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What major changes in vocational training have
you experienced and participated in during your
decade at Cedefop?

I think the changes in Cedefop over the years have
been illustrative of wider changes at the European
level. Originally the question was whether the Euro-
pean Union could deliver what was in the treaties
- a common vocational training policy - and as a re-
sult in the 1980s Cedefop focused more on princi-
ples than on training content. There was no real de-
bate on the content of vocational training, or what
European development should be - it was much more
of an institutional debate. This ended in the early
1990s. After the Maastricht treaty, the idea of a com-
mon vocational training policy was abandoned. The
Commission had a supporting task, and actually I
notice that even today the Commission has more
competence in the field of vocational education and
training than in the field of general education. So
with the Maastricht Treaty the institutional de-
bate, which had been pushed mainly by Germany,
came to an end. There was more of a focus on how
to complete the internal market and prepare for the
Euro.  

So at that time there was a problem to establish
what the role of Cedefop could be. I remember in my
first Management Board meeting I used the term ‘mu-
tual recognition’ and one of the members jumped up
and said ‘you can’t use this term, it’s unacceptable’.
Well,  I had to ask myself what we could do, what
could we contribute to help the recognition of diplo-
mas, and so forth, under the circumstances...natu-
rally we couldn’t do very much. And then in 1996, I
think it was under the Italian presidency, we were
asked to organise an exhibition of diplomas. We had
a big meeting room at our disposal and got from the
Documentary Network all kinds of copies of diplomas
and asked the Directors General to see, as we say in
Rotterdam, ‘if they could make chocolate out of it’.
And of course they couldn’t! So they said,  we have
to do something about this. This was a good turning
point for us. From then on we started being able to
contribute to the development of transparency, such
as the work Jens Bjørnåvold has done for us, how to
manage competences, what we are doing today with
the certificate supplements, the Europass ... The
Europass is a good example to show that it easily takes
at least 7-8 years to develop an idea into something
useful. And still it’s not finished - Europass has to fur-
ther develop into an instrument allowing a better
match between supply and demand on the labour
market. Now you can show all these skills and com-
petences, language competences etc., but you should
make it possible for people to match electronically
their skills and qualifications with the demand on the
labour market. 

I suppose you could say that the original top-down
approach of the 1980s was abandoned after the Maas-
tricht Treaty for a more bottom-up one - that’s one
way of looking at it. But in reality, at a certain mo-
ment there was no European policy. Our conclusion
in our first policy report was that the European pro-
grammes were the policy. There was no real policy
for future development, just very dispersed programmes
and very many objectives. And I can tell you, this con-
clusion was not appreciated at the time. But it was
true - there was no general coordination, no gener-
al framework for policy developments in Member
States and sectors. 

But later in the 1990s the Commission started to
look into going in the direction of the Member States,
paying more attention to lifelong learning and how
to create the appropriate policy framework. This
changed a lot of things. Discussions on lifelong learn-
ing culminated in the Lisbon Agenda in 2000. The
Lisbon strategy was designed to move towards the
knowledge society by fostering more policy compe-
tition between Member States, to give them the in-
centive to ‘do better than the others’. That’s still part
of it, although later it was felt that we do not only
need policy competition, we also need more coop-
eration. This led us to the Copenhagen Declaration
in 2002 on enhanced cooperation on vocational
education and training. So now we have a policy agen-

da for a new process in VET. I wouldn’t say we’re now
trying to harmonise training, no, but it’s a balance
between cooperation and competition, with the Com-
mission still playing a very essential coordinating role
in VET. And now with lifelong learning we can com-
pare the Copenhagen and Bologna processes much
better and even work on common objectives in the
field of education and training for 2010. 

This more integrated approach (objective 2010)
is going very well. I’m very pleased about this, and
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"When you set out on your journey / pray that
the road is long / full of adventure, full of knowl-
edge."

What better way than with these evocative words
of Cavafy to convey the spirit which reigned at the cer-
emony to celebrate the twentieth anniversary of the
Community Study Visits Programme, held at Cedefop
on 25 May? 

While the first half of the day addressed the theme
‘From the past to the future of study visits’, with
contributions from former participants and feedback
from the institutional initiators of the programme, the
second part was a more open-ended discussion on the
didactic value of travel under the theme ‘Widening our
perspectives’.

Journeys of knowledge, transgressing borders, the
‘Here’ and ‘There’ were at the heart of the debate be-
tween three well-known authors: Predrag Matvejevic,
Nedim Gürsel and Takis Theodoropoulos.

‘When one embarks on a journey, one takes those
things which are indispensable - and a book. To be a
refugee without a book is to deprive oneself of any
possibility of creating culture’, remarked Predrag Matve-
jevic, an author of Balkan origin and a member of the
high-level advisory group on intercultural dialogue in
the Mediterranean area set up by Romano Prodi. While
declaring himself an adversary of globalisation, he nev-
ertheless conceded that promoting and supporting a
common vision for the Mediterranean with the Euro-
pean Union was an absolute necessity - although he
is convinced that this vision must be the fruit of the ef-
forts of all European citizens. 

The Turkish writer Nedim Gürsel, a recipient of
the Ipekçi prize for his contribution to the rap-
prochement between the Greek and Turkish nations,
went on to say that Europeans had to have faith
in a vision of Europe on the road towards union.
Predrag Matvejevic pointed out that, very often,
frontiers  themselves have been drawn (or not) at
places where crimes against human dignity have
been committed.
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actually a little bit astonished - in a good
sense! There is a good atmosphere in
cooperation. We’re working on several
fronts, like credit transfer, a European
qualifications framework, quality, guid-
ance... As for Cedefop’s role in this, well,
‘if something is successful it has many
fathers’, because it is necessarily a com-
mon enterprise. But we’ve been con-
tributors to the process, and I can’t say
that this was the case when I started
working here. 

In some way developments in the last
ten years in Cedefop parallel those in
BIBB, CEREQ and ISFOL. They also start-
ed as research institutes and moved in-
to policy support, just like Cedefop did.
In putting more emphasis on coopera-
tion with the research community we
were, however, able to deepen content
on several issues: guidance, in cooper-
ation with OECD and ETF, transparen-
cy, the validation of non-formal learn-
ing, funding and investment in hu-
man resources. These are all issues we
were working on before they became
political issues. Our research work al-
lowed the debate to become deeper by
collecting the evidence that supported
policy. So you could say that Cedefop
helped create the necessary conditions
for the policy. Today the idea of more
investment in human resources and es-
pecially in continuing VET is accepted
by the Council, though it met with some
resistance when we first proposed it.
Well, the reality is that we can bring the
Council to new policy ideas, but we can’t
make them drink! 

What helped Cedefop make a con-
tribution was the fact that we estab-
lished our own medium-term priorities.
This allowed us to pay consistent at-
tention to certain developments in a
more structured way. In the beginning
the Commission used to call us and ask
‘can you do this, or that’ - usually things
they were supposed to do and hadn’t,
so they asked us to do them at the last
minute! This was no way to be efficient.
The MTPs helped us focus on our own
goals.  

When I first arrived, some people in
Brussels had quite a low opinion of Cede-
fop but we’ve overcome that and man-
aged to win respect. Nowadays we don’t
have to ask any more how we can be
useful. Demand for our services is grow-
ing and I have a feeling that we’ve found
our place as the reference centre for vo-
cational education and training in Europe.  

The current medium-term priorities
run until 2008. The role of Cedefop for
evidence-based policy, related to Lisbon-
Copenhagen, is clear for that period;
the Finnish presidency of 2006 is already
incorporating our work into their plan-
ning. So I expect Cedefop will contin-

ue to play its well-defined role in the
foreseeable future. In general I think I
hand over the agency in much better
shape than I found it -also internally, by
reorganising and creating the areas, etc.
Although of course it could always func-
tion, say, 10-20% better.

Do you think the Lisbon goals are
within our grasp?

(Thinks for a moment) Yes, well....It’s
going to be difficult, I must say. If we
are to reach the objective, we will need
dramatic changes, dramatic progress.
The level now varies very much between
countries. For instance in Portugal 80%
of the workforce is low-skilled, so Por-
tugal has more distance to cover than
other Member States. But even if we
take the EU generally, there are 80 mil-
lion low-skilled people. Of course we
need low-skilled people in the future
too, but still the demand for this group
is dramatically in decline. First of all we
need to analyse the low-skilled much
better, because there are many kinds,
and this process is very slow. Secondly
we need to double the high-skilled work
force - people with tertiary education -
if we are to catch up with our main com-
petitors. And of course you can’t bring
the low-skilled up to tertiary level im-
mediately. The middle part is strong in
the EU, because VET in Europe is, well,
not too bad! At any rate we have a se-
rious gap in tertiary education which
can be addressed in two ways - you can
either import people or educate your
own workforce. But a gap of, say, 40
million people can’t be covered by mod-
erated immigration, you must find the
main body within your own workforce.  

The Management Board - now the
Governing Board - of Cedefop in-
volves governments, social partners
and the Commission. How much of
a balancing act does this involve for
the Director? 

When I started, relationships were
not very good with anybody! As the
Commission is the main motor of poli-
cy development, I did everything to im-
prove our relationship with the Com-
mission. Within the Commission there
were some people who were very com-
mitted to helping Cedefop with the
move and with getting off the ground
at its new seat. We also established clos-
er and better links with the Directors-
General of Vocational Training in the
Member States (DGVT). Actually, in the
various groups and committees related
to the Commission often there were the
same people. I also established fruitful
relationships with the group represent-
ing the governments. It turned out that
the relationship with the social partners
could have been better, despite the fact
that I had been involved from the be-

ginning with this process of integrating
the social partners - imagine, I had been
at the first Val Duchesse meeting with
Jacques Delors ... I have always been
convinced of the importance of the role
of the social partners in VET, but I have
to say that their involvement in our work
and their profit from our services have
not always corresponded to their inter-
est in them. I think this is partly due
to a lack of infrastructure: they often
do not have the human resources with-
in their organisations to be part of the
process, the way the Commission or the
Member States can. 

The sectoral approach to vocational
training is also very important. For in-
stance, to fix a BMW in a garage any-
where in Europe you must have the same
knowledge and qualifications. So I feel
this approach should be emphasised.

But this sector approach is not always
appreciated by the employers’ organi-
sations, maybe because they are a con-
federation of national organisations in
contradistinction to the ETUC... I see so
many dispersed developments - even in
Leonardo projects. Similar developments
in a sector are not being integrated
into a common policy framework. But
having a framework is important to avoid
repetition of effort - to avoid re-inventing
the wheel. Policy development has to
become more efficient and effective. 

Which aspect of your time at Cede-
fop are you most satisfied with?

Mostly I’m happy with my time in
Cedefop, though I must say it’s been a
tough job. There were several develop-
ments which were carried out success-
fully - the transfer from Berlin to Thes-
saloniki was the first. I have to tell you,
when I arrived in Berlin to oversee the

transfer I said to the staff, well, we’re
moving somewhere with 320 days of
sunshine a year. Unfortunately our first
winter was very rainy, and I found my-
self being blamed even for the weath-
er! But anyway, the transfer was suc-
cessful and so was the move to the new
building, as well as organisational de-
velopment. Cedefop has doubled its
staff and is attracting more people. What
I think should change is that we need
to devote more human resources to de-
veloping content. What happened orig-
inally at Cedefop is similar to what hap-
pens also at the Commission: policy
analysis is sent it out to external experts.
But you should really be analysing con-
tent yourself, and establishing better
links with the research world, which
in turn should have a VET research agen-
da for the future. 

The other development is that we’ve
changed the way we communicate with
our clients, by developing electronic
means and networks. This allows us
to serve all our dispersed clients direct-
ly. I think there will be even more em-
phasis on thematic networking in the
future and on finalising our knowledge
management system.  

So, yes, I am happy with many things.
The single most important one? I would
say: Cedefop has found its place in the
VET landscape. It is recognised and re-
warded for this, thanks to our common
efforts in Thessaloniki. And as my son,
who is a businessman, always reminds
me, it’s essential to leave a well-running
organisation to your successor. Looking
at the cooperative spirit here at Cede-
fop, I feel I have achieved that. 

In the coming years I think we need
to develop further our thematic net-
works. They provide the basis for our
policy support and reference activities.
Also, we should further improve the
links between research and policy mak-
ing. This does not only concern Cede-
fop itself, but also the Commission. I
think my successor will have to fur-
ther improve our relations with research
and to attach more experts to Cedefop.
We should have at least two high-level
experts for each major theme.

In view of your frequent trips to Brus-
sels in order to fulfil your tasks, can
we still make a case for decentralised
organisations? 

Well, you’re not in the heat of the
policy development and that’s an ad-
vantage - you can see things differ-
ently from a distance... Also, you rep-
resent the EU in the country you are
based in, which is important. I think
Cedefop’s presence was very important
in creating awareness and interest in
developing VET in Greece. Greek au-
thorities and institutions have used our
services from the beginning, though of
course it could be even better. Another

‘ ... it takes 7 - 8 years to
develop an idea into something
useful...’
Continued from page 1

InfoEN_2_2005.qxd  15-07-05  14:48  Page 2



advantage is that, via our electronic net-
works, we communicate directly with
our partners and clients anyway. Here,
our decentralised position is rather help-
ful and helps avoid unnecessary back-
and-forth between the citizen, ourselves,
and the Commission. A negative aspect
of decentralisation is the time consumed
in travel - not just for me, for all of us.
Another problem is the fact that the 23
decentralised agencies have to apply
the same rules as the big Institutions,
which does not always favour effi-
ciency - it makes everything very ‘heavy’
....so many administrative rules! 

What is the single most important
thing to know when leading a mul-
ticultural organisation? 

I’m always discussing such matters
with my family, e.g. my daughter who
is Deputy Head of Human Relations in
IBM The Netherlands - I was surprised
that American informality has extend-
ed there to the use of the familiar form
even in interviews for prospective staff,
which I found very different. But I have
found that making a new synthesis in
management style is difficult, and I don’t
think it’s just me being Dutch and many
members of staff being Greek....

It’s true that sometimes it’s lonely
when you are the one making the de-
cisions and being responsible for finances
etc. I feel that I could perhaps have
invested more in personal relations, but
it’s difficult when you also have to some-
how keep a distance from everyone...Well,
there’s football! We play as a team twice
a week, and it’s been a good way to get
to know people better. But I have to ad-
mit, I still wonder, after 10 years, what
the right attitude would have been...
Despite all these questions, I have to say
that you really learn a lot in a multicul-
tural environment. It’s very pleasant,
and I feel it has been a privilege to work
in this kind of ‘mosaic’. 

There’s an increased emphasis in re-
cent years on mobility, on ‘learning
by leaving’. Personally, what have
you learned by coming to Greece?

For me, coming here has been very
instructive. I must say we were well-re-

ceived by the Greek authorities. We have
very good working conditions here,
we’ve had a lot of support. So hospi-
tality is quite good. Integration is an-
other matter. I have the feeling that
most of our staff here are more con-
nected to each other than integrated in
the wider society, but I suppose this is
the typical ‘expat’ experience. I have
read a lot on Greek history, I’m very in-
terested in the region and I think any-
one coming to live here should be in-
terested -  if you’re not interested in the
region and the country, you don’t func-
tion well. But still, as anywhere it takes
effort to meet people outside your work
environment. Admittedly, I didn’t have
time to learn Greek when I first arrived,
so I don’t speak it. My wife, on the oth-
er hand, who speaks and writes quite
well, feels much more integrated. I have
to say that Greece is a wonderful coun-
try to live in, and we will take fond mem-
ories of our years here. 

Once, I was introduced at a meeting
of the Social Affairs Committee by the
Dutch Chairman, Mr Bouwman, and he
said jokingly that I must be half-Greek
by now. I replied then that I felt that by
living in Greece and being in Cedefop
I had become a more complete Euro-
pean. And I still would say that. 

Interview conducted by Corinna Frey and Ioanna Nezi

Dear Readers
This is a year of landmarks for Cede-

fop - and for both the Centre and me per-
sonally, a year of transition. Our 30th an-
niversary, and the 10th anniversary of
our move to Greece, coincide with my last
months at the Centre. So it is not with-
out emotion that I address this last Letter
from the Director to you, the readers of
Cedefop Info. It has been an exciting and
rewarding ten years. I hope that in the in-
terview conducted by Corinna Frey and
Ioanna Nezi, the new co-editors  of Cede-
fop Info, I have succeeded in giving you
an impression, however limited, of the
sweeping developments of the past decade. 

The year’s festivities started with the
anniversary of the Community Study Visits
Programme, which celebrated 20 suc-
cessful years of helping vocational train-
ing professionals travel to see how things
are developing in other countries. A prac-
tical manifestation of Cedefop’s work on
mobility, Study Visits today boasts more
than 700 participants per year, 31 partic-
ipating countries, and an exploration of
all the themes on the European agenda,
from questions of lifelong learning through
the expansion of ICT to participation of

social partners in learning. You can read
more on the Study Visits anniversary events
- which focused on travel, learning abroad
and the mutual enrichment of Euro-
pean countries - on pages 15 and 16. 

As for Cedefop’s birthday party, I ex-
pect it shall be the last such event I will
participate in as Director. Scheduled for 8
September, the anniversary conference
will bring together the Commissioner for
Education, Ján FigelI, and prominent mem-
bers of the European education and train-
ing community in a celebration and af-
firmation of Cedefop’s subtle but im-
portant contribution to the development
of vocational training and Europe-wide
worker and student mobility over three
decades, and highlight the work we have
accomplished here in Greece. There will
be a session on the history of vocational
training and lifelong learning, and another
on the value of learning for society and
the economy. Cedefop Info will report on
this event in its last issue of the year.

Beyond anniversaries and landmarks
life goes on; planning for Cedefop’s fu-
ture continues in the shape of our medi-
um-term priorities. Establishing such
priorities has been an important way of

keeping the work of the Centre focused
throughout a multiplicity of tasks and re-
sponding to several partners. For the next
three years, our efforts will mostly be di-
rected towards the implementation of the
Lisbon goals. This will require a serious
common European effort at all levels but
especially in the Member States which
have to speed up innovation drastically to
reach the commonly agreed objectives.

It has been a pleasure to inform you
from this space about our activities and
about the work of others, within and be-
yond the EU. In the hope that I have thus
made a small contribution to building the
house of Europe, and in the knowledge
that this work will be taken up by those
who succeed me, I now take my leave
and wish you all the very best. 

Johan van Rens
May 2005
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Developing a coherent, overarching
European qualifications framework
is a key step toward achieving the
education and training objectives of
the Lisbon goals. 

In its November 2003 Communica-
tion, the Commission pointed out that
there is a need to better integrate voca-
tional education and training with high-
er education, and recommended the es-
tablishment of an overarching European
qualifications framework. Such a frame-
work could accomplish several things:
more effective education and training in-
vestments, greater equality of access for
education and training, and the devel-
opment of a truly European-wide labour
market. Moreover, the mutual recogni-
tion of qualifications would underpin
mobility, thus strengthening European
citizenship and civil society. 

A European Qualifications Framework
should include: 
ñ a single transparency structure (the
new ‘Europass’);
ñ common principles for the validation
of non-formal and informal learning (1)
;
ñ a definition of key skills on which the
successful outcome of further learning
depends (2);
ñ the definition of the skills and quali-
fications that will enable teachers and
trainers to fulfil their new roles (3) ;
ñ the basic principles for a mobility that
works (4).

In 2001, Cedefop launched a study of
European structures of qualification lev-
els (5). Apart from disparities between
Member States, the study showed that
no country used a single set of qualifi-
cation levels to certify learning and work
experience. To streamline the situation,
three technical work groups were es-
tablished, on quality assurance, valida-
tion of non-formal learning and credit
transfer. The latter focused on devel-
oping new approaches to qualification
level frameworks in order to make cred-
it transfer easier. The work group con-
cluded that an overarching European
qualification framework was a prereq-
uisite to creating a credit transfer system
for VET. However, such a framework can-
not be expected to mirror every region-
al, sectoral or occupation-specific situa-

tion; what is needed, according to the
work group, is to establish a framework
of common references and to develop
‘zones of mutual trust’ - a theme on
which Cedefop conducted a study in
2004.

As a result of the work of these three
groups, in 2004 the Council and the Euro-
pean Parliament adopted a proposal for
a single framework for the transparen-
cy of qualifications and competences
(Europass) (6), a common quality assur-
ance framework for VET, and common
principles for the validation of non-for-
mal and informal learning. In addition,
a Directive on the recognition of pro-
fessional qualifications (7) was agreed by
the Council and the European Parliament
in May 2004. 

The Commission is determined to do
everything possible to achieve a Euro-
pean qualifications framework in 2005
and expects no less from the Member
States. At the review of progress made
on Lisbon targets in March 2005, the
European Council pointed to ‘the im-
portance of disseminating the Europass
and of adopting the Directive on recog-
nition of professional qualifications in
2005 and a European qualifications frame-
work in 2006.’ (point 35 of the Luxem-
bourg Presidency conclusions).

An expert working group, established
in November 2004 and representing both
higher education and VET, was entrust-
ed with developing a blueprint for a Euro-
pean qualifications framework (EQF). The
group produced a working paper es-
tablishing the main purposes and ref-
erences for such a framework, which it
presented at the Bologna Group meet-
ing of ministers in Bergen (May 2005).
The Bologna process has come to simi-
lar conclusions, recently proposing to set
up a higher education qualifications
framework (8); developments in higher
education and in VET should be com-
patible with each other and successful-
ly integrate lifelong, non-formal and in-
formal learning. 

Extensive consultations with stake-
holders and Member States on the EQF
are to be held in the second half of 2005,
allowing a formal proposal to be sub-
mitted to the European Parliament and
Council in early 2006.

The EQF functions as a meta-frame-
work: it fulfills tasks that are different
from those of national and sector frame-
works. To accommodate the great vari-
ety of situations, it was agreed to base
the EQF on descriptors for learning out-
comes rather than for kinds of provision
or for education and training institutions
or learning modes. This should allow both
employees and employers to understand
how various learning activities contribute
to competence in real working envi-
ronments. 

The instruments of the EQF will in-
clude: 
ñ the European Credit Transfer System
(ECTS and ECVET), to allow accumula-
tion and transfer of learning credits re-
gardless of where, how and when learn-
ing took place;
ñ certificate supplements;
ñ a common CV format, available in all
Community languages;
ñ principles for the validation of non-
formal and informal learning;
ñ a quality assurance framework;
ñ a guidance handbook for both young
people and adults.

The EQF should enable comparisons
within the whole range of systems and
individual circumstances. On the other
hand, it will leave specific qualifications
to national or sector-specific qualifica-
tion frameworks and will not bear judge-
ment on legal, financial or quality issues. 

In 2005, the working group on cred-
it transfer is continuing its elaboration
of the scheme proposed in 2004 (see

http://trainingvillage.communities.gr/
credittransfer). Thanks to its efforts, it is
expected that by 2006 the European
Commission will be proposing a com-
prehensive European Qualifications and
Credit Framework, in line with the con-
clusions drawn in the Maastricht Com-
muniqué.

(1) European framework for the validation of non-formal and informal
learning - Copenhagen Declaration of 90 November 2002.
(2) Development of a common framework of key skills, cg. Conclusions
of the Lisbon European Council and the report of the corresponding
working group (Working Group B of ‘Education & Training 2010’).
(3) European framework for the skills and qualifications of teachers,
Communication on lifelong learning and report of the corresponding
working group (Working Group A of ‘Education & Training 2010’).
(4) Charter on the quality of mobility. Cf. conclusions of the
corresponding working group (Working Group F of ‘Education &
Training 2010’).
(5) Cedefop (2001): European structures of qualification levels, 3
volumes, Luxembourg.
(6) Proposal for a Decision of the European Parliament and of the
Council on a single framework for the transparency of qualifications
and competences. COM (2003) 796 final of 17th December 2003.
(7) See common position published in the OJ of the EU in December
2004.
(8) See the report from March 2005 made available in the Credit transfer
VC.

Source: Cedefop/bs
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Supporting mobility: towards a European qualifications framework 

During late 2004 and early 2005, Cede-
fop’s Area C conducted a study of the
representation and involvement of sec-
toral organisations in sixty Leonardo da
Vinci projects in the agri-food and envi-
ronment sectors. Two types of analysis
were performed - a survey of all sixty pro-
jects and an in-depth analysis of six cas-
es. The projects were categorised ac-
cording to the level at which sectoral or-
ganisations would need to be involved
to achieve the desired results. 

The involvement of social partner or-
ganisations was approximated by their
representation in the project partnership
(which consisted of promoter organi-
sations and partners). The number of
partners per project varied from 4 to 25,
so there were projects with only a few
partners and projects with a very large
number of partners covering a large part
of the EU. 

The hypothesis in this study was that
the closer project results were linked to
the labour market, the stronger the in-
volvement of social partners. However,
in examining the Leonardo da Vinci pro-
jects we concluded that that there is in
fact no such correlation. One would ex-
pect that projects whose stated goals
clearly call for the participation of sec-
toral organisations in the project part-

nerships would actually include such sec-
toral organisations. This appeared not to
be the case. 

Of course, representation does not au-
tomatically imply active and effective par-
ticipation. Nor does low representation
of social partner organisations neces-
sarily mean that the partners involved
have little effect. A low representation
of sectoral organisations in the project
partnership also does not necessarily
mean that the project partnership can-
not work with sectoral organisations that
are not formally included in the project;
the team can search for cooperation with
other sectoral organisations during the
course of a project. However, because
of their limited resources, sectoral or-
ganisations are more likely to be moti-
vated to cooperate with the team if they
are involved in the project partnership.

Further information: 
Martin Mulder (mmu@cedefop.eu.int; martin.mulder@wur.nl).
Cedefop/Martin Mulder/Olimpia Gaspari

Source: mmu
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Leonardo agri-food projects neglect the
sectoral approach 
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In May 2005 Cedefop’s Governing Board
decided on new medium term priorities (MTPs)
which will guide Cedefop’s work during
the coming years and inform its work pro-
grammes of 2006, 2007, 2008 (with a mid-
term assessment in 2007).

The medium term priorities address the fo-
cal points on which the work of Cedefop con-
centrates during a given period. They provide
continuity between annual work programmes
by making sure important themes are cov-
ered from one year to the next. The themes
of the MTPs take their cue from developments
in the EU at large - after all, Cedefop’s statu-
tory role is to provide information and to re-
port on and analyse developments in the
Member States and at the European level. 

During the coming period, Cedefop will
continue to focus on the goals of the Lisbon
Strategy and of the contribution of the Cen-
tre. Cedefop will support implementation of
the objectives and priorities set for vocational
education and training in the Copenhagen
Declaration (2002) and the Maastricht Com-
muniqué (2004). 

In terms of vocational education and train-
ing, the overall strategic objective of the EU
- and thus of Cedefop - is the lifelong de-
velopment of skills and qualifications. Key
challenges facing vocational education and
training in Europe, and the corresponding
priorities Cedefop is setting itself for this pe-
riod, are: 
ñ Upskilling European populations by pro-
viding lifelong guidance and counselling, pre-
venting and reducing school dropout, analysing
the characteristics of low-skilled groups / peo-
ple and providing targeted learning measures. 

Medium-term priority: addressing the needs
of the low-skilled and disadvantaged groups:
ñ Strengthening all levels of VET, in partic-
ular by providing more flexible and perme-
able education and training routes, estab-
lishing stronger links with higher educa-
tion, and promoting lifelong learning pacts
with social partners.

Medium-term priority: promoting the im-
age and attractiveness of VET for employ-
ers and individuals: 
ñ Recognising skills acquired in different
ways and improving transparency and mo-
bility by means of the Europass, credit sys-
tem, and a European qualifications frame-
work.

Medium-term priority: linking VET to the

demand for a highly skilled workforce, es-
pecially by upgrading older workers: 
ñ Fostering investment in human capital and
training, ensuring quality and promoting
innovation, including the improvement of
status and roles of teachers and trainers in
VET.

Medium-term priority: achieving high lev-
els of quality and innovation in the VET sys-
tem.

The above priorities will be embedded in
all activities, area plans and individual work
plans within Cedefop, but approached from
different angles. To take one example, the
second priority, ‘promoting the image and
attractiveness of the vocational route for em-
ployers and individuals’ will be pursued in
various ways, including the following: 

a) by providing relevant research results
(including on labour market developments),
analysing the participation of various target
groups in VET and identifying obstacles to
learning: this is the task of Cedefop’s Area A
(Research;)

b) by helping the Commission promote the
European Qualifications Framework and in-
crease the visibility of vocational training cur-
ricula through use of the Europass: this falls
under Area B (Reporting on VET);

c) by organising debates and exchanges
through the Study Visits Programme, pro-
moting social partner participation in the vis-
its and disseminating the results of Leonar-
do da Vinci programmes: these tasks belong
to Area C (Exchange and supporting part-
ners). 

As part of the transversal service that dis-
seminates the results of this work, Cedefop
Info  encourages its collaborators to focus on
these issues in their reports. This will help all
of us place developments across Europe with-
in the EU’s strategic aims and concentrate all
our efforts on achieving our common goals. 

Source: Cedefop/cf/ine
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The backbone of our work: the new medium
term priorities

Placements abroad for purposes
of vocational training have grown
exponentially over the last decade
and are set to expand still further. It
has been estimated that some 175
000 people from 17 countries (the
EU-15, Norway and Iceland) take up
such placements annually within the
Leonardo da Vinci or other pro-
grammes, or on their own initiative.
This growing phenomenon has so
far gone largely unstudied by edu-
cational research - until today. 

Søren Kristensen’s publication for
Cedefop, Learning by leaving: Place-
ments abroad as a didactic tool in
the context of vocational education
and training in Europe, argues that
the growth of placements abroad is
no isolated phenomenon but part
and parcel of a new pedagogy for
the knowledge society - one that is
constructivist rather than behav-
iourist. 

The first part of the study assess-
es the scope of related activities
across Europe and discusses the var-
ious discourses at play. The second
gauges the learning potential of
placements abroad. The author con-
cludes that training abroad can be
a powerful didactic tool, especially
for developing individuals’ capacity
for managing change in career, tech-
nology and work organisation. ‘Train-
ing abroad exposes the participant
to diversity and change that is too
great to be ignored and forces the
trainee to enter into a constructive
dialogue with the new situation’. 

But this learning potential will not
unfold automatically: it is contin-
gent upon learning situations. Nor
can placements abroad be shoe-
horned into standard training for-
mats. For placements abroad to
be effective, the author suggests,
they should focus on pedagogic
rather than political value and must

be accompanied by measures al-
lowing to be recognised skills ac-
quired abroad. 

Learning by leaving 
Placements abroad as a
didactic tool in the context of
vocational education and
training in Europe
Cedefop Reference series
3038
Catalogue no.:TI-57-03-508-
EN-C
EUR 25
May be obtained from the
EU sales offices

Source: Cedefop 
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The value of training abroad: a new
publication 

Dear Cedefop Info readers
and friends,

The time has come for me to
bid farewell. After ten and a half
years as Deputy Director of the
Centre, it is virtually impossible
for me to describe all my feelings,
impressions and experiences over

the years in a few lines.
But let me share this much with you: My own per-

sonal adventure with Cedefop started a quarter of a
century ago. I entered the Centre’s premises in Berlin
for the first time in July 1980 while conducting research
on international and European literature for my doc-
torate. By the time I was appointed Deputy Director
14 years later, many years of cooperation and ties lay
behind us. The decade which followed was full of ma-
jor challenges and significant events. The Centre moved
twice, first from Berlin to Thessaloniki and, a few years

later, from temporary premises to our new building.
All this meant coping with a flood of technical and or-
ganisational problems, and involved a fundamental
restructuring and diversification of the Centre’s tasks.
These tasks marked our path together.

All in all, Cedefop has turned its adventure into
a success story. The Centre’s visibility and reputation
among a wider European public, as well as its in-
fluence on the development of VET in Europe, are
greater today than ever. I would like to express my
thanks not only to the Centre’s staff, but also to you,
the readers of its publications; and to those who as
observers, users or external staff have made valuable
contributions and offered constructive criticism to
help Cedefop maintain the acknowledged high qual-
ity of its products and services over the years.

It is up to others to judge my particular contribution
to this success, as well as my responsibility for a
number of the Centre’s less felicitous efforts. As a

native of Thessaloniki, I took on most of the respon-
sibility for the integration of the Centre into its new
surroundings. At the same time, on the basis of my
studies and professional experience my main role fo-
cused on the content of the Centre’s work. I have al-
ways regarded my role here as a stroke of good for-
tune - as both an honour and a challenge. So for me
the Centre has been a path  to self-fulfilment. And for
this I will always be grateful.

I would like to thank you for your loyalty and for the
enthusiasm with which many of you have disseminat-
ed the knowledge compiled and processed by the Cen-
tre over the years, enriching it with your own experi-
ence.

Wishing you all the very best, I look forward to the
pleasure of meeting you again.

Dr Stavros Stavrou, former Deputy Director 
of Cedefop (e-mail: sts@the.forthnet.gr)
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...is ETF’s approach towards vocational training re-
form in their partner countries, Cedefop staff recent-
ly learned in a knowledge-sharing seminar. This sem-
inar tied in with Training for employability, a workshop
organised by the European Training Foundation (ETF)
and the Stability Pact in association with the OECD.
The event offered Cedefop staff the opportunity to en-
hance their awareness of vocational training and labour
market challenges facing South Eastern Europe today.

Peer learning: ETF and Cedefop
Thanks to last year’s enlargement of the EU and the

need to further the Lisbon agenda in education and
training, the staff of the ETF and Cedefop are becom-
ing increasingly interested in each other’s work, de-
spite the agencies’ different target countries and re-
mits. 

In helping to prepare candidate countries for ac-
cession to the EU, and thus also to Cedefop’s network,
ETF colleagues accumulate knowledge and expertise
regarding the training and labour market challenges
facing these countries, as well as their good practices.
With Cedefop’s expertise in VET research, policies and
developments within the EU, it is clear the two sister
organisations have much to learn from each other. 

Last April’s meeting was a unique opportunity for
Cedefop staff to learn more about the challenges fac-
ing South Eastern European countries in terms of how
to use education and training to improve employabil-
ity and entrepreneurship. ETF colleagues presented
labour market issues in the Western Balkans based on
reviews they have carried out upon request from DG
Enlargement. The recently launched initiative to dis-
seminate information on priorities and common
principles for vocational education and training with-
in the EU-25 (Copenhagen Process) introduces partner
countries into the working methods used in this frame-
work, which are: define priority areas, develop strate-
gies, coordinate initiatives, involve stakeholders (par-
ticularly social partners), and promote mutual learn-
ing, e.g. through peer reviews on specific issues. Th-
ese are only some of the ways in which the ETF helps
partner countries contribute to the Lisbon goals through
vocational training. In the course of the seminar, the
detailed information on ETF’s cooperation with Turkey
triggered off lively discussions on the status and dif-
ferent concepts of vocational education and training,
and on the challenges raised by administrative struc-
tures and economic disparities.

A brief summary of the issues
As a general rule, ETF promotes human resource de-

velopment in a way that takes into account the par-
ticular circumstances of each country. Simply transfer-
ring concepts from outside can be counterproductive
(e.g. setting up apprenticeship in a country that tradi-
tionally has a strong school-based system and where
companies show no enthusiasm in investing in train-
ing; or shifting all vocational education to tertiary
level in a country that has a long-standing tradition in
VET at secondary level). It is vital to take into account
a country’s own socio-economic reality, institutional
structures and education and training tradition. For this
reason, ETF colleagues advocate policy learning rather
than policy copying.

Educational attainment at secondary level in the
Western Balkan countries is similar to the EU average.
But developing the skills of adults (and thus enhanc-
ing their employability) is largely neglected. Voca-
tional education and training lags behind general ed-
ucation, with the result that labour market prospects
are better for higher education graduates. During
the war and subsequent periods of instability, skills de-
velopment and modernisation of education came to a
standstill, especially vocational education and training
at secondary level. 

Factors that could improve the effectiveness of na-

tional policy are the regional exchange of information
and experience, peer reviews and partnerships, the
pre-accession experience of the new Member States
and an enhanced awareness of EU policies. Within the
Stability Pact, the Ministers of Education of South
Eastern European countries have committed to edu-
cational reform and regional cooperation with the in-
tention of following European developments (Me-
morandum of Understanding, Nicosia 2003). ETF has
asked participating countries to focus on one or two
priorities in developing their action plans. So far qual-
ity assurance, developing national qualification frame-
works, lifelong guidance and transparency have emerged
as the main priorities. These goals represent major
challenges as these countries lack financial and hu-
man resources, coordination between ministries is not
yet well developed, and social partner involvement
is still very low. 

Discussion between all stakeholders necessary 
The necessity of dialogue with all stakeholders

was pointed out by a participant in a workshop on im-
proving skills in order to attract investment and increase
employment in South Eastern Europe. The work-
shop, which followed the knowledge-sharing seminar,
was part of a series of activities on ‘Enterprise devel-
opment and employment generation’.

The event enabled representatives of economy, labour
and education ministries, the private sector, social part-
ners and donor organisations to exchange views and
experience across national boundaries and outside their
traditional networks. 

The observer’s perspective
At first sight, the issues discussed resemble those

debated by the EU-25 within the Copenhagen Process
(see Cedefop Info 1/2005). A closer look reveals two
major differences between the EU-25 and the coun-
tries of South Eastern Europe: political instability, and
economies still characterised by a high share of public
employment and a large informal sector. Unemploy-
ment rates remain persistently high. Attracting direct
foreign investment is a challenge, especially as these
countries have not yet identified the economic sectors
in which they could be competitive and which they
should therefore give priority to. And though employ-
ers and potential investors lack a clear picture of the
skills on offer, they have nonetheless identified a
‘soft skills’ deficit, i.e. a lack of analytical ability, team-
work and adaptability; but also deficiencies in attitudes
to work and in corporate social responsibility. 

Donors support national, regional and local stake-
holders in activities ranging from reviewing legal frame-
works, reforming curricula and developing qualifica-
tion frameworks to encouraging enterprises and gen-
erating employment. But launching a multitude of pro-
jects is not enough. Countries need to develop the ca-

pacity to get stakeholders involved, monitor imple-
mentation and absorb benefits. To achieve this, coun-
tries aim to link donor initiatives to national and re-
gional policy development. This requires dialogue and
concerted action between donor organisations and lo-
cal stakeholders, with clearly defined responsibilities.

A noteworthy aspect of this workshop was the
optimism, spirit of community and eagerness to go be-
yond the official agenda shown by representatives of
countries that were until recently hostile to one an-
other. 

Source: Cedefop/RBR, EWS

For further information on the workshop Training for employability. Attracting investment and
increasing employment in South Eastern Europe by enhancing labour force skills, Thessaloniki 21-
22 April 2005 consult:
www.etf.eu.int
www.stabilitypact.org.

C
25

B3
EN

EUROPE/CEDEFOP/ETF 

‘Policy learning rather than policy copying’
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The Centre for Inter-
national Mobility (CIMO)
in Helsinki in cooperation
with Finnish and inter-
national experts has pub-
lished the first ever hand-
book on multicultural
counselling in Europe.
Multicultural Guidance
and Counselling - Theo-
retical Foundations and
Best Practices in Europe
aims to provide counsel-

lors working with immigrants and ethnic minorities
with information on relevant theories, methods and
practices applied across Europe. 

Chapters cover the conceptual and philosophical
foundations, approaches and methods, and best prac-
tices of multicultural counselling, and include such top-
ics as counselling for immigrant children in educational
institutions, counselling and therapy for war survivors,
and helping immigrants adapt to working life. To fa-
miliarise the reader with the ideas and methods dis-
cussed in the handbook, each chapter ends with a
questions and tasks section. 

The handbook, released in March 2005, is available
free of charge as a pdf-publication (375 pages) on
CIMO´s homepage www.cimo.fi/english | Publications. 

This publication has been funded by the Leonardo
da Vinci Programme, CIMO, the Finnish Ministry of
Labour and the Finnish National Board of Education. 

For further information, contact the editors, Mr Mika Launikari, CIMO (mika.launikari@cimo.fi)
and Dr Sauli Puukari, University of Jyväskylä (puukari@edu.jyu.fi).

Source: CIMO
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A new resource on multicul-
tural guidance 

Stability Pact
The Stability Pact is a political declaration of com-

mitment and a framework agreement on interna-
tional cooperation to develop a shared strategy
among all partners for stability and growth in South
Eastern Europe. It is an EU initiative adopted in 1999.
At regional and working tables, representatives of
South Eastern European countries are on an equal
footing with those of international organisations
and financial institutions in advising on the future
of their region and in setting priorities concerning
the content of the working areas. Two of the work-
ing tables deal with education and training issues.

Further information:
www.stabilitypact.org
www.stabilitypact.org/education/default.asp
www.stabilitypact.org/edeg/default.asp
South Eastern European Educational Co-operation Network (SEE-ECN): www.see-
educoop.net
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Final report on e-learning for continuing voca-
tional training in SMEs suggests ways to remove
barriers 

‘E-learning in continuing vocational training, par-
ticularly at the workplace, with emphasis on Small and
Medium Enterprises’, published in March 2005, is part
of a study commissioned by the Directorate General
for Education and Culture to ‘assess the current situ-
ation and analyse and understand the...barriers hin-
dering the full blossoming of e-learning in the world
of work, with particular emphasis on SMEs, and to for-
mulate recommendations for action in order to over-
come the problems...identified’. A survey was launched
to get a direct response from SMEs - which represent
99 % of all European enterprises - regarding the op-
portunities e-learning offers and the barriers compa-
nies encounter in implementing it. 

After examining information technology use and
training patterns in SMEs, the study identifies three
main obstacles to e-learning: i. companies are not aware
of the potential benefits of e-learning; ii. most e-learn-
ing materials are not well adapted to the practical and
very specific needs of SMEs; iii. (local) networking is
often inadequate. 

Most SMEs are equipped with the basic configura-
tion needed for e-learning: a PC and a link to the In-
ternet. Yet only very few - mostly in specific regions -
have actually adopted it. And although SMEs are demon-
strably interested in e-learning, it is striking how hard
it can be to find useful information. The literature fo-
cuses on theoretical questions rather than on provid-
ing an accurate image of e-learning in SMEs today. 

Nevertheless, all available information is consistent
on one point: most SMEs do not have a learning cul-
ture, or at least not a ‘formal’ learning culture. SMEs
and their employees may acknowledge the merit of

formal knowledge and certification, but their learning
culture is informal, looking for just-in-time, immediate
answers to a problem; they have little time to look for
training providers, draw up contracts, and send peo-
ple in for formal training. On the other hand, it is also
hard to find consistent business proposals on e-
learning for SMEs. The difficulty this specialised study
encountered in finding relevant information testifies
to the problems SME owners experience when look-
ing for the same information. 

What is missing is an entry point for SMEs into the
e-learning route (and thence to various e-learning pro-
posals, including shared knowledge). There is also a
dearth of coordinated policies and incentives aimed at
giving a consistent SME focus to the training propos-
als of local organisations, universities and e-trainers. 

For the promotion of e-learning the following rec-
ommendations are detailed in the report: 

The content of e-learning, once translated, is not
otherwise strongly ‘national’ (except in administra-
tive or fiscal matters), but appropriate to the single
market. Therefore a one-stop shop in the form of an
SME-dedicated portal would be the most appropri-
ate vehicle to disseminate e-learning awareness and
content to all Internet-connected SMEs. Such a portal
could combine free knowledge and proprietary qual-
ifications. A single portal could both attract SMEs on
a search for knowledge or provide them with formal
certification. 

The European Commission, among other measures,
could formulate international accreditation (or a label)
for e-learning. It should also promote a new role for
tertiary education, urging universities to act as train-
ing brokers, by developing the skills necessary to un-
derstand the interests of both SMEs and training providers.
Research on on-line pedagogy is still missing; the Com-

mission should support such research, with a focus on
continuous training. In fact, research should be en-
couraged to redirect its energies to SMEs; today, much
of it is targeted by nature to large companies. 

Governments could offer easier access to infra-
structure and highlight best practices. Providing broad-
band Internet, a single window portal, awareness rais-
ing, incentives and investment may well generate a vir-
tuous circle. Regional and local authorities could cam-
paign more effectively for e-learning in SMEs; they
could also provide incentives to support lifelong learn-
ing, and encourage partnerships between training sup-
ply and demand. 

E-learning providers should be willing to customise
their products to SME needs (content, format, infra-
structure, learner support and evaluation) at a rea-
sonable cost, and accept that their training offer will
be part of a larger learning mix. 

SMEs themselves should take the initiative by care-
fully analysing their needs, networking with other com-
panies to create learning communities, encouraging
the participation of employees, and systematically eval-
uating learning. Large companies could also be en-
couraged to coach their subcontractors. 

The authors of the study conclude by noting that
though there is a long road ahead, the idea that per-
manent learning is not just valuable but necessary is
gaining ground in both government and industry, and
accompanies the expanding use of the Internet and
search engines in the workplace. 

Further information: 
http://europa.eu.int/comm/education/programmes/elearning/studies_en.html

Source: Cedefop/ine
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What’s holding e-learning back? 

Internationalisation of VET

For Czech citizens, their country’s en-
try into the EU promises more opportu-
nities for work or study in the other Mem-
ber States. The Europass initiative, which
provides tools ensuring greater trans-
parency of qualifications and skills, is ex-
pected to make it this process easier for
all Europeans. National Europass Centres
are now gradually starting up across the
EU in order to coordinate activities relat-
ed to the application of Europass. In
the Czech Republic, NÚOV, the National
Institute for Technical and Vocational Ed-
ucation, officially launched operations as
National Europass Centre with an intro-
ductory conference on 30 March 2005. 

Currently the Centre is concerned main-
ly with developing procedures that suit
Czech conditions. This means develop-
ing Czech versions of Europass docu-
ments with appropriate instructions (in-
cluding examples) and providing a de-
tailed analysis of activities that could help
improve mobility for Czech citizens e.g.
forging links with responsible organisa-
tions. Links also need to be established
between bodies issuing diploma sup-
plements and certificate supplements.
As they are a novelty in the Czech Repub-
lic, certificate supplements will require
an entirely new mechanism and will ini-
tially be issued for all branches of voca-
tional education and training by NÚOV.
The Centre will hold seminars addressed
to organisations involved in Europass im-
plementation in regional capitals in or-
der to provide participants with detailed
information about the Europass docu-
ments and how they should be intro-
duced to potential users. Seminars are

also being planned for specialists in var-
ious fields who will be involved in issu-
ing Europass documents. 

Initial press reports about Europass in
November 2004 raised considerable pub-
lic interest. The team setting up the Na-
tional Europass Centre received dozens
of queries every week, both from citi-
zens and from private and public or-
ganisations. By the end of March 2005
over 200 applications for Europass doc-
uments had been entered into the Cen-
tre’s database. This interest on the part
of the public continues to be fuelled by
the press - and not just by professional
publications. So far, Europass has been
discussed in 29 newspaper articles, three
radio programmes and a television dis-
cussion. 

This nationwide interest has also been
backed by the launch of www.europass.cz,
the first website of a national Europass
centre in the EU. Users may find infor-
mation about this European initiative as
well as instructions on how to obtain
Europass documents and fill out the rel-
evant forms. The website also contains
links to other European initiatives (pri-
marily those coordinated by Cedefop),
with a focus on activities concerning the
European labour market and education
and mobility within the EU. The interac-
tive component of the website allows
access to Europass applications and a di-
rect channeling of information towards
the population. 

Further information: www.europass.cz

Source: Miroslava Salavcová, NÚOV, 
E-mail: salavcova@nuov.cz
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National Europass Centre begins work

Two vocational training projects have
recently been coordinated by FOREM
in the framework of the bilateral agree-
ment between Tunisia and the Walloon
Region/French-speaking Community of
Belgium. In its role as a coordinating and
implementing agency, FOREM has for
a number of years been coordinating in-
ternational projects in the field of train-
ing and vocational integration on behalf
of Wallonia and Brussels. In this context
of international relations with non-EU
partners, FOREM’s role is to identify
the needs of the institutions in the for-
eign country, pinpoint the Walloon agency
most suitable to meet the demand in
question, develop a cooperation project
and guarantee the expected outcomes
- which must be concrete, visible and
sustainable, and therefore transferable
and involving a multiplying effect. These
activities, jointly funded by the French
community of Wallonia-Brussels and
FOREM, must imply the promotion of
Walloon expertise in the vocational train-
ing field beyond EU borders and, in par-
allel, open up its human resources to the
international dimension.

The first project was implemented
by the centre of excellence TECHNOCITE.
After three years of concerted efforts be-
tween Walloon and Tunisian experts, the
public agency responsible for human re-
sources development in Tunisian busi-
nesses created the Ibn Rami enterprise
centre. Ibn Rami is an open centre, of-
fering self-directed learning, à la carte
modules in office automation, comput-

ing and languages. The Walloon experts
shared their expertise with the Tunisian
partners, fitting out and converting the
premises for the management and op-
eration of a centre of this kind. Tunisian
trainers are now working completely in-
dependently, and the centre is still not
full.

The second project also involves de-
veloping the competitiveness of Tunisian
companies, an essential element of the
1995 association and free-trade agree-
ment between Tunisia and the European
Union. Thanks to this project, the Tu-
nisian partners have now acquired a spe-
cific methodology: the setting up and
operation of a network of companies
sharing a common aim, e.g. the creation
of a joint training unit for the personnel
of a cluster of enterprises. A total of
eleven clusters have already been set up
with Walloon support, notably Delta Ma-
nagement, while others are being cre-
ated in the east of the country by the Tu-
nisians themselves. This shows that the
target has been reached: the partner has
acquired the method and the transfer of
expertise has taken place.

The Walloon Region is proud of this
international cooperation and the sus-
tainability of its outcomes, while the Tu-
nisian partners have now acquired a num-
ber of innovative solutions to stimulate
continuing training. 

Further information: Muriel Sempoux (muriel.sempoux@forem.be)

Source: FOREM - Department for International Relations
(sigrid.dieu@forem.be)
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Bilateral cooperation with Tunisia:
sustainable cooperation outcomes
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The Training and Alignment
Information Service (Diva) of the
Department of Education of the
Flemish Community has launched
the ‘Choose your career’ initia-
tive, a website offering as wide
as possible a range of training
courses, programmes and ses-
sions. The objective is to improve
access to lifelong education and
training by offering a general
overview of overall provision in
the region. Flanders in fact needs
to step up its efforts to reach the
Lisbon lifelong learning objective:
while the target set at European
level is to raise the number of per-
sons participating in lifelong learn-
ing to 12 %, not even 10 % of
Belgian adults are currently en-
gaged in some form of lifelong
learning. Apart from the increase
in service vouchers and the im-
provement of vocational guidance
provision, this initiative provides
a further tool towards achieving
this objective. The website offers

information on more than 11 000
courses and training programmes.
The training providers are VDAB
and the adult socio-cultural pro-
motion organisations. Some of
the adult training centres, non-
university higher education pro-
grammes (hautes écoles) and uni-
versities are not yet covered by
the website. This electronic data-
base will possibly also include pri-
vate sector training provision at
a later stage.

Activities to promote lifelong
learning in the course of 2005 in-
clude ‘certificates of vocational
aptitude’ for a number of key oc-
cupations. In this framework, one
of the key factors are the skills re-
quired by an individual to embark
on a given career. As a result, non-
working experience will count as
a value added. 

Further details from: www.wordwatjewil.be

Source: VDAB, R. Van Weydeveldt
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Lifelong learning becomes more
accessible in Flanders

On 22 March 2005, the Department
for Education and Skills published the
White Paper ‘Skills: Getting on in busi-
ness, getting on at work’, the sequel to
the 2003 Skills Strategy ‘Extending Op-
portunities, raising standards’ (see Cede-
fop Info no 3/2003).

Overall, the emphasis is on ensuring
that employers get the skills they need,
and that as many people as possible get
qualified up to at least level 2 national
qualification - where it is considered that
‘employability’ begins.

Employers’ needs are at the centre of
the strategy, and will be met through the
delivery of a new National Employer Train-
ing Programme (NETP). There will be a
package of free training in the workplace
in basic skills and level 2, designed for
employers and delivered to suit their op-
erational needs. NETP will be linked to
the full range of business support ser-
vices including a national network of bro-
kers. 

Sector Skills Agreements will bring to-
gether employers and training provision
to meet the future skill needs of the na-
tion, and the Skills Academies will be key
players in a new network of specialist
colleges and training providers. They will
prepare young people and adults for suc-
cessful employment in each major sec-
tor of the economy. 

A clear, attractive ladder of progres-
sion that challenges and encourages peo-

ple to achieve at every level will promote
skills for adult learners, inspiring people
to achieve their potential. 

From 2006/2007 there will be a na-
tional entitlement to free tuition for a
first full Level 2 qualification and new ex-
tensive support for learning at Level 3. 

Skills for Life remains the main pro-
gramme for achieving the basic skill goals.
The White Paper highlights progress made
in this area. Apart from meeting the 2004
target of 750 000 learners gaining their
first nationally recognised basic skills qual-
ification, 653 000 LSC funded learners
undertook Skills for Life training in col-
leges in 2003/2004 with University for
Industry, Jobcentre Plus and many oth-
ers all making significant contributions. 

For those aged 16 and over, the em-
phasis is on helping 2.25 million peo-
ple achieve Skills for Life-recognised qual-
ifications by 2010. The latest evidence
suggests that there are still 5.2m adults
with literacy skills below level 1 nation-
al qualification and 14.9 million with nu-
meracy skills below this level. The focus
for the future will be on a greater use of
online assessment for basic skills and on
attaining level 2.

The capacity of colleges and other train-
ing providers will be expanded to deliv-
er benefits for both employers and indi-
viduals. The QCA’s proposed Framework
for Achievement - a clear, simple quali-
fication structure for individuals and em-

ployers - will be developed so that it sup-
ports the 14-19 and adult reforms. 

Christopher Duff, Chief Executive of
the Sector Skills Development Agency
(SSDA), was delighted with the Paper,
which as he noted gives employers bet-
ter input: ‘There’s little point in educa-
tionalists simply asking for more resources,
especially as education has received sub-
stantial extra funding in recent years. If
we trained 350 000 more people, we
would create an extra £10bn for the econ-
omy. This is enough to increase spend-
ing on schools, colleges and universities
by a fifth or to cut income tax by a tenth.’

CITB ConstructionSkills Chief Execu-
tive Peter Lobban felt the White Paper
was a tremendous opportunity for UK
industry as it emphasises employer-led
training, adding: ‘This differs from pre-
vious Government training initiatives be-
cause if employers don’t agree with
the way training is currently funded or
delivered, or they feel new recruits are
not correctly skilled, they now have a re-
al opportunity, through Sector Skills Agree-
ments, to shape how training is provid-
ed in the future. Further education cours-
es should be cut where they do not de-
liver the skills employers need.’

Brendan Barber, General Secretary of
the Trade Union Congress (TUC) saw a
challenge in making sure everybody makes
full use of the training available. He called
for flexible working hours and time off

for staff, and for bosses to recognise the
work of union learning representatives.
He directed his comments especially at
the 40 % of employers who currently of-
fer no training. ‘Trade unions will play
a central role in driving this skill strategy
forward... This role will be boosted by
a new union academy that will see trade
unions delivering training for a quarter
of a million employees by the end of the
decade.’

Further information: Department of Education and Skills, Public
Communications Unit, info@dfes.gsi.gov.uk

The White Paper is available at the Department of Education and Skills
website: www.dfes.gov.uk/publications/skillsgettingon/

Source: QCA, Qualifications and Curriculum Authority, London 

UNITED KINGDOM

A new White Paper on skills 

Since joining the European Union, Lithuania
has been attracting a growing number of im-
migrants. The national policy is to help ethnic
minorities preserve their cultural integrity. How-
ever, this has not been enough to prevent con-
flict arising from colliding institutional, group
and individual interests and cultural differences.
One of the goals of lifelong learning and adult
education should therefore be to learn to co-
exist in a multicultural society. 

A programme aimed at enhancing the par-
ticipation of ethnic minorities in Lithuanian pub-
lic life is the international European Cultural
Competence Programme, implemented in 2001-
2005 (Socrates Grundtvig1). The goal of the
programme was to encourage civic dialogue in
a multinational society, to enhance the cultur-
al skills of participants, to improve mutual un-
derstanding, to develop tolerance and to teach
interaction. Participants were drawn from among
adult educators and representatives of NGOs
and local authorities from ethnically mixed re-
gions. 

The programme has resulted in minority NGOs
aiming their activities not just at preserving their
national identities, traditions and languages but
also at enhancing the civic-mindedness of their
members and in encouraging active participa-

tion in public life. In addition, communication
between local authorities and ethnic minorities
has improved. All participants thus gained an
appreciation of the importance of political dia-
logue, while minorities became aware of the ef-
forts made on their behalf. 

The programme trained educators to work
with mixed ethnic groups and teach not just
course subjects but also civic education in their
mother tongue, and to propagate the idea of
lifelong learning. 

Participants can use the knowledge acquired
in the programme to act as go-between, inte-
grating minorities into national culture. In par-
ticular, they can employ the tools and methods
devised in the course of the programme to pre-
vent problems arising during ethic and cultural
interaction. 

Further information:
Vilija Lukosuniene
Lithuanian Association of Adult Education 
Gelezinio Vilko str. 12
LT-01112 Vilnius
Tel. (370) 5 2619031
Fax (370) 5 2312309
E-mail: lssa@takas.lt 
Website: www.lssa.smm.lt 

Source: Lithuanian Association of Adult Education/Vilija Lukosuniene

LITHUANIA 

Adult education develops civic dialogue 

Lifelong learning

Education policy
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The new Vocational Training Law en-
tered into force on 1 April 2005. The
social partners supported the amend-
ment - with mixed feelings.

Federal Minister for Education and Train-
ing Edelgard Bulmahn is convinced that
the new Vocational Training Law which en-
tered into force on 1 April 2005 ‘makes vo-
cational training much more attractive to in-
dustry and young people’. However, although
they support the reform in principle, the
judgement of the social partners is consid-
erably more reserved. 

Among others, the new Law now makes
it possible for young people coming out of
school-based vocational training to take ex-
aminations organised by the chambers, thus
strengthening cooperation between schools
and industry. The new examination regula-
tions also make it possible for trainees to
complete periods of training abroad and
allow for the recognition of preparatory cours-
es towards training outcomes.

The minister is convinced that the reform
secures the future and the international com-
petitiveness of the dual system. She high-
lights the new provisions allowing those com-

ing out of full-time school-based programmes
to take the examinations organised by the
chambers as a clear improvement in the op-
portunities of the 190 000 young people
who now complete school-based forms of
apprenticeship: only every other young per-
son in this category so far actually starts work-
ing in the training occupation in question,
while 40 % go on to a further school-based
or industrial training programme. Bulmahn
remarked that the reform had now put a stop
to these ‘queues of young people waiting to
get a foothold in the job market which are
both a waste of time and money’ and called
upon the Länder ministers of education to
adapt their curricula to cater for the cham-
ber examinations.

The Confederation of German Employers’
Associations (BDA) notes that the new Vo-
cational Training Law ‘while not a disaster,
nevertheless leaves missed opportunities’. In-
dustry had nevertheless secured the condi-
tions under which a school-based training
programme can now be completed by a
chamber examination. However the German
Industry and Trade Advisory Board for Voca-
tional Education is concerned that by putting

school-based training courses on an equal
footing with industrial training, vocational
training may become ‘too academic and
bookish’. It also fears that this measure may
imply ‘considerable risks for the future of the
dual system’.

The BDA regrets that German industry had
not succeeded in pushing through one of its
critical proposals: greater flexibility at the lev-
el of training pay for those parties not cov-
ered by a collective agreement. Industry had
lobbied in vain for a reduction of training pay
outside the scope of collective agreements
to up to one third below the levels guaran-
teed by collective agreement. The BDA sees
this as a missed opportunity to dismantle bar-
riers to training.

The Confederation of German Trade Unions
(DGB) also sees ‘light and shadow’ in the
new Law. While welcoming the establish-
ment of vocational training boards at the lev-
el of the chambers as a first step towards
quality management in the field of vocational
training, the DGB regrets that the Law does
not include a legally guaranteed right to train-
ing for young people or incentives to increase
the provision of industrial training places.

The DGB also sees risks for the dual train-
ing system, but on different grounds. The
unions are concerned that the provisions al-
lowing the transition from apprenticeship
training to higher education to be regulated
by the individual Länder will merely serve to
reduce the appeal of the dual system in the
European and international context. The DGB
therefore calls upon the Länder to agree
on uniform admission requirements. 

However, the DGB concludes that on the
whole the work leading to the reform of the
vocational training system has shown that
both the political parties and the social part-
ners have developed common positions on
certain issues. DGB executive committee mem-
ber Ingrid Sehrbrock remarked that ‘it is now
time to carry on these efforts and give our
training system the innovation push it needs,
in the interests of both individuals and the
development of our economy’.

The full text of the Vocational Training Law (in German) can be
downloaded from the website of the Federal Ministry of Education,
Training and Research (www.bmbf.de).

Source: BMBF/BDA/KWB/DGB/Cedefop/sk
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Reform with risks and side-effects

Law 30/2003 (known as the ‘Biagi Law’)
and its implementing decree, 276/2003, en-
acted as part of the reform of the labour mar-
ket, have been reviewed by the Constitu-
tional Court following appeals from certain
regions challenging some of the measures
brought in by central Government. The Re-
gions have argued that the measures are in
breach of article 117 of the Constitution,
which establishes the matters over which the
State has sole legislative power and those
that are subject to the concurrent legislation
of the State and the Regions. For the latter
group, which includes the ‘protection and
safety of labour’, the role of the State is lim-
ited to determining the fundamental princi-
ples, whereas legislative power is exercised
by the Regions in the light of these princi-
ples. But the Regions have exclusive leg-
islative power over all matters not express-
ly listed as reserved to State law. In general
the Court has held that the Biagi Law, to-
gether with its implementing decrees, in sub-
stance complies with constitutional princi-
ples regarding the respective legislative com-
petence of the State and the Regions. Of the
many measures that have been enacted, on-
ly two have failed to satisfy the Constitu-
tional Court as to their legitimacy: the im-
plementation of regulations on the onus on
providers of outsourced labour in respect of
a reserved quota and compulsory recruit-
ment of disabled persons, and the regula-
tions on summer job placements. In its judge-
ment, the Constitutional Court has clearly
stated its grounds for dismissing most of the
appeals entered by local authorities; those
grounds will be useful in assessing in which
cases legislation is the sole competence of
the State or the State has concurrent com-
petence with the Regions, and in which the
Regions have exclusive competence. The
Court has explained that the regulations gov-
erning labour market services, and place-
ment in particular, come within the scope of
the protection and safety of labour and there-
fore are matters falling within the concur-
rent competence of the State and the Re-
gions, whereas the exclusive power of leg-
islation in the field of contracts of employ-

ment lies with the State, even when part
of the content of such contracts is training. 

The Court has also pronounced on the
delicate matter of vocational training, for
which the Regions have exclusive legislative
power. Its judgement states that the link be-
tween apprenticeship and education does
not present problems of a constitutional na-
ture: in the provisions of the Constitution re-
garding the attribution of legislative com-
petence, the State is assigned the exclusive
power of legislation for education in gener-
al (Constitution, article 117(2) (n)), while re-
sponsibility for the remainder is shared be-
tween the State and the Regions. The State
is responsible for laying down the funda-
mental principles of the measures, and the
Regions for the implementation of those
measures. 

The Court has upheld the labour market
reform enacted by the Biagi Law, the sole
exceptions being its ruling on the constitu-
tional illegitimacy of article 22(6) of Legisla-
tive Decree 276 of 2003 (regulating the re-
cruitment of disabled workers in the case of
temporary workforce providers) and article
60 (regulating summer placements for the
purpose of guidance). 

In the former case, the measure stating
that, in the case of workforce outsourcing,
neither the regulations on compulsory re-
cruitments nor the quota of disabled work-
ers apply, was held to be unconstitutional. 

In the latter case, to cite the judgement,
‘the regulations on summer work placements
for the purpose of guidance, being dictated
without any connection with employment
relationships, and without envisaging any
immediate recruitment, are a matter of vo-
cational training, which is the sole compe-
tence of the Regions’.

It will therefore be for the Regions to reg-
ulate the institution of summer job place-
ments by virtue of their responsibility for the
subject of training.

Further information:
www.welfare.gov.it/RiformaBiagi/RapportiLavoro/Tirocinio/default.htm,
www.cortecostituzionale.it/

Source: Alessandra Pedone -ISFOL ReferNet Italia
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Regional and national legislative power
under the labour market reform 

On 24 March 2005, the Council of Min-
isters approved two major legislative decrees
implementing the reform of the education-
al system, introduced by Law 53 of 2003.
The decrees lay down that education and
training are compulsory up to the age of 18
and offer the option of alternance between
school and work for pupils from the age of
15. Compulsory school education (already
embodied in the Constitution) and compul-
sory training are redefined and extended by
introducing the concept that a minimum
of twelve years’ education and training, at
least up to the acquisition of a qualifica-
tion by the age of 18, is both a right and a
duty. This process takes place in the first cy-
cle of the educational system (primary + low-
er secondary school) and in the second cy-
cle (licei and vocational education and train-
ing). Provision is made for the compilation
and maintenance of data by the National
Register of pupils, established within the Min-
istry for Education, Universities and Research.
The Register will record the names of those
who drop out, listed by each individual school,
with a view to supporting the pupils and their
families so that young people who have giv-
en up their studies can return to the system
and achieve their first educational success.
The Registry will be linked with regional
Registries, based on procedures defined by
an ad hoc agreement between the Educa-
tion Ministry and the Labour Ministry, the re-
gions and local bodies. This will make it pos-
sible to monitor all pupils, including those
opting for vocational education and training
and those in apprenticeship. The guidance
services in lower secondary schools will pro-
vide a personalised path for all pupils, with
the involvement of their families and of school
and training establishments. Parents who fail
to cooperate will face sanctions, and pupils
will be exempt from all attendance fees in
state schools. Developments will be jointly
monitored by the Ministry of Education,
Universities and Research and the Ministry
of Labour and Social Policies.

The second decree introduces the approach
of alternance between school and work in-
to the Italian system, as has already been

planned in the leading European countries
and successfully tested in Italy in 2004 (418
upper secondary education establishments,
including 53 classical, scientific and arts li-
cei, conducted pilot schemes involving 20
431 young people aged 15 to 17). Pupils
in the 15 to 18 age group may opt for this
method of education/training, which offers
an opportunity to learn in various training
environments using different methods. Th-
ese training paths will be planned as joint
projects with private employers, public enti-
ties and non-profit organisations. Workplace
experience, together with the skills that an
individual acquires throughout life, will be
documented by using a new instrument, the
libretto formativo, or training log, devised
by the Ministry of Welfare in liaison with the
Ministry of Education, Universities and Re-
search, the Regions, the civil service and the
social partners. This training log will be at-
tached to the worker’s personal and em-
ployment record within the national Italian
Continuous Labour Exchange. Young peo-
ple can thus compile a true ‘passport’ for
their future entry into the working world, in
the form of a certificate supplement issued
by the school or training institutions, which
can also be spent in other countries in the
European Union within the Europass system.
A national Committee for the Development,
Monitoring and Evaluation of the school-
workplace alternance system is being set up,
and there are plans for a mentoring system
consisting of an educational tutor within the
school or training establishment and an ex-
ternal training tutor, designated by the
parties hosting the students for periods of
practical experience. Alternance paths may
begin from next year in both the secondary
school system and in the vocational educa-
tion and training system. 

Further information:
www.jobber.it/RifBiagi/RiformaBiagi.asp

Source: Alessandra Pedone -ISFOL ReferNet Italia
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The new obligation of training and
school/work alternance
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The current status of vocational train-
ing in the Basque Country is a reflec-
tion of strategic planning which has found
concrete expression in the Basque Voca-
tional Training Plan (Plan Vasco de For-
mación Profesional, PVFP). The Basque
Vocational Training Plan has stimulated
the development of a whole series of re-
lated measures designed to create an in-
tegrated vocational training system in the
Basque Country. A number of indicators
show a positive response from the vari-
ous sectors involved in vocational train-
ing which has in turn provided a platform
for the development of further measures.

The new Basque Vocational Training
Plan for the period 2004 to 2007 was
adopted by the Basque government on
9 November 2004.

This new programme comprises four
strategic lines, 44 strategic objectives and
155 planned measures.

The main thrust of the measures out-
lined in the new Basque Vocational Train-
ing Plan can be summarised as follows:

Strategic line 1: Updating and im-
proving the integrated system of

qualifications and vocational train-
ing 

This area includes reinforcing the in-
stitutions associated with vocational train-
ing, moving forward with the integrat-
ed system of qualifications and vocational
training of the Basque Country, expanding
the integrated vocational training cen-
tres and extending the recognition and
assessment of non-formal and informal
learning.

Strategic line 2: Quality in Basque vo-
cational training

This area relates to quality assurance
in the fields of training agency manage-
ment, training of trainers and personnel
management and administration, the
promotion and management of project
teams and the development of further
quality certificates, e.g. Investors in Peo-
ple and Corporate Social Responsibility.

Strategic line 3: Stimulating innova-
tion in Basque vocational training as
a process of continuous improvement

This strategic area brings together a
whole raft of guidelines, e.g. the es-

tablishment of a centre for vocational
training research, development and in-
novation, innovative management of in-
tegrated vocational training centres and,
more generally, the use of modern tech-
nologies in vocational training, the de-
velopment of new teaching/learning
processes and the continued develop-
ment of technology and knowledge trans-
fer between vocational training insti-
tutions and industry. It includes the in-
troduction of a knowledge management
system within the vocational training
centre network, greater transferability
between upper-level vocational training
and higher education, progressive ac-
creditation of integrated vocational train-
ing as research development and tech-
nological innovation agencies and, fi-
nally, the development of research pro-
jects applicable to the vocational train-
ing field.

Strategic line 4: New information
and communication technologies in
Basque vocational training 

These measures notably include ex-
panding the joint network of vocational

training centres, increasing the number
of interactive digital classrooms, enhanced
cooperation between training centres and
digital classrooms, the use of open source
software and, last but not least, the con-
tinued development of three-dimensional
online vocational training.

The overall budget for the develop-
ment and implementation of the mea-
sures envisaged by the new Basque Vo-
cational Training Plan for the period 2004
to 2007 stands at EUR 806 768 289.

Further information on the Basque Vo-
cational Training Plan and its background,
as well as reports on initial experience
with the programme can be found on
the Basque government’s website:
www.euskadi.net/lanbidez. 

Source: Rosario Díaz de Cerio
Basque government, Directorate for Lifelong Learning, Department of
Education, Universities and Research, Vitoria, Basque Country
E-mail: huisecoa@ej-gv.es
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Vocational training in the Basque Country

On 30 January 2005, the Pres-
ident of the Republic of Cyprus
officially launched a public dia-
logue on reforming the educa-
tion system. The overall aim is to
reach the widest possible agree-
ment on the necessary structural
reforms. The discussions will take
as their basis a report prepared in
August 2004 by a team of seven
prominent experts appointed by
the Council of Ministers.

This report suggests a series of
priorities for reform, covering the
entire education system. One of
these is to create post-secondary
vocational training institutions
and a new Centre for Education-
al Research and Evaluation. It is
also proposed to restructure the
pre-service training programme
for teachers in secondary educa-
tion and to develop a new as-
sessment scheme for teachers. Fi-

nally, the Ministry of Education
and Culture is itself to be re-
structured. 

Responsibility for monitoring
the dialogue has been assigned
to a newly created body, the Ed-
ucation Council. The dialogue will
be carried out via four commit-
tees, working in parallel on vari-
ous issues. The committees must
submit detailed action plans to
the Education Council within three
months.

Further information: 
Mr Elias Margadjis
Secondary Technical and Vocational Education Department
Ministry of Education and Culture
Tel. (357) 22 80 06 54
E-mail: marga@cyearn.pi.ac.cy
www.moec.gov.cy

Source: Human Resource Development Authority of Cyprus

CYPRUS

Education reform widely debated 

A new structure for vocational edu-
cation and training is currently being de-
veloped in Hungary with the financial
support of the European Social Fund. The
aim is to renew both content and struc-
ture of the vocational education and
training system on the basis of labour
market analysis. The system will become
modular, with a ‘module map’ of voca-
tional qualifications serving as the basis
for the new National Qualification Regis-
ter. The programme also involves group-

ing qualifications according to ISCED lev-
els and defining the occupations that can
be attained within adult education and
training.

This new approach is expected to re-
duce the number of formal vocational
qualifications listed today in the Nation-
al Qualification Register in line with the
skills needed on the labour market. The
modular structure will allow the system
to better respond to changes in the econ-
omy and will link initial and continuing

education and training more closely to-
gether. Entering and exiting the system
- whether for initial or continuing train-
ing - will be possible at any time by choos-
ing the appropriate training modules.
These modules will be designed to en-
able the worker or student to master
skills necessary to execute successfully a
given group of vocational tasks for a spe-
cific occupation. All continuing train-
ing will rest on a series of basic modules,
recently defined by the Ministry of Ed-

ucation. In addition, recognition and ac-
creditation of prior knowledge will be
streamlined. 

The programme also covers the de-
velopment of up-to-date teaching ma-
terials, including e-learning solutions,
and the necessary teacher training. 

Source: Dr Tamás Köpeczi Bócz 
Hungarian National Observatory
www.omai.hu 

HUNGARY 

Moving towards modular vocational training 

The CNAEF, established by ministerial decree
No 316/2001 of 2 April 2001, was an instru-
ment for the collection and processing of da-
ta relating to vocational training in the context
of surveys, studies and the identification of train-
ing provision. This classification, based on the
Unesco International Standard Classification of
Education (ISCED), as well as classifications of
training areas developed under the auspices of
the Statistical Office of the European Com-
munities (Eurostat) and the European Centre
for the Development of Vocational Training
(Cedefop), was designed to offset the lack of a
harmonised international classification in the
field of initial and continuing training. Eurostat
and Cedefop have updated the classification of
training areas so that a harmonised classifica-
tion can serve as an instrument for statistical
coordination in the areas of education and train-
ing. The Higher Council for Statistics has thus
adopted the National Classification of Educa-
tion and Training Areas (CNAEF), which will
be compulsory for institutions producing sta-
tistics within the national statistics system. At

the same time, a recommendation was issued
to public administrations to adopt the CNAEF
in drawing up administrative documents for sta-
tistical purposes and to revise this classification
in accordance with later updates of Communi-
ty instruments. Decree 316/2001 has therefore
been revoked, and replaced by decree No 26 of
16 March 2005. This introduces the new clas-
sification to be adopted for the collection and
processing of data relating to vocational train-
ing, in particular in the context of the European
Social Fund, surveys, studies and the identifi-
cation of training provision. 

As education and training now play a crucial
role in preparing individuals for vocational in-
tegration or re-integration,  it is vital to provide
detailed, comprehensive and comparable in-
formation for the effective definition, monitor-
ing and evaluation of training policies.

Further information: Ministry of Economic Affairs and Employment
Decree No 256/2005, 16 March 2005
CID/DGEEP Fátima Hora (fatima.hora@deep.msst.gov.pt)
Claudia Arriegas (claudia.arriegas@deep.msst.gov.pt)

Source: Ministère des activités économiques and du travail/CID/DGEEP
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CNAEF - National Classification of Training Areas 

Vocational education and training
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One of the biggest problems facing
Estonian education today is the high
dropout rate from general and vocational
education. In some areas employers
are finding it very difficult to find a qual-
ified labour force with working experi-
ence and a sense of discipline and val-
ues. Much of the blame for this is being
attributed to vocational schools: their
quality is considered inadequate and their
orientation too theoretical. To correct this
situation on the basis both of Euro-
pean experience and local needs and re-
sources, a pilot project programme was
devised focusing on apprenticeship train-
ing as a new learning method (1). 

The main aim of the pilot project is to
integrate the apprenticeship training
method into the Estonian vocational ed-
ucation system, in the hope that offer-

ing a new form of learning will create
more training opportunities. 

In May 2004, 187 apprentices be-
gan their studies on the basis of new ap-
prenticeship curricula for 18 fields, in sev-
en vocational education and training cen-
tres across Estonia. These curricula are
being constantly improved upon, in co-
operation with the partner companies,
in order to achieve the best match be-
tween trainee and company needs. 

How is the new approach different?
Most study time (about 70 %) is de-

voted to practical training within a com-
pany, under direct supervision, with each
supervisor overseeing the work of 2-4
apprentices. The remaining time is spent
acquiring theoretical knowledge at a vo-
cational education institution. Periods of

practical hands-on training and theoret-
ical studies at school alternate so that
trainees can put theory into practice as
efficiently as possible. 

The apprentice, school and compa-
ny sign a trilateral contract that speci-
fies study and training conditions and
the responsibilities of all parties. Each
apprentice is allocated a grant during
theoretical training, while the compa-
ny pays trainees an allowance during
practical training. The project covers ac-
commodation, transportation and cater-
ing costs. 

This project is targeted at young peo-
ple with basic or secondary education
lacking vocational skills. The first train-
ing period will end in October 2005 with
qualification examinations. A 65 % em-
ployment rate for trainees completing

this programme has been set as a cri-
terion of success. 

Future plans
A follow-up apprenticeship training

project is already being prepared for sub-
mission for financing by the EU Struc-
tural Funds. New study groups should
begin their traineeship within this pro-
ject by January 2006 at the latest. 

(1) under the Phare 2002 programme

Further information: J. Tomingas
tel. (372) 699 80 53
E-mail: jaak.tomingas@innove.ee

Source: Jaak Tomingas, Project Manager, Phare 2002 programme
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Apprenticeships: a new hands-on approach to training 

Two years ago, Lithuania started de-
centralising responsibility for vocation-
al schools. Previously under the Ministry
of Education and Science, vocational
schools are being reorganised into self-
governing institutions, providing mu-
nicipalities, enterprises and other inter-
ested bodies with an opportunity to take
part in running vocational training. 

Reorganisation began with the im-
plementation of government resolutions
on decentralising the functions of cen-
trally governed institutions. Initially this
involved 8 vocational schools in various
regions. By 2008 this status will have
been granted to 10 more VET schools.

The main administrative body in a de-
centralised public institution is the gen-
eral assembly of shareholders, each share-
holder having a single vote. The as-
sembly has the power to appoint and
dismiss the head of the institution, to
approve and amend the regulations, and
to approve financial accounts and activ-
ity reports. The municipality and social
partners, being equal shareholders with
the Ministry of Education and Science,
are thus jointly responsible for adminis-
tering the institution. This arrange-
ment enables the institution effectively
to respond to the needs of the region as
well as to the changing requirements for
qualification. 

One of the shareholders in our school
is a privately-owned construction enter-
prise. Until recently companies consid-
ered providing support to a state-financed
school as a form of charity; but with the
company now owning shares, the ma-
terial and intangible assets of the insti-
tution become part of the assets of the
company. In participating in the ad-
ministration of a public institution, the
enterprise is in fact investing in train-
ing its own workers. In turn, this al-
lows the VET institution to use the com-
pany’s equipment and specialist knowl-
edge. Such a relationship between an
enterprise and a vocational school is high-
ly relevant to builder training in Lithua-
nia. Construction companies are mod-
ernising their equipment and technolo-

gies while vocational schools lack state-
of-the-art equipment in their classrooms
and workshops. Conferring self-gov-
erning status to VET schools is crucial in
dealing with this problem.

A self-governing VET institution re-
tains considerable independence. Schools
face very few limitations on how they
use their money (apart from wages) and
can be members of various non-profit
organisations which provide them with
useful information. With full hiring and
firing powers and decision-making au-
thority the head of the institution can
react in a timely fashion to a changing
situation. But such powers also mean
that the head of the institution should
be highly qualified and have a very high
sense of responsibility. 

Our self-governing vocational training
institution has proved its vitality and its
relevance. Recognising that it provides
a useful model for dealing with today’s
problems and challenges in vocational
education and training, the Lithuanian
government has decided a further in-
crease in the number of self-governing
VET institutions by 2008. 

Further information:
Juozas Baranauskas, Principal 
Vilnius Builder Training Centre 
Laisves pr. 53
LT-07191 Vilnius
Tel. (370) 5 2423581
Fax (370) 5 2407079
E-mail: direktorius@vsrc.lt
www.vsrc.lt

Source: ReferNet, LT
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Shareholders run vocational schools

The temporary employment sector is
currently working at full capacity in Bel-
gium. Both the federal policy declaration
of the Verhofstadt II government and the
policy memorandum issued by the Flem-
ish Minister for Employment and Edu-
cation provide for a more important role
for temporary employment agencies in
the job market.

Within Flanders, the minister would
like temporary employment to be recog-
nised as an ‘integration channel for
risk groups’. He therefore advocates a
‘mixed mode of management of the job
market’ and better collaboration between
private industry and the VDAB as a pub-
lic agency, e.g. sub-contracting by VDAB
of supervisory functions to private-sec-
tor enterprises and third-party organi-
sations. The latter are to be contracted
to provide support and deliver training
for specific groups. These third-party or-
ganisations, which may vary greatly in
size, are mainly private companies spe-
cialising in human resources manage-
ment or temporary employment agen-
cies; non-commercial organisations may
also participate. To this end, participat-
ing organisations will receive financial
compensation depending on the success
of their supervisory activities. This type
of project introduces a certain degree of
diversity to provision while allowing for
the application of quality criteria. 

Against this background both the
trade unions and Federgon, the asso-
ciation representing the temporary em-
ployment sector, are up in arms against
the Bolkestein European directive on the

free movement of services. Fearing that
the proposal (which renders tempo-
rary employment arrangements subject
to the legislation of the country of ori-
gin) would trigger uncontrollable com-
petition, they are lobbying for an amend-
ment to the directive.

In Flanders, it is true that this experi-
ence is only of interest to organisations
if they work with relatively large groups.
Working with specific target groups (those
living with disabilities, migrants, older
workers, etc.) is one of the priorities set
by the Flemish Minister for Employment
and Education who views these groups
as a hitherto untapped ‘pool of experi-
ence’. To achieve this, the VDAB will need
to be reformed, and its roles as organ-
ising agency and as facilitator separat-
ed. This course of action does not require
a further legislative decree.

Source: R. Van Weydeveldt, with reference to the: 
- Federal policy declaration of the Verhofstadt II government 
- Policy memorandum issued by the Flemish Minister for Employment
and Education 

C
25

F4
EN

BELGIUM

Towards a mixed mode of management of
the Flemish job market in Flanders 
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Initial vocational training

Although the partners to the training pact have
kept their word, the crucial test lies ahead.

In presenting the 2005 Vocational Training Report,
Federal Minister for Education and Training, Edelgard
Bulmahn, emphasised that a ‘crucial test’ lay ahead for
the nationwide training pact concluded with German
industry last year. In view of the expected rise in de-
mand for training places this year, the minister called
upon German industry to honour its pledge and create
30 000 new industrial training places a year, alongside
an additional 25 000 training places in the context of
the federal government’s special programme for the in-
troductory training of young people (EQJ). The minis-
ter drew attention to the fact that the federal govern-
ment, for its part, was continuing on its modernisation
course: 19 training occupations are to be updated and
five new training occupations, including two two-
year training programmes, are to be introduced in the
course of this year. Bulmahn also highlighted the re-
form of the Vocational Training Law which had entered
into force on 1 April, drawing particular attention to
the new provisions allowing those coming out of school-
based training programmes to take the examinations
organised by the chambers.

Continued efforts necessary
The minister nevertheless conceded that the situa-

tion in the training place market remained critical. This
appraisal of the situation was shared by the Central
Committee of the Federal Institute for Vocational Train-
ing (BIBB), a quadripartite advisory body to the feder-
al government on fundamental VET issues, comprising
representatives of the employers, workers, central gov-
ernment and the Länder. In its opinion on the draft re-
port, the Central Committee again calls for more reli-
able figures, pointing out that while the Federal Em-
ployment Agency (BA) reports 519 794 training places,
a decline of 4.9 %, the number of newly concluded
training contracts shows an increase of 2.8 % to 572
980. In the opinion of the Central Committee, this
demonstrates a reversal of the downward trend in 2004,
the 4.5 % increase in industrial training places to a to-
tal of 22 562 being of particular note.

As well as matching the data supplied by the Fed-
eral Employment Agency with the official training con-
tract statistics, the Central Committee calls for a clas-
sification of unplaced applicants according to a scale
of placeability: `definitely placeable´, `placeable with a
certain degree of assistance´, `only placeable with in-
tensive support´ or `completely unplaceable´. In its view,
this is the only way of gaining a true picture of the
actual requirements in the training market.

In its opinion, the Central Committee calls for ‘vo-
cational induction programmes to become an inte-
gral part of industrial training, without this being to the
detriment of industrial training place provision’. More-
over it also for optimisation of the frequent duplication
of effort among agencies responsible for careers guid-
ance, job induction and training programme placement
which are often far removed from the world of work.

The Central Committee welcomes the fact that the
partners to the training pact have kept their word
and not only fulfilled, but in some cases even surpassed
their pledge. It sees this newly created ‘pioneering spir-
it’ as an important basis for the continuation of inten-
sive efforts in the years to come. The Central Commit-
tee stresses that the increased numbers of new train-
ing contracts achieved so far ‘are not enough by far’,
calling for a whole raft of measures, including the co-
ordination of the job induction programmes offered by
the Länder and the Federal Employment Agency, e.g.
skills assessment and the placement of youngsters in
skilling programmes leading to certified training mod-
ules, to halt the continuing rise in the number of young
people with no formal vocational training.

Constructive cooperation
In their own minority position statement, the repre-

sentatives of the employers in the BIBB Central Com-
mittee notes that the ‘counterproductive confrontation’

triggered by the last year’s debate on the introduction
of a compulsory training place levy has given way to
‘constructive cooperation’ in the context of the train-
ing pact. Alongside an enormous effort on the part
of industry, they also note with satisfaction that the
chambers and associations have also made a major con-
tribution to improving the training place market situ-
ation. The employers point out that with over 170 000
new training contracts registered at the end of 2004,
the craft sector remains the most training-intensive
branch of German industry, with 7 000 introductory
training programmes offered and 2 400 contracts signed.
The employers indicate the need to break down barri-
ers to the placement of candidates as a key aspect of
the 2005 pact, a second key aspect being ‘training ma-
turity’.

While noting considerable progress towards the re-
form of training occupations, the employers’ side regrets
that the government has missed the opportunity to
dismantle barriers to training. The employers’ main point
of criticism is that the reform has failed to introduce
greater flexibility at the level of training pay for those par-
ties not covered by collective agreement, authorised to
pay a maximum of 20 % below the levels agreed by col-
lective agreement. They also note that their call for an
expansion of the ‘restrictive’ working hours stipulated by
the Youth Protection Law, as well as their proposal to ex-
tend the probationary period from a maximum of four
to six months, have fallen on deaf ears.

In their position statement, the employers go on to
say that the national training debate has been particu-
larly influenced by the decisions of principle taken at
EU level, e.g. in the context of the Bruges-Copenhagen
and the Lisbon process - despite the fact that these de-
cisions only take the form of recommendations. The
employers draw attention to the fact that they have
seized the opportunity to actively participate in the cre-
ation of a European training area, pointing out it is a
matter of ‘correctly positioning German vocational train-
ing within the EU’.

Crisis of the dual vocational training system
The workers’ representatives in the BIBB Central

Committee also issued a minority position statement
expressing the view that the trends in the training mar-
ket underline the crisis of the dual vocational training
system. Despite an increase in the number of training
contracts, they observe a further shift in the supply-
and-demand ratio to the detriment of young people.
To prevent the situation from deteriorating even fur-
ther, a key priority in their opinion therefore has to be
to step up training participation among risk groups.
However they note a further decline in training par-
ticipation among foreign young people, while the num-
ber of contracts broken off as a result of inadequate
training induction and industrial training quality remains
as high as ever. Moreover, they note that every other
training place applicant was already in the training mar-
ket in previous years.

Pointing to the low take-up rate for introductory train-
ing schemes and the decline in non-industrial training
contracts, the workers’ side sees no alternative to the
provision of industrial training places based on selec-
tion. Although the result of the training pact is consid-
erable in itself, the workers regard it as disappointing in
terms of the actual needs in the training market. The
trade unions therefore intend to reactivate the contro-
versial debate on the introduction of a training levy put
on ice last year when the training pact was concluded.

The workers’ side is distinctly critical of the Voca-
tional Training Report itself, regretting that it lacks con-
crete indicators on the new trends in future quality
requirements, presented according to target group. The
workers stress that it is not enough to merely publish
findings; what is actually needed is guidance and on-
going support for the decision-makers.

Further information on the Vocational Training Report can be found on the website of the
Federal Ministry of Education and Training (www.bmbf.de)

Source: BIBB/Cedefop/sk
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Pioneering spirit in a critical situation

In May, the German Trade Union
Confederation (DGB) created quite
a stir by publishing a ‘black list’
of 77 cases of serious abuse of
training relationships. The exam-
ples ranged from trainees being
forced to do work completely un-
related to their actual training (e.g.
making coffee, cleaning, babysit-
ting, painting, walking the boss’s
dog) to bullying, sexual harass-
ment and physical violence.

The backlist was compiled by
the DGB from its online help desk
‘Doktor Azubi’, a web portal of-
fering young people qualified ad-
vice. According to its coordinator,
Christian Kühbauch, the portal
has been used by over 2 000
trainees seeking help over the last
two years. Many of the trainees’
complaints relate to unfair wage
deductions, illegal overtime or the
handling of hazardous substances.

In presenting the reported cas-
es of abuse at a press conference
on 19 May, DGB executive com-
mittee member Ingrid Sehrbrock
described them as ‘shocking’. She
added that many victims did not
dare to report cases of abuse for
fear of reprisal or losing their train-
ing place. It was hardly surprising
that 22 percent of all youngsters
broke off their training contract
prematurely.

According to Sehrbrock, it is
the chambers who are principal-
ly to blame abuse of this kind: al-
though they are responsible for
training inspection, they do not

take their role seriously enough.
She called upon employers ‘to
eliminate abuses of this kind and
improve the quality of training’,
pointing to the ever-widening gap
in the training place market, with
the prospect of a further decline
of over 30 000 industrial training
places to some 346 000 this year.

Sehrbrock nevertheless drew
attention to the fact that training
in Germany, especially in large-
scale firms, was exemplary when
compared with other countries,
thanks to instruments of indus-
trial cooperation such as bodies
representing the interests of young
workers. It is precisely the exem-
plary character of training in Ger-
many that makes it intolerable
that there should still be areas vir-
tually beyond the reach of the law.

Further information can be
found on the helpdesk website:
www.doktor-azubi.de, which leads
to many further links.

Extracts from the ‘black list’ can
be downloaded from the website.

Source: Cedefop/cf
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Trained to make coffee? The black
sheep of the training market

More young people should en-
rol for a vocational training pro-
gramme and more should com-
plete their training programme.
These are the government’s de-
clared aims. At the beginning of
June, a committee consisting of
representatives from the social
partners and the ministries for Ed-
ucation, for Refugee, Immigration
and Integration Affairs, for Labour
and for Finance, presented their
recommendations on how to im-
prove opportunities for young peo-
ple to enrol for and complete vo-
cational training.

The most eye-catching recom-
mendation is the reintroduction
of the traditional form of ap-
prenticeships, which increase the
companies’ share of responsibil-
ity for training. Apprentices would
be trained at the workplace by
skilled workers within their field,
instead of (as in the present sys-
tem) getting basic training in vo-
cational colleges and alternating
between college and company for
their specialised training. There is
no difference in the level of skills

and qualifications acquired from
traditional apprenticeship and al-
ternance-based training.

The aim is to offer this form of
training in all training programmes.
The social partners, however, may
agree to give up the opportuni-
ty to make such an offer if it is
deemed inadequate by the rele-
vant trade committee.

Further information: 
Nicolai Kampmann, Head of Communications
Department, Ministry of Education, 
tel. (45) 3392 5009.
Thomas Harder Rasmussen, Press Officer, Ministry of
Refugee, Immigration and Integration Affairs, 
tel. (45) 3395 5848 

Source: Cirius
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Reintroducing traditional
apprenticeship
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Employment policy

In February 2005, the Department for
Work and Pensions (DWP) published their
five-year strategy entitled Opportunity
and security throughout life. In it former
minister for further and higher educa-
tion, Alan Johnson, now Secretary of
State for Work and Pensions comment-
ed ‘We need to ensure that everyone -
not just those leaving school now, but
those already in the workforce - is equipped
with the skills and education they need
to succeed in the labour market’. But it
is not the only departmental five-year
strategy to place increasing emphasis on
learning and skills. For example, ‘sup-
porting skills’ was announced as a new
priority for the Department of Produc-
tivity, Energy and Industry (at the time
known as the Department of Trade and
Industry) in its five-year plan, published
back in November. 

The DWP’s five-year strategy lays out
a plan to target support, including ed-
ucation and training, to ‘particular groups
in society who can experience barriers to
work’. The DWP calls for a more inclu-
sive labour market in the UK, which means
tackling barriers that prevent sustained

employment, especially among lone par-
ents, some disabled people and the low
skilled. ‘We simply cannot afford to lose
out on the skills and contributions of
many who can work but who remain
outside the labour market,’ says Alan
Johnson.

First announced in the 2004 Budget,
the New Deal for Skills was designed
to reduce the number of adults with
low or no skills and help employers im-
prove the skills of their workforce. Fur-
ther changes to the programme based
around ‘local solutions meeting indi-
vidual needs’ will be implemented
throughout the next five years. Partic-
ular attention will be given to the need
for ‘better joint working between Job-
centre Plus offices and local Learning
and Skills Councils to offer a more ef-
fective and integrated skills service to
individuals and employers’, with a fo-
cus on raising the quality of provision
of information, advice and guidance
tailored to individual need.

For example, there are plans to in-
troduce a skills-coaching service to en-
sure that individuals undertaking lengthy

training as a route back into work receive
financial support. Skills passports will help
to keep a record of skills and compe-
tences gained and to help transfer skills
between training and jobs. In addition,
personal advisers in Jobcentre Plus will
receive training to better distinguish be-
tween clients who already have the skills
necessary to get jobs and those who need
the chance to develop their skills further.

The overall approach is one of ‘help-
ing people meet their own desires’ in
moving into work as well as providing
support to improve their chances of sus-
tained employment, not just recruitment
to dead-end jobs without opportuni-
ties for ongoing training. For example,
Pathways to Work for Lone Parents will
be introduced in 2005, offering some
300 000 individuals a ‘package of skills,
childcare and financial incentives’ so that
they can get and remain in a job. Another
example is the replacement next year of
the New Deal for Disabled People with
new arrangements to support those with
long-term and variable health conditions,
focusing on what they can do, not what
they cannot.

The alignment between the strategies
of the DWP and the Department for Ed-
ucation and Skills (DfES) in developing
skills for sustained employment should
be particularly welcome for those train-
ing providers who contract with both de-
partments. 

Further information: Department of Work and Pensions,
www.dwp.gov.uk/publications/dwp/2005/5_yr_strat/chapter3-1.asp

Source: Source: QCA, Qualifications and Curriculum Authority, London 
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Towards a more inclusive labour market in the UK

For 14 years now, the State and the
French regions have been adopting ac-
tion plans known as contrats d’objectifs
(1) with different industries. These aim to
improve the provision of training and
promote employment in specific sectors,
especially those experiencing recruitment
difficulties. The contracts promote gen-
uine consultation and reflection on local
or regional sectoral training needs and
establish consistency between training
tracks. As such, they are important in-
struments of occupational integration.

Public authorities can employ a num-
ber of tools to promote employment and
training. Regardless of the specific ob-
jectives, partnerships generally take the
form of agreements or contracts, espe-
cially with the world of work. One ex-
ample are the so-called contrats d’ob-
jectifs, established between the State and
the regions with different sectors on the
basis of the Apprenticeship Training Act
of 17 July 1992. 

These action plans take the form of
annual or multiannual (3- to 5-year) con-
tracts signed between the State, the
region and the sector, laying down the
objectives for the development of initial
or continuing vocational training, in par-
ticular alternance training, by pooling re-
sources.

A survey conducted by the Regional
Programme Coordinating Committee
(CCPR) in March 2003 shows that these
contracts are a major tool for regional
councils in their relations with different
industries, as negotiation of the action
plans is a means of involving practi-
tioners in the identification of skill needs.
The action plans give rise to a genuine

dialogue on employment and training,
offering the public authorities an op-
portunity to sound out the opinion of
the various industries, especially on the
suitability of the training delivered. They
also provide an opportunity for the de-
velopment of joint actions in the field of
guidance and awareness-raising activi-
ties for individual occupations and offer
a framework for regional experiments.

This approach may nevertheless imply
all kinds of difficulties, starting off with
problems at the level of management.
According to this survey, the regions
sometimes have problems in gaining the
commitment of certain industries; as a
result, they introduce new tools.

The Region of Nord-Pas-de-Calais, for
instance, has developed sectoral region-
al plans covering all areas of regional in-
tervention and coordinating its policy on
recruitment with the signatory branch-
es of industry. This is an example of an
action plan providing a more global
approach to employment needs. Other
regions have decided to implement ex-
perts’ studies conducted by bodies such
as training/employment groups, or ob-
servatories with the involvement of
various sectors of industry. 

The action plans contain a certain num-
ber of general guidelines, designed above
all to introduce training programmes
matching employment needs identified
at local and regional levels and to pro-
mote youth access to skilling. In this con-
text, the contracts look to develop ap-
prenticeship and alternance training in

a school-based setting in response to the
needs of both young people and in-
dustry, and to promote better links be-
tween education and the world of work.

How is an action plan drawn up?
A number of bodies or players are in-

volved: a professional association, the
prefect of the region, the regional edu-
cation board, the regional council, cham-
bers of crafts and trades, trade and in-
dustry, as well as unemployment insur-
ance funds and employment agencies
for industry and trade. 

The contract is then drawn up on the
basis of both the guidelines defined in
the sector and the agreements and un-
dertakings it has entered into with the
State. A number of bodies are given an
opportunity to express their views, e.g.
the National Joint Industrial Committee
for Employment (CPNE) and the Regional
Inter-occupational Joint Industrial Com-
mittees for Employment(COPIRE); the Re-
gional Coordinating Committee for Em-
ployment and Vocational Training (CCREFP),
the Academic Council for National Edu-
cation and the Regional Committee for
Education in Agriculture) may also be
called upon to express an opinion.

As far as the content of a contrat d’ob-
jectifs is concerned, a number of vari-
ables are to be found, but the following
elements are systematically included in
the action plans: the quantitative and

qualitative objectives of the envisaged
training schemes; their location, tar-
geted levels, duration, final qualifications
and certificates; and the provision of in-
formation resources for the target group.
The contrat d’objectifs may also provide
for measures to support the implemen-
tation of the programmes, conditions to
link up the measures with apprentice-
ship schemes, and a timetable. Some
plans also provide for the conclusion of
quality contracts between the region and
the implementing bodies (apprenticeship
training centres, CFA).

A follow-up committee is set up, head-
ed by the prefect of the region and the
president of the regional council, charged
with monitoring and evaluating the
implementation of the action plan. 

Adjustments to the specific arrange-
ments or content of the action plan may
be decided, depending on the outcomes
of the annual evaluation process. 

(1) Since 1992, almost 150 contrats d’objectifs have been signed
throughout the regions of France. Over 100 action plans were
operational in 2003; more than ten action plans had been signed in
three regions: Alsace, Aquitaine and Brittany.

Source: Extract from an article by Sandrine Zadunayski published in
INFFO Flash, No 653, 16 to 28 February 2005, p. 17 to 22
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Action plans promote a genuine dialogue on employment and training
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Vocational guidance

The Lithuanian Labour Market Train-
ing Authority at the Ministry of Social
Security and Labour (LLMTA) is the main
vocational counselling service provider
for adults and pupils of general educa-
tion schools in Lithuania (www.dar-
borinka.lt). Seven Territorial Counselling
Offices and seven of their local divisions
cover all regions of the country and pro-
vide counselling services to more than
60 000 persons per year. The clients of
LLMTA are employees, the unemployed,
pupils and their parents, and teach-
ers.

The main services provided by LLMTA
are:
ñ to help the unemployed choose be-
tween re-qualification or qualification
upgrading programmes that correspond
to the person’s inclination, needs and
possibilities and to labour market de-
mands;
ñ to help the unmotivated and long-

term unemployed develop greater self-
determination;
ñ to develop the personal and social
skills of disadvantaged people (the dis-
abled, ex-convicts, drug addicts and oth-
ers);
ñ to provide consultancy services for
teachers, pupils and their parents on the
issues of choice of vocation, qualifica-
tion for an occupation and integration
into the labour market;
ñ to offer career reorientation pro-
grammes to workers wishing to change
jobs in order to achieve greater person-
al satisfaction. 

Counselling programmes are divided
into three blocks according to the tasks:
ñ Programmes to encourage vocation-
al decision-making: evaluating a person’s
capacities and needs, developing au-
tonomous action and self-awareness,
understanding the employment and ca-
reer world;

ñ Programmes to develop employabil-
ity and skills. In these programmes peo-
ple learn to overcome the anxiety and
stress caused by long-term unemploy-
ment and develop the ability to make
contacts, communicate freely, and un-
derstand the wishes and demands of
others;
ñ Programmes to develop adaptability.
These encourage a positive attitude to
change and help formulate short-term
and long-term objectives. 

Counsellors work in individual and
group counselling programmes. The lat-
ter have turned out to be particularly use-
ful for the long-termed unemployed. For
example, a programme prepared in co-
operation with partners from the Nether-
lands has helped 50 % of its participants
find a job, while 22 % chose continuing
vocational training and qualification up-
grading programmes. 

The number of participants from each

target group consulted in 2004 are dis-
played in the table.
Unemployed 49 346
Employed 995
Pupils 12 047
Pupils’ parents 536
Pupils’ teachers 1 365

To ensure better access to LLMTA ser-
vices, the Internet Vocational Counselling
Service (IVCS) was introduced at the end
of 2004. The IVCS consists of:
tests on vocational choice and career
planning;
real-time interactive counselling;
the interactive course, ‘Steps towards
getting a job’. 

The IVCS is integrated into the web-
site of LLMTA: www.darborinka.lt.

Further information:
Sigitas Zilionis, Deputy Director of Lithuanian Labour Market Training
Authority, Aguonu str. 10, LT-03213 Vilnius
Tel. (370-5) 2310538, E-mail: sigitas@ldrmt.lt

Source: LLMTA/Sigitas Zilionis

LITHUANIA 

New service provides in-depth vocational counselling 

Social partners

The difficult situation on the Polish
labour market is partly due to mismatches
between the vocational training system
and employers’ expectations. Several so-
cial partner organisations are therefore
stepping up efforts to improve VET in an
effort to enhance human resource de-
velopment. 

In December 2004, Polish partners af-
filiated with international organisations
helped prepare a report on social part-
ners’ initiatives relating to VET and the
improvement of skills and qualifications,
which was submitted to the European
Commission. All organisations partici-
pating in the work of the Tripartite Com-
mission for Social and Economic Affairs
in Poland were also involved in drafting
a bill on employment promotion and

labour market institutions. This bill pro-
poses solutions supporting VET.

Polish social partners are also under-
taking independent initiatives. 

The Polish Craft Association (ZRP) col-
laborates with the Ministry of National
Education and Sport and the Ministry of
Economy in creating learning environ-
ments in enterprises; it also organises, in
collaboration with the National Labour
Inspectorate and the Ministry of Edu-
cation, national and regional vocation-
al excellence competitions for young
workers. 

The Polish Confederation of Private
Employers (PKPP) is working on a project
aiming to improve training available for
the SME sector. It also publishes an an-
nual report on research in the SME sec-

tor, which can help identify the major
obstacles to work-based training for SME
employees. 

Solidarnos’c’, the Independent and Self-
Governing Trade Union (NSZZ) partici-
pates in CI-EQUAL projects, which help
upgrade the skills and qualifications of
older workers. It also offers training pro-
grammes to employees in restructured
sectors of the economy.

The All-Poland Alliance of Trade Unions
(OPZZ) offers training on labour relations
and the harmonisation of Polish labour
law with the ‘acquis communautaire’
through its Foundation for Social Pro-
grammes Implementation. 

Most of the projects co-financed by
the Confederation of Polish Employers
(KPP) and the EU involve training. In ad-

dition KPP regularly sends staff to sem-
inars organised by Cedefop to build ex-
pertise on training and human resources
management. 

This short review shows that the ma-
jor social partners in Poland are keenly
aware of the importance of supporting
the further development of vocational
training to meet the needs of both the
labour market and the workers them-
selves. 

Source: Marcin Kucharski, Secretary of the Council of Personnel
Directors of PKPP 
kucharski@prywatni.pl

POLAND 

Social Partners take the initiative 

On 16 February 2005, Jean-Louis Bor-
loo, Minister for Employment, Labour
and Social Cohesion, presented his plan
for the development of personal services,
which follows on from the national agree-
ment signed with the representatives of
the operators in this sector on 22 Novem-
ber 2004.

This plan comprises three framework
programmes in response to President
Chirac’s call for the development of this
type of service: (i) the development of
major multi-service providers as bench-
marks, (ii) the creation of a national agency
for the development of personal services
and (iii) adaptation of existing regula-
tions in order to ensure quality. 

The objective of the measures is to sim-
plify recourse to personal services and to
cut the costs for private individuals by in-
troducing the ‘all-round service cheque’

which will reduce social charges. A fur-
ther aim is to improve wage conditions
and social rights in the sector. The plan
also provides for negotiations between
the social partners on the following is-
sues: combating involuntary part-time
work, reimbursing of travel costs and in-
troducing a formal training track. To cre-
ate and provide access to formal train-
ing, reference occupations will be de-
veloped, social sector qualifications re-
engineered, new occupations recognised
and a ‘contribution to vocational train-
ing’ introduced. Accreditation of prior
learning (APL) is also to be stepped up
over the next three years. 

A national agency responsible for per-
sonal services should be  operational
by 1 January 2006. Its mandate will be
to promote major multi-service providers
as benchmarks, to make the public fa-

miliar with services offered and to pro-
vide information on rules applicable in
the sector for private individuals, wage-
earners, entrepreneurs and administra-
tions.

Moreover, the ‘all-round service cheque’
is to replace the current ‘service cheque’
and ‘service voucher’ schemes from Jan-
uary 2006 onwards. Employers will be
encouraged to co-finance the cheque.
The payment of an employers’ contri-
bution, which is to be tax-deductible and
exempt of social contributions, will make
companies eligible for a special tax cred-
it of 25 percent.

Jean-Louis Borloo hopes that on the
basis of this plan 500 000 jobs will be
created in this sector over the next three
years. Services to private individuals is a
booming sector, offering  more than 1.3
million jobs and posting an annual growth

rate of 5.5 percent since 1990. Almost
80 000 jobs are created in the sector
every year. The target set by the plan is
to increase this annual rate to 15 per-
cent.

Source: Article by Sandrine Zadunayski in: INFFO Flash, No 653, 16 to 28
February 2005.

The following sources (in French) are also of interest:
Press file dated 16 February 2005 (28 pages)
www.travail.gouv.fr/actualites/Pdf/DP160205.pdf
Plan for the development of personal services: towards the setting up of
a centre of national excellence in employment in the personal services
sector/ Ministry of Employment, Labour and Social Cohesion - Unit for
the development of personal services
16 February 2005, 60 pages www.travail.gouv.fr/actualites/pdf/Rap-
port_SP.pdf

- Features with practical details can be found on the ministry website
with a comprehensive presentation of the current ‘service cheque’
scheme: www.travail.gouv.fr/infos_pratiques/ch_emploi-service.html
- and the ‘service voucher’ scheme: www.travail.gouv.fr/infos_pra-
tiques/emploi-service.html.
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Personal services: 500 000 jobs to be created within three years
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Study visits Corner

Special target groups

The twentieth anniversary of the Community Study
Visits Programme provides an opportunity to look back
on the long voyage of mutual acquaintance upon which
so many European states have embarked.

The Community Study Visits Programme represents
the main forum for exchanging experience and dis-
cussing subjects of common interest among those
responsible for vocational education and training in
Europe. 

Currently the programme is focusing on the Lis-
bon (2000) and Maastricht (2004) objectives, not least
because a wider range of countries and potential par-
ticipants have now been taken on board.

What is the key to the success of the Study Visits
Programme and its development over the years?

The study visits principally serve to help Europeans
understand each others’ vocational training systems

and mechanisms, and thus each others’ policy deci-
sions on education, employment and training. 

Explaining the various decisions and policy frame-
works is a particularly important aspect of the pro-
gramme, reflecting a need to move from theory into
practice on questions affecting the future of all Euro-
pean citizens.
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1985-2005: 20 years of study visits 

In Austria - as in many other countries - very few women
and girls opt for jobs in technical and scientific fields. The
PISA study has nevertheless highlighted that this gender-
specific concentration results in important potential remaining
untapped and going to waste. Although girls are often just
as good at science subjects as boys at Austrian schools, this
is still not adequately reflected in girls’ and women’s train-
ing or careers choice. In conjunction with the federal states,
the Federal Ministry of Education and Training has now
launched a programme to combat this gender stereotyping
in careers choice: ‘MUT2 - Girls and Technology’. 

The innovative element of MUT2 is awareness-raising
and further training of key opinion multipliers, in particu-
lar teachers and parents. The reason for the focus on these
players is that they tend to play a major role in young peo-
ple’s careers choice, whereby traditional role stereotyping
is still more prominent in the case of girls than boys.

A further innovative aspect of the programme is project
coordination. The project is headed by an inter-regional
steering committee, comprising representatives of the fed-
eral states (women’s affairs officers), the Federal Ministry
of Education and Training and the association responsible
for the implementation of the project, Akzente Salzburg.
At operational level, nine counselling centres for girls and
women in eight federal states are participating in project
implementation. 

A total budget of EUR 1.3 million has been earmarked
for the project. The main events planned during the sum-
mer of 2005 are a careers’ fair in Carinthia, a workshop for
up-and-coming kindergarten educators in Vienna and Girls’
Day events in Hallein and Lower Austria. These events are
addressed to girls in lower-secondary compulsory school-
ing, training schools for kindergarten teachers and higher-
level technical colleges.

Further information: Federal Ministry of Education, Science and Culture. Tel. (43-1) 53120-5021 
www.bmbwk.gv.at

Source: Helmut Hafner/ibw
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Programme to combat gender
stereotyping in careers choiceTechnical industries are still very much a male pre-

serve. Barely 15 percent of all workers in this sector
are women. Moreover, women are often relegated
to operational and practical tasks, generally of a
repetitive nature. In tasks calling for a certain degree
of autonomy and specific technical skills, women are
conspicuous by their absence. This is often the case
even in technical occupations hit by the dearth of
skilled workers, e.g. electrical engineers, welders,
maintenance technicians and civil engineers. 

Dominique Michel, Secretary General of AGORIA,
an association of employers and companies from
key technical industries, regards this underrepre-
sentation of women as a disadvantage for Belgian
industry. Michel is convinced that the limited rep-
resentation of typically female attributes - team spir-
it, a sense of responsibility, organisational skills,
cooperation and compromise - deprives firms of
vitality. However it would be disrespectful to reduce
the abilities of active women to these stereotypes:
on average, women today are better trained than
men and account for over half of graduates (uni-
versities and other tertiary level institutions). Con-
trary to general opinion, women certainly do have
a gift for science; but  female students tend to opt
for life sciences such as  medicine or biology. 

It is against this background that AGORIA Brus-
sels is also involved in the activities of the Interface3
training centre, which delivers technical and com-
mercial training courses targeted to non-Belgian
women. Of the 120 persons completing these cours-
es every year, at least 60 percent go directly into
employment; this proportion is as high as 80 per-
cent among those who also have fluent Dutch (even
90 percent in the case of accountancy assistant
courses). 

Among Interface3’s training courses, AGORIA has
made a particular investment in the e-commerce
course, as many of its member firms lack the rele-

vant skills. Twelve trainees from 11 different na-
tionalities are currently engaged in this course, hav-
ing already participated in specific modules im-
parting commercial, legal, computing and language
skills. 

All of the trainees are currently engaged in work
experience. Placements were found for each of them
in AGORIA companies, the association’s training
fund covering the costs of ongoing guidance for
both enterprises and trainees. The trainees are en-
trusted with the following tasks: drawing up spec-
ifications, e-procurement, handling export proce-
dures, contact with the commercial courts, etc. Par-
ticular attention is given to the use of ICT to increase
the business potential of AGORIA member compa-
nies in this field. 

Source: FOREM - Department for International Relations (sigrid.dieu@forem.be)
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A woman’s touch for the technical industries 

Continued on Page 16

AGORIA Brussels represents some 350 firms work-
ing in technical industries in the Brussels-Capital
region. Its members work in the manufacturing
sector (metalworking, mechanics, electronics,
automotive industry and aerospace), ICTs or in main-
tenance and installation trades. The association’s
members employ a total of some 32 000 workers,
almost one half of industrial employment in Brus-
sels.

Further information from:
Agoria Bruxelles,
Stijn Ombelets (stijn.ombelets@agoria.be),
Anne-Catherine Devolder (anne-catherine.devolder@interface3.be)
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The Community Study Visits Programme was set up
in 1985 but its roots date back to the adoption of two
European Council resolutions in 1983. The resolutions,
providing for measures to develop vocational training
and focusing on the impact of new technologies, were
implemented in 1985. The Council decision of 1995
creating the Leonardo da Vinci Programme led to the
extension of the Community Study Visits Programme
to EU candidate countries and some members of the
European Economic Area (EEA). Since then, the pro-
gramme has gradually taken in the entire European
family, with a total of 31 countries currently benefit-
ing from its positive outcomes. 

The objectives of the programme can be summarised
as follows: a) to enrich the experience and update the
knowledge of researchers on training and education
within Europe, b) to encourage a continual exchange
of ideas and information between participants, c) to
develop communication between Member States of
the European Union and those in charge of vocation-
al training.

Apart from including increasing numbers of citizens
and countries, the programme is meant to act as a pol-
icy tool, i.e. to contribute to the debate on subjects of
common interest by taking account of the different
needs, mentalities and even philosophies affecting
labour and employment throughout Europe.

The programme constantly takes on board the new
challenges facing Europe due to globalisation or tech-
nological change. 

Over the years, VET professionals throughout Europe
have been keen to participate in the study visits. More
than 900 visits have so far been organised by EU coun-
tries and 3 308 participants attended study visits be-
tween 1995 and 1999. Similarly, between 1995 and
2001, 14 visits were organised by the candidate coun-
tries, e.g. Poland, Cyprus, the Czech Republic, etc.,
while 18 visits were organised by countries cooperat-
ing with the European Union.

How do the participants view the Study Visits Pro-
gramme?

The objectives of the programme are achieved if the
visit succeeds in establishing a connection between the
different education, training and employment prac-
tices that share a common objective, i.e. to clarify and
implement EU policies.

Exchanges of views on e.g. national vocational train-
ing systems, the role of foreign language learning or
the importance of higher education, raise awareness
among participants. 

The multinational and multidisciplinary groups of 10
to 15 participants in each visit form small communities
within which the secrets of vocational training in each
country are revealed.

The Study Visits Programme has offered represen-
tatives of trade unions and employers’ organisations,
researchers, public education/training bodies, those re-
sponsible for training  in related centres and agencies,
local employment agencies, documentalists, company
training managers, SMEs and chambers of commerce
an opportunity to understand their differences and re-
flect on cooperation.

The programme has also played a role in develop-
ing the entrepreneurship and training of women at EU
level, notably in the course of the last 15 years.

Study visits are fertile ground for analysing issues of
concern to national education and training systems,
such as skills recognition; for discussing new teaching
methods, such as distance learning; and for the de-
velopment of good practices. 

What is the future of the programme?
Study visits do not make decisions. They promote

mutual understanding of vocational training systems
and mechanisms and EU policy decisions, and help to
share experience.

The programme seeks to face the challenges of build-
ing Europe by bringing closer together national sys-
tems and mentalities which may in fact be very far
removed from each other. Study visits aim to bring

about a similar standard in all Member States, candi-
date and EEA countries in the field of training and em-
ployment. The participation of all in education and em-
ployment is part and parcel of the European her-
itage.

The current priorities of the programme are defined
in the 2004 - 2006 action plan. The programme is giv-
en a different focus every year, concentrating on one
or two sensitive issues. Ultimately, it aims to ensure
equal access for all  players to both training and em-
ployment.

In the course of 20 years the Community Study Visits
Programme has tracked the major social, economic and
technological developments that have left their mark
on vocational training, ranging from the liberalisa-
tion of the economy (affecting all Member States of
the EU) to armed conflict in regions bordering the Euro-
pean Union.

The success and smooth continuation of the pro-
gramme will depend on whether it continues to re-
spond to changing technological, geopolitical, social
and cultural circumstances - in a word, if it retains
the creative spirit with which it has achieved its objec-
tives during its first 20 years.

Source: Cedefop/dd

Full details on the study visit programme, its history and  operation can be found at:
www.studyvisits.gr

Takis Theodoropoulos then evoked
imaginary journeys. As writing is in it-
self a kind of journey, he sees writers
as cosmopolitan per se, regardless of
whether they travel in the literal sense.
Multiple and internal emigration, voy-
ages across languages, firm roots and
a sense of not belonging - writers whisk
their readers off on a voyage of the
mind.

The panel of five journalists from dif-
ferent European countries addressed the
question of the Community Study Visits
Programme from a more technical point
of view. 

Luis Garcia Llorente (Fundación Tri-
partita, Spain) drew attention to the risk
of information on vocational training be-
ing reduced to a mere statement of facts,
devoid of any real interest. 

This, he believed, could well happen
if managers and those responsible for
providing information on vocational train-
ing are not perfectly conversant with their
field and fail to convey the importance

of certain issues, e.g. lifelong learning,
to the public at large.

Elisabeth Kukalowska from Le Monde-
initiatives (France) drew attention to the
fact that European Union citizens would
from now on be working up to the age
of 65 to 70 - which made the successful
implementation of vocational training
programmes specifically addressed to
workers aged 35+ an issue of major im-
portance.

Remarking that there was much more
to Europe than the ‘bureaucrats’ in Brus-
sels or the uniform media culture of which
the recent Eurovision Song Contest was
but one example, Wolf Günter Brügmann
from the German daily Frankfurter Rund-
schau pointed out that mixed cultures
were, in fact, emerging in the European
states.

The Director of Cedefop, Johan van
Rens, said that Brussels should not be re-
garded as a bureaucratic machine or,
worse, a mere reservoir of capital: on the
contrary, it was crucial to focus on the

real substance of vocational training prob-
lems.

Boris Bergant from Slovene Radio and
Television demonstrated the need to de-
sign and introduce programmes offering
European citizens an opportunity to be-
come acquainted with the customs, habits,
culture and languages of the European
nations, in particular the smallest ones;
he added that the success story of Euro-
pean Union over the last 15 years was

due not only to enlargement, but also to
the development of the media in South
Eastern Europe.

In a nutshell, all the discussions and
contributions in the course of the day
shed light on the key idea of the Study
Visits: the value of travel and exchange
- of ‘distancing’, as Brecht would say -
and, ultimately, of learning from each
other.
Source: Cedefop/dd/cf

A moving experience for Europeans
Continued from Page 1

Photo: Andreas Sfiridis

1985-2005: 20 years of study visits 
Continued from page 15
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