluated separately, amongst others by EIM. 


� Full reference and description of CVTS1 and CVTS2 is given in table 1.


� PPS (purchasing-power standards): Costs are indicated in PPS to allow for price differences between the individual countries. The PPS conversion factors indicate how many national currency units the same quantity of goods and services would cost in the individual countries. 


� Please note that only four EU Member States are represented in Table 6.


� Australia, Belgium (Flanders), Canada, Ireland, Netherlands, New Zealand, Poland, Switzerland, United Kingdom and United States. 


� The problems discussed here are not typical for the area studied. To illustrate this Annex II discuss similar issues with regard to evaluation studies on the effect on innovation and R&D policies.


� Since the scope of this project is limited to instruments that target the demand side of the training market, employers and employees are the only two relevant target groups.


� One could argue that the Spanish 'National Agreement on Continuing Training' should not be treated as a single instrument, but as a single policy consisting of several instruments and initiatives. The choice to define this Agreement as a single instrument is based on pragmatic considerations: it is very difficult to identify separate instruments within this Agreement.


� Otherwise, they would fall outside the scope of this project.


� Although there are some instruments, e.g. in Denmark, where employees do not have to make a contribution.


� Based on agreements between social partners, all employers - either in a certain sector or nationwide - contribute to a fund, that can be used to finance various activities, including training of the employed.


� The present study did not especially aim at identifying the financing of these instruments.


� Two studies refer to the same policy instrument.


� As mentioned before, the lack of evaluation studies of adequate quality is not typical for the area studied in this report. To illustrate this Annex II discusses similar issues with regard to evaluation studies on the effect on innovation and R&D policies.


� It became apparent in finalising this study that the Vlamivorm measure that existed in the years 1999 -2001 had to be terminated as the European Commission concluded that some elements didn’t match with European regulation (See Annex III).


� See also Annex II for an illustration of similar difficulties with regard to evaluation studies on the effect on innovation and R&D policies.


� Unemployed people are also entitled to these vouchers. The available literature makes no distinction in deadweight effects among workers and unemployed of these vouchers.


� See for example a Dutch study on 'training careers' of individuals: R. Kunnen and de Voogd-Hamelink, Scholingsgedrag in Nederland (Training behaviour in the Netherlands) 1986-1992, OSA-Werkdocument W153, April 1997.


� This is was also concluded by a Cedefop study, which highlighted the lack of information about training provision as well as the lack of services to meet SME training needs: Gil et al, 1994.


� Preece, 1996.


� FAS, 1996.


� In for example a Dutch study by Van den Tillaert (1997) on training opportunities in SMEs it is found that just 20% of the entrepreneurs recognize the need for training. Most companies are not fully aware of the developments and changes in their environment which make an appeal to investments in the skills of employees.


� Pukkinen et al, 2001.


� Renkema, 2004.


� Verburg, 2003.


� Cinop, 2004.


� Cereq, 1996.


� Furthermore the organization and planning of training should fit with the planning of employers. Therefore modular continuing education and training programmes proved to be successful, since the step-by step approach imparting of knowledge and skills in short phases better meets the requirement of the employees' time flexibility (See Ofner & Wimmer, 1998).


� Hillage & Mitchell, 2003.


� Cedefop, 2001.


� Some governments actively advocate quality management among the providers of training. The Austrian government has for example emphasized the need for institutions of continuing education and training to ensure the quality of their procedures. In this context it was recommended to create a certification system (Ofner & Wimmer, 1998).


� See Section 4.6 where we discussed in detail the flaws in the set up of most of the evaluation studies identified, such as no assessment of deadweight loss, only subjective information, no experimental or control group approach.


� OECD, 2003.


� The subject of misuse have explicitly been discussed in evaluation studies on French, British and Belgium subsidy/levy schemes.


� OECD, 2003.


� Gasskov, 1994.


� OECD, 2003.


� CINOP, 2004.


� OECD, 2004.


� OECD, 1998.


� Kritikidis, 1999.


� Fifteen countries reports – for EU-15 - have been produced in the course of this project as background material.


� It became apparent in finalising this study that the Vlamivorm measure that existed in the years 1999 -2001 had to be terminated as the European Commission concluded that some elements didn’t match with European regulation (See Annex III). 


� It became apparent in finalising this study that the Vlamivorm measure that existed in the years 1999 -2001 had to be terminated as the European Commission concluded that some elements didn’t match with European regulation (See Annex III).


� Small sized enterprises have less than 10 employees; medium sized have 10-100 employees: large fimrs have over 100 employees.


�	Federal Department on Economical Affairs and Energy.


� Pukkinen, 2001.


� CEDEFOP, 2004.


� Pukinen, 2001.


� Pukkinen, et al. 2001.


� Centre, 2004.


� Adams, et al., 2000.


� Pukkinen, et al. 2001.


� Pukkinen, et al. 2001.


� Bentabet et al. 1996.


� Pukinen, 2001.


� Adams, et al., 2000.


� Heraty et al, 2000.


� FÁS, 1996.


� ILO, 2002.


� O’Connell, 1995.


� An exchange rate of 0.7679 (end June 1991) has been applied for the euro conversion.


� O’Connell et al., 1995.


� The exchange rate of January 1997 (0.7402) has been applied for the euro conversion.


� Department of Enterprise Trade and Employment, 1998.


� O’Connell et.al., 1995.


� O’Connell et al., 1995.


� FÁS, 1997. http://europa.eu.int/comm/enterprise/entrepreneurship/support_measures/visibility/dublin_96/report_dublin_96_en.pdf.


� FÁS, 1996.


� FÁS, 2004.


� O’Connell, 1995.


� Renkema, 2003.


� Romijn, 2004.


� Romijn, 2004.


� Romijn, 2004.


� Geertsma, 2004.


� Verburg, 2004.


� Geerstma, 2004.


� LMT had a very broad supply of programmes, which covered most branches on the labour market. The basic plan with LMT was to offer vocational programmes aimed at branches with a high demand for workers. The programme has a long history, which in fact goes back as far as 1918. From the 1950’s, and until the introduction of the AEI, LMT was the largest labour market programme in Sweden. In 1997, some thirty per cent of those enrolled in LMT were in 'preparatory training'. It included more basic courses such as preparations for other programmes.


� Event history database Händel, of the Swedish National Labour Market Board (AMS).


� And subsequently extended to last 2 years.


� Exchange rate 31 December 2003 (0.7040) has been applied






3

2


1

 PAGE 1

 PAGE 1

 PAGE 1

1


1
1

_1163916922.xls
Chart1

		NO		NO

		S		S

		FIN		FIN

		DK		DK

		IRL		IRL

		L		L

		UK		UK

		F		F

		P		P

		SI		SI

		I		I

		E		E

		CZ		CZ

		EL		EL

		NL		NL

		A		A

		D		D

		PL		PL

		EE		EE

		HU		HU

		LV		LV

		BG		BG

		RO		RO

		LT		LT



women

men

Country

Participation rate

73

43

63

63

57

53

55

54

53

52

50

47

48

53

48

52

47

45

47

46

46

48

44

44

41

53

38

32

38

47

36

35

33

38

33

33

29

27

25

27

24

26

20

33

20

20

19

21



Sheet1

		Participation hours per participant according to sex (1999)

				Women		Men

		DK		54		31

		RO		46		40

		BG		45		31

		E		41		42

		IRL		41		40

		LT		40		42

		EL		38		40

		HU		38		38

		P		37		39

		NL		36		38

		NO		35		32

		L		34		42

		F		33		38

		FIN		32		38

		A		31		28

		EE		31		31

		LV		31		35

		PL		31		26

		I		29		33

		S		29		32

		CZ		27		24

		D		25		28

		UK		25		27

		SI		21		27





Sheet1

		DK		DK

		RO		RO

		BG		BG

		E		E

		IRL		IRL

		LT		LT

		EL		EL

		HU		HU

		P		P

		NL		NL

		NO		NO

		L		L

		F		F

		FIN		FIN

		A		A

		EE		EE

		LV		LV

		PL		PL

		I		I

		S		S

		CZ		CZ

		D		D

		UK		UK

		SI		SI



Women

Men

Country

Participation hours

54

31

46

40

45

31

41

42

41

40

40

42

38

40

38

38

37

39

36

38

35

32

34

42

33

38

32

38

31

28

31

31

31

35

31

26

29

33

29

32

27

24

25

28

25

27

21

27



Sheet2

		Participation rate in enterprises offering training courses, according to gender (%-1999)
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