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The challenges facing Europe 

Conclusions of Agora XXVI, Building a European
VET area: The Agora conference co-organised by
Cedefop and the German presidency last April
sought to assess the progress achieved in imple-
menting the Copenhagen-Maastricht-Helsinki pri-
orities. These were its main conclusions:

There is at present a trend towards the polarisation of
jobs, with employment increasing in both low skilled and
high-skilled occupations. Compared to several non-EU
countries, the EU-27 score low in high skills and high in
low skills. About 30 % of the European working age pop-
ulation are (formally) low-skilled, though two-thirds of the
jobs in the EU-27 are found in skilled and higher-skilled
occupations (2006). Thus, greater demand is expected for
higher-skilled people across all occupations. 

Moreover, by 2009 there will be more people aged
55-64 than 15-24. Many of the workers who are now
over 45 spend half their lives without sufficient op-
portunities to develop their skills. Rising to these chal-
lenges requires changes to (vocational) education and
training systems.

Areas identified for particular attention 
in the next two years 

Investing in human resources
More investment in human resources, and particular-

ly in VET, is needed to develop the talents of young peo-
ple for lifelong learning and employability and to help de-
velop the careers of the employed. This calls for holistic
policies with a long-term perspective. Both public and pri-
vate sector should invest much more in VET, and the costs
of VET should be shared equitably between beneficiaries
– individuals, companies and society – through co-financing
mechanisms such as national/sectoral training funds, tax
incentives, vouchers and subsidies. The new financial frame-
work of the EU (2007-13) reflects the increased emphasis
placed on education and training. The European Social
Fund (ESF), which offers over 35 billion Euro (almost half
of the total ESF budget) for activities directly or closely re-
lated to VET, should be used more effectively to design
and introduce the reforms of the education and training
systems of the Member States.

Combining efficiency and equity
Investing in VET should aim to achieve both efficien-

cy and equity. There should be - and in fact need be -
no trade-off between these two objectives. Yet older and
low-skilled people are today less likely to participate in
further learning, as companies provide training mainly
for younger and highly-skilled employees. To reduce in-
equalities, public intervention should target disadvantaged
categories by, e.g., improving the quality of VET, creat-
ing partnerships to make VET more relevant, reducing
opportunity costs for participation in training and pro-
viding better links to general secondary and higher ed-
ucation.

Making better use of people’s potential
VET can play a significant role in developing higher skill

levels and reaching the EU benchmark for upper sec-
ondary attainment. With shrinking younger age cohorts,
such policies are essential if we are to tap Europe’s labour
reserves. Heterogeneous target groups and multidi-
mensional challenges require multiple policy responses.
Different learning needs should be addressed through

individualised VET programmes. More workers over the
age of 40 should be able to have their skills validated;
age-sensitive learning environments should become
widespread. 

Identifying skill needs
To make the right decisions on human capital in-

vestment and related policies, we need to identify which
skills are in shortage now and which will be needed in
the future. Generally, an increasing demand for higher-
skilled people is expected across all occupations. Several
fields currently report labour shortages, including
healthcare, management, marketing, finance, science,
and engineering; there is also a dearth of teachers, con-
struction workers, and hotel and catering professionals.
Moreover, skill gaps are reported between job require-
ments and the real competences of workers. Companies
now look not only for occupation-specific skills but also
for ICT, language, and personal and social skills, which
they often rate more highly than specialist and formal
knowledge. Since skill gaps are similar across countries
and sectors, common action should be taken, such as
introducing comparable enterprise surveys, conducting
a European-level survey on skill deficits or developing pan-

EU/NETHERLANDS 

EuroSkills competition promotes excellence and pride in
vocational training 
Skills competition gears up for 2008 

At EuroSkills 2008, talented competitors – stu-
dents and graduates of VET programmes – will

convene from all over Europe to showcase the skills nec-
essary for their profession and to face the challenge of per-
forming at their best in competitive conditions. 

Experience has shown skills competitions to be an
ideal means of promoting craftsmanship and vocational
training. For this reason, says Jos de Goey, President of the
European Skills Promotion Organisation, the EuroSkills com-
petition to be held in Rotterdam in September 2008 has
chosen Personal excellence, Pride and Prestige as key val-
ues for the event. 

As Managing Director of Skills Netherlands in 2005, De
Goey had developed the idea of holding a pan-European
skills competition. Such an event – or rather, series of events
– would be positioned between the global WorldSkills event
and national competitions. The Dutch initiative received
the immediate support of Ján Figel', EU Commissioner for
Education, Culture, Training and Multilingualism. According
to Figel', ‘This first competition for the European region
will test vocational skills that are important for Europe and
its economic growth and competitiveness, and thus
demonstrate the quality and excellence of European VET
systems’ (1).

Promoting the mobility of Europe’s workforce
The European economy is underpinned by a single Eu-

ropean labour market with a qualified and mobile work-
force. For many years now the European Commission has
tried to boost mobility, especially of young VET students
through the Leonardo da Vinci II programme. The response
has been significant, with more than 80 000 young par-
ticipants. But now the European Commission has set the
ambitious goal of nearly doubling that figure by 2010. 

In November 2006, MoVE-iT, an extensive study on mo-
bility in Europe implemented by the Directorate General
for Education and Culture, presented its results (2). Many

of its recommendations stressed the necessity of provid-
ing easy access to attractively presented online informa-
tion, the importance of building bridges between education
and enterprise, and the usefulness of creating communities
of practice. 

An event such as EuroSkills perfectly fits these aims. The
event will bring together 600 to 800 VET students and
graduates every two years and offer them direct exposure
to the work of people from other nationalities and cul-
tures who are employed in the same trades. EuroSkills will
also lead to the creation of a pan-European network of
skills experts from both industry and institutes of educa-
tion and training, which will be open to all forms of ap-
prenticeship and mobility activities. 

Benchmarking VET
In order to give the EuroSkills initiative a solid base, in

March 2007 several European countries founded ESPO (Eu-

Continued on page 2

Continued on page 3

Commissioner Ján Fige� speaking at the Agora XXVI conference flanked
by Director Aviana Bulgarelli and Greek Minister of Education Marietta
Giannakou [(right)
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Dear Readers, 
In the previous issue of Cedefop Info, I
had the pleasure of announcing Cede-
fop’s success in the Helsinki Ministerial
meeting last December, which gave us
the responsibility of monitoring and re-
porting on the progress of the Member
States toward the goals of the Copen-
hagen-Maastricht process. 

To launch the exercise of following up on Helsinki, last
April Cedefop held a conference (Agora Thessaloniki XXVI)
on ‘Building a European VET area’. The conference, which
was organised jointly with the German Presidency, gath-
ered together more than 140 participants from across Eu-
rope with the purpose of assessing the progress made in
implementing the Copenhagen-Maastricht-Helsinki pri-
orities and considering further action.

Our distinguished speakers included, notably, our
Commissioner, Mr Ján Figel'; the Greek Minister for Na-
tional Education and Religious Affairs, Ms Marietta Gi-
annakou; Mr Andreas Storm, Parliamentary State Secre-
tary, Federal Ministry of Education and Research, Germany;
Mr Fernando Medina, Secretary of State for Employment
and Vocational Training, Portugal; and last but not least,
Mr Jan Andersson, Chairman of the Employment and So-
cial Affairs Committee at the European Parliament. 

For the conclusions of the conference, and for a brief
presentation of what has been achieved so far in the
Copenhagen process, I refer you to page 1 and the boxed
text below. But I would also urge you not to miss our new
publication, Zooming in on 2010: Reassessing vocation-
al education and training, on which the debates in the Ago-
ra conference were based.

Aviana Bulgarelli
Director

Letter from the Director
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A Cedefop conference, October 2007
European countries increasingly refer to learning out-

comes when setting goals for their education and train-
ing systems and when defining qualifications. Instead of
focusing on input factors (duration, location, pedagogi-
cal method), attention is directed towards what a learn-
er knows and is able to do at the end of a learning process. 

The launching of a European Qualifications Framework
(EQF) and a European Credit System for Vocational Edu-
cation and Training (ECVET) – both based on learning out-
comes – has concentrated attention on and raised ex-
pectations for this approach. To many, this is an opportunity
to tailor education and training to individual needs, to im-
prove links to the labour market and to get non-formal and

informal learning recognised. Others, however, see these
expectations as unrealistic and exaggerated. 

To address these issues, Cedefop has invited practi-
tioners, researchers and policy makers to take part in its
upcoming European conference, Rhetoric or reality: The
shift towards learning outcomes in European education
and training policies and practices (Thessaloniki, 15-16 Oc-
tober 2007).

Discussions in the conference will be supported by the
preliminary findings of the ongoing Cedefop comparative
study (in 32 European countries) on the shift towards learn-
ing outcomes. 

Source: JB/ine
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Learning outcomes – rhetoric or reality? 

What has been achieved so far in the Copenhagen-
Maastricht-Helsinki Process

At EU level
Since 2002, a comprehensive European VET agen-

da has been set within with common objectives
agreed by the participating countries (currently 33), the
European social partners and the European Commis-
sion. These include developing and implementing com-
mon European tools to pave the way towards a Euro-
pean area of VET. 
• European Qualifications Framework (EQF): the draft
recommendation is currently being discussed by the
Council and the Parliament; it will also be discussed at
a conference organised by the German Presidency in
Munich, on 4 and 5 June 2007;
• European Credit Transfer System for VET (ECVET): pub-
lic consultation replies are being currently analysed and
will also be discussed at the Munich conference;
• Europass: has been established and is increasingly
used;
• The Common Quality Assurance Framework (CQAF)
and the European Network of Quality Assurance in VET
(ENQA-VET): 24 active members currently involved in
implementing the CQAF;
• common principles on validation of non-formal and
informal learning;
• lifelong guidance (Council Resolution 2004).

In the Member States 
To raise the image, quality, relevance and efficien-

cy of VET, countries continue to modernise their VET
systems. The policy areas where Member States report
considerable progress are:
• national qualification frameworks;
• validation of non-formal and informal learning;
• quality assurance;
• integrating learning with working;
• improving access to VET;
• guidance and counselling.

ropean Skills Promotion Organisation). According to De
Goey, who was elected first president of ESPO, an im-
portant task is to enhance the popularity of skills com-
petitions in Europe. De Goey points out that everybody
who has visited a skills competition becomes immediately
enthusiastic about the concept. ‘We want to further im-
prove communication with visitors, and we are exploring
more possibilities for team competitions [including in the
new Member States]’, he said. Perhaps more important-
ly, such competitions have proved to be a great oppor-

tunity for countries to benchmark their VET systems. For
these and other dissemination activities, ESPO will work
together with the Lifelong Learning Programme of the EU.

On track
The preparation of the first EuroSkills event started in

2006, when all European countries were informed about
the concept and on how to participate. So far almost 20
countries have signed the EuroSkills Support Letter and
are actively involved in the development of the compe-
tition format. In March 2007, a EuroSkills preview was or-
ganised at the Dutch Skills Masters, the national skills com-
petition. On that occasion, more than a hundred repre-
sentatives of WorldSkills, European ministries, educational
institutes and enterprises experienced the new competi-
tion formats and communication methods that will be used
at EuroSkills

(1) ‘EuroSkills, Vocational Education and Training and the Challenge of the Knowledge Economy’,
article by Jan Figel’ in the Kist – Vet Newsletter (issue 4 -2006)
(2)‘80.000 apprentices abroad by 2013 (and 1 million apprentices by 2013?)’, Final Technical
Report MoVE-iT by PriceWaterhouseCoopers, November 2006.

Further information: www.euroskills2008.nl

Source: Erik van Goor, Communication Officer, EuroSkills 2008, vangoor@skills-netherlands.nl 

Skills Competitions at EuroSkills
EuroSkills 2008 focuses on skills that are important

for Europe: those necessary for economic success; those
that highlight tradition and values; those that promote
innovation; and the social and communication skills
needed in any job. A list of competitions has been sub-
mitted, which consists of 6 Skills Domains represent-
ing 50 trades: 
• Creative Arts & Fashion;
• Information & Communication Technology;
• Manufacturing & Engineering Technology;
• Construction & Building Technology;
• Transportation & Logistics;
• Social, Personal & Hospitality Services.

Spectators will enjoy the excitement of watching
skilled people in action, but they will also be able to
get involved in hands-on activities. Information about
all trades represented - vacancies, earnings, training op-
portunities, etc – will also be offered. Four types of com-
petition have been defined: 
• individual competition, modular: based upon the in-
ternational WorldSkills competitions but adjusted via
the use of skills modules, on the basis of which indi-
vidual skills will be tested and awarded throughout the
three days of the event;
• individual competition, multi-disciplinary: a range of
skills is assessed on the basis of the final result; 
• team competition, multidisciplinary: various disciplines
within a framework (e.g. a small business or house)
working together to perform separate tasks;
• team competition, challenge: a team comprising sev-
eral disciplines works together to find a solution to a
problem outlined in advance. The competition will be
judged on the basis of the end result that the team-
work was able to achieve.

EuroSkills competition promotes excellence and
pride in vocational training
Continued from page 1

EuroSkills 2008 in Brief
• Held from 18-20 September 2008 in Ahoy Rotterdam,
The Netherlands;
• exhibition floor 35 000 m2, expandable to 50 000m2; 
• Promotion of craftsmanship and vocational educa-
tion by means of competitions, demonstrations and ex-
tended publicity campaign;
• conference programme on vocational education, skills
development and partnership between education
and industry;
• participants and competitors originate from all Eu-
ropean countries (EU and non-EU);
• presence of more than 50 trades within 6 Skills Do-
mains using new formats for team competitions and
demonstrations and for interaction with the audience;
• political and financial support from the European
Commission (DG Education and Culture), Dutch min-
istries of Education, Economic Affairs and Agriculture,
and the City of Rotterdam;
• the accompanying communication programme con-
sists of a bimonthly newsletter, fact sheets, promotional
material, information meetings, and a dedicated web-
site: www.euroskills2008.nl;
• an advertising and PR campaign for media coverage
throughout Europe.
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The past two decades have witnessed a
growing awareness in most Member States
of the importance of ensuring quality in vo-
cational education and training (VET). As
a result, many countries have developed ap-
proaches for quality assurance and man-
agement that are designed to meet national
policy objectives; but rarely have these ap-
proaches covered the entire VET system. It
is therefore necessary to look to the Eu-
ropean level for such a comprehensive ap-
proach. 

Cedefop’s new study, Indicators for
quality in VET, which builds on the work
of the Technical Working Group on Qual-
ity, presents a set of eight indicators that
can form part of a European strategy for
quality in vocational education and train-

ing. The use of these indicators is illustrated
by several national examples; internation-
al and European indicator systems are as-
sessed. The report shows that quality in-
dicators are important tools for assessing
objectives, communicating results achieved
and further improving VET. In essence, qual-
ity indicators are a key for making training
provision accountable.

Link: www.trainingvillage.gr/etv/Information_resources/Bookshop/publi-
cation_details.asp?pub_id=469
This publication will also be published in French. 

Source: Cedefop
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Cedefop publication examines the use 
of quality indicators in VET 
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European forecasts of skill needs and skill
supply. It is also important to address the
skill needs of small and medium-sized
companies and those of the self-em-
ployed, and to provide a greater range of
tailor-made training.

Improving governance
Vocational education and training

should be seen as an integral part of life-
long learning and combined with other
policies, such as employment, social and
finance policies. The role of VET teachers
should be strengthened, while learners
should be able to participate actively in
shaping (vocational) education and train-
ing policy. The EU should provide support
through its common tools, peer learning
activities and other policy initiatives (Com-
munications, recommendations) as well as

funding (ESF). Progress should be moni-
tored by indicators and benchmarks, and
by regular progress reports.

Developing evidence-base policy 
At present there is insufficient empir-

ical evidence on which to base a sound
analysis of efficiency and equity in VET.
Statistical data on costs are rare and in-
formation on benefits is limited. This ap-
plies also to VET teachers and trainers, the
characteristics of disadvantaged groups,
labour market mismatches, longitudinal
analyses of transitions and individual
life courses, etc. Yet policy priorities
should be set on the basis of solid evi-
dence. Europe needs to develop a ‘culture
of evaluation’, to improve analytical ca-
pacity and to collect evidence if it is to
achieve sustainable investment in edu-
cation and training, and the growth and
social cohesion that comes with a better-
trained workforce.

The challenges facing Europe  
Continued from page 1

‘Without my day release course I would
have got chucked out of school and I don’t
know what I’d be doing now; I’d probably
just be lying on my bed,’ says Nick New-
man. He is one of the lucky ones. Aged 16,
Nick was a disaffected learner but found
a new direction, and with it, hope for the
future. His school sent him on a day release
vocational programme for disaffected
learners at Ivyland Farm in Sussex when he
was 15. Working on the farm changed his
life: he is now studying at Plumpton Agri-
cultural College for a National Diploma in
Agriculture.

For teenagers who leave school without
going into work, training or further edu-
cation, the prospects can be bleak. Non-
participation in education and training is
a major predictor of later unemployment,
low income, teenage motherhood, de-
pression and poor physical health.

The figures from the Social Exclusion
Unit (1), estimate that there are 1.1m
young people aged between 16 and 24 la-
belled NEET – Not in Education, Employ-
ment or Training: 200 000 aged 16–18;
900 000 aged 19–24. In England, 25 % of
young adults leaving school at 16 do not
go into further education or training.
From this group, approximately 11 %
ended up outside employment, education
or training. The government aims to reduce
the proportion of NEET 16–18-year-olds by
2 % by 2010 and raise participation rates
for 17-year-olds to rise to 90 % by 2015.

Reforms now being introduced for 14-
19 year olds are intended to raise the skills
level of the workforce, and are part of the
overall long-term reform of skills in the UK.
They are designed to create an attractive
new curriculum for all young people, in-
cluding those who are NEET. The centre-
piece of the 14–19 reforms are new spe-
cialised employer-led diplomas. With an em-
phasis on work-based learning, they will of-
fer a practical incentive for young people
to stay at school, and provide them with
the skills to enter the workplace. 

Another key aspect of the 14–19 reforms
is the introduction of functional skills in Eng-
lish, maths and ICT. This is particularly rel-
evant for the NEET group, which has a high
proportion of young people with poor lit-
eracy and numeracy skills:

• 23 % of low achievers (young people
completing Year 11 with less than five GC-
SEs grade D–G) are NEET at 16; 
• 1 % of 16 year olds who attained at
least five GCSEs grade A*-C are NEET; 
• 16–19 year olds with learning difficul-
ties and disabilities are twice as likely to be
NEET as their peers.

Apart from reforming services for
teenagers, the government sets local tar-
gets for reducing NEET rates. Local au-
thorities will be expected to ensure that the
client tracking systems set up by Connex-
ions (guidance for teenagers) services are
maintained and developed to help keep
track of the NEET group and plan for their
needs.

Financial incentives have been introduced
in the last two years to keep teenagers in
education or training. Supporting Young
People to Achieve (2) set out the govern-
ment’s long-term vision of a single, coherent
system of financial support for 16–19
year olds, including those labelled NEET. In
addition, EUR 84 million has been allocated
to pilot plans to re-engage people outside
education, employment or training in ap-
propriate learning and work.

Further information: 
Department for Education and Skills:
14-19 Gateway website: www.dfes.gov.uk/14-19/ 
Directgov’s Directgov’s Education and Learning:
www.direct.gov.uk/en/EducationAndLearning/index.htm 
and Young People: www.direct.gov.uk/en/YoungPeople/index.htm
sections contain information on education, employment and training
options for young people.

(1) The most recent available study published in November 2005
(2) Published March 2005

Source: QCA
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Disaffected learners get a second chance 
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More and more European countries are
currently developing and implementing
National Qualifications Frameworks (NQF).
This process, which has gained speed in
2005 and 2006, seems to be closely,
though not exclusively, related to the
launching of the European Qualifications
Framework (EQF). The fact that so many
national frameworks were linked to the
EQF in anticipation of the latter’s formal
adoption (expected November 2007)
shows that the national frameworks
largely support the principles governing
the EQF.

The concept
The idea of a framework showing

how qualifications relate to one another
is not new. Trade organisations have de-
fined hierarchies of skills – the forerunners
of today’s sectoral and even national
qualifications frameworks – for centuries.
In parallel, universities set down common
ways of recognising progress within high-
er academic learning, thus defining an-
other hierarchy of qualifications.

What is new about the modern national
qualification framework is the drive to de-
velop overarching frameworks that in-
corporate learning outcomes from dif-
ferent fields (school, work, higher edu-
cation, adult learning) and are clearly
linked to lifelong learning strategies. All
such frameworks aim for the integration
and improvement of qualifications and for
their wider recognition in the labour
market.

Developing NQFs in Europe 
Relatively few countries – Ireland,

France, Malta and the UK (England, Scot-
land and Wales) – have adopted or im-
plemented National Qualifications Frame-
works. Apart from Malta, these countries
developed their frameworks prior to the
launching of the EQF, in response to a na-
tional policy agenda. 

The Irish case is an example of how
these early national frameworks incor-
porate EQF principles. The ten levels of the
Irish national framework (adopted 2003)
capture all learning, from the very first
stages to the most advanced; and each
level is based on nationally agreed stan-

dards, expressed as learning outcomes.
The current stage of its development is one
of securing a more consistent approach to
learning outcomes, credit transfer and
recognition of non-formal learning. Sim-
ilar objectives are being pursued in the oth-
er countries that have implemented NQFs:
these focus on learning outcome stan-
dards, quality assurance, links between
qualifications and issues of access and
transfer. 

The attitude towards NQFs in the re-
maining European countries can be clas-
sified as follows (1):
• A first group of countries (Austria, Bel-
gium, Bulgaria, Croatia, Czech Republic,
Denmark, Germany, Hungary, Italy, Latvia,
Portugal, Slovak Republic, Slovenia and
Turkey) have committed themselves, po-
litically and/or legally, to the development
of a National Qualifications Framework ex-
plicitly linking into the EQF. 
• A second group (Estonia, Iceland,
Lithuania, Luxembourg, the Netherlands,
Norway, Poland, Romania and Sweden)
have started preparations for a NQF but
have not committed themselves to the im-
plementation of an overarching frame-
work. This group covers various stages,
ranging from early reflection to final
commitment.
• A third group (Cyprus, Finland, Greece,)
have either not started preparations or
have decided that an overarching NQF is
not a priority (e.g. Finland). 

With a few exceptions (e.g. the Czech
Republic), most countries began system-
atic activities after the beginning of the
EQF consultation process in July 2005. But
while the EQF has played an important role
as a catalyst for reform, the rapid devel-
opment of NQFs cannot be understood
without taking into account the specific
policy objectives of each country. Simi-
larities, however, are equally striking: 
• The learning outcomes approach is
widely accepted, irrespective of the atti-
tude towards NQFs. Thus, several coun-
tries for which developing a NQF is a low
priority may be well placed to link their
qualifications to the EQF, Finland being a
good example. The focus on learning out-
comes is closely associated with the de-

sired transparency of qualifications, a
condition that may be seen as necessary
for achieving more, better and fairer life-
long learning. The caveat is that so far the
learning outcomes approach has become
more firmly embedded in vocational ed-
ucation and training than in general and
higher education. 
• Quality assurance is a key aspect of
NQFs and a precondition for linking na-
tional qualifications levels to the EQF. 
• Many countries choose to adopt an 8-
level structure for their NQFs (Belgium-
Flanders and Wallonia, Croatia, Czech re-
public, Estonia, Latvia, Lithuania, Malta,
Slovak Republic, Slovenia, Spain, Turkey,
UK-England and Northern Ireland). This

may, in some cases, be seen as an effort
to make national frameworks as similar to
the EQF structure as possible. But the Irish
and Scottish NQFs (respectively 10 and 12
levels) show that this structure is not the
only option. Early Irish experiments in link-
ing their qualifications levels to the EQF
indicate no major problems, as long as
learning outcomes underpin both the na-
tional and the European framework. 
• Some countries (Belgium-Flanders,
Bulgaria, France, Portugal) are setting up
a national repertoire of qualifications in
parallel to developing an NQF. This reper-
toire may be seen as a condition for trans-
parency. It is well illustrated by the French
National Repertoire of Professional Qual-
ifications, currently covering 4000 quali-
fications from the main areas of education,
training and learning. 
• Many countries see systems for vali-
dation of non-formal and informal learn-
ing as an integral aspect of the develop-
ment of NQFs (Austria, Croatia, France,
Germany, Ireland, Italy, Netherlands,
Poland, Portugal). 

The effect of NQFs on vocational ed-
ucation and training 

The development and implementation
of national qualifications frameworks in
Europe raises, from the perspective of VET,
a number of possibilities: 
• By revisiting the meaning rather than
provenance of qualifications, NQFs could
help address the parity of esteem between
VET and other forms of education. 

• NQFs could provide a link between vo-
cational training and other segments of
education and training, by enabling vo-
cational qualifications to be combined with
those from other sections of the educa-
tion system
• NQFs, which are closely linked to the
EQF, could help strengthen the interna-
tional dimension of VET by focusing on de-
vising world class standards 
• NQFs could better link public and pri-
vate VET provision
• The learning outcomes approach,
which has been developed mainly with-
in VET, could better link learning with the
labour market and improve forecasts of fu-
ture needs for skills.

To be able to move in these different di-
rections, a lifelong learning approach
must guide the development of the NQFs
as well as for the EQF. For instance, we
must make sure that qualification frame-
works for higher education (within the
Bologna cooperation) are firmly inte-
grated into an overarching framework. The
alternative – with the three academic cy-
cles separated from other parts of the ed-
ucation and training system, unlike the sys-
tem outlines above – would not provide
what the these frameworks aim to pro-
vide: improved access to learning and
transferability of skills. 

(1) This summary is based on the situation in April 2007.

Source: Cedefop/jb/ine
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National Qualification Frameworks developing in tandem with the EQF 
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Differences
National Qualifications 

levels
EQF levels 

Main function: to act as a benchmark for the
level, volume and type of learn-
ing.

to act as a benchmark for the
level of any learning recog-
nised in a qualification or de-
fined in an NQF

Developed by: regional bodies, national agen-
cies and sectoral bodies

Member States acting 
together

Sensitive to: local, regional and national
priorities (e.g. levels of literacy,
labour market needs)

collective priorities across coun-
tries (e.g. globalisation of trade)

Recognises the learning of
individuals by:

assessment/evaluation, valida-
tion and certification.

does not directly recognise the
learning of individuals

Currency depends on: factors within the country trust between international
users

Quality is guaranteed by: the practices of national bod-
ies and learning institutions

national practices and the ro-
bustness of links between na-
tional and EQF levels

Levels are defined by refer-
ence to:

national benchmarks embed-
ded in the various loci of learn-
ing, e.g. school, work or high-
er education

general progression in learning
across all contexts and countries

Table 1: Comparing national qualifications levels and levels in the EQF
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Mobility

Lifelong learning

Educational policy

On 24 February 2007, the country’s five
public employment and training bodies
from all three regions – FOREM, VDAB,
ORBEM, Bruxelles-Formation and ADG –
concluded a cooperation agreement aimed

at developing  greater mobility on the Bel-
gian employment market, to the benefit of
both job-seekers and companies. 

Several common measures were adopt-
ed: the organisation of language modules;

language exchanges for trainees; trans-re-
gional training courses; and cooperation on
ad hoc events such as job fairs and re-
cruitment following collective redundancies. 

Initiatives of this kind will be stepped up

in future between regional public services
in Flanders, Wallonia and Brussels.  

Further information: Sigrid Dieu, Department of International Relations,
FOREM, Sigrid.dieu@forem.be

Source: FORUM, FOREM’s internal magazine.
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BELGIUM

Getting together to promote interregional mobility

As planned in Poland’s National Reform Pro-
gramme 2005-2008, policy work this year has focused
on drafting a comprehensive lifelong learning strat-
egy. To this end, a special interministerial task force
was established, comprising representatives of the key
ministries (education, labour, social policy, econom-
ics, higher education and science). Practitioners, re-
searchers and social partners were also invited to ac-
tively participate. 

The new strategy is intended to cover all levels and
aspects of education and training: from supporting
parents of small children to higher education and adult
learning. It will not replace the existing strategies for
higher education, youth policy, or continuing edu-
cation and training, but will determine common
guidelines and priorities on how to develop links be-
tween formal education, training and non-formal
learning. It will also introduce a learning outcomes
approach to the content, and evaluation, of educa-
tion and training. 

The lifelong learning strategy is intended to tack-
le the major challenges facing the Polish education
environment today, such as: low educational attain-
ment, particularly in the rural areas; high unemploy-
ment, especially of youth; the new requirements of
the knowledge-based economy; the rapid develop-
ment of higher education; and the weak potential of
non-formal education, including workplace learning.
Links between learning and practice, especially in work-
ing life, also need to be improved, and consistency be-
tween all fields and stages of learning (formal, non-
formal and informal) must be ensured. The strategy
will also focus on how to make the most of the de-

mographic boom of the 1970s and 80s. 
To achieve these goals, the national qualification

system needs to be updated so as to promote learn-
ing in the workplace and employer/SME participa-
tion in training – among other methods, by providing
financial incentives. School education, on the oth-
er hand, should take into account the new modu-
lar and competence-based qualifications. Special at-
tention needs to be devoted to key skills and prac-
tical training in general education; teaching meth-
ods need to be brought up to date; and more peo-
ple must gain access to career information, guid-
ance and counselling. 

The success of the strategy will depend on the co-
herence between countrywide and regional activities.
Polish realities mean that developing human resources
in rural and post-industrial areas must be given top
priority.

The lifelong learning strategy is in line with the
Country Development Strategy 2007-2015, the lat-
ter being the basis on which European Structural Funds
are distributed in Poland. The bulk of activities en-
visaged in the lifelong learning strategy will be co-fi-
nanced from the European Social Fund, within the
framework of the Operational Programme Human
Capital 2007-2013, currently under negotiation with
the European Commission. 

Source: El�bieta Majchrowicz (elzbieta_majchrowicz@aster.pl)
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A strategy that rises to the challenge of lifelong learning

The role of Tertiary Professional Schools
Tertiary professional schools (VOŠ), the

most recent addition to the Czech educa-
tional system, were established in 1996 to
succeed post-Maturita (i.e. post-secondary)
courses. These new schools aimed to pro-
vide non-university tertiary education – a
new concept in the Czech Republic at the
time of their introduction – and thus to of-
fer wider access to tertiary education at
ISCED 5b level. 

Though the length and level of study is
similar to Bachelor’s degree programmes,
tertiary professional schools do not award
academic degrees, focusing instead on
practice-oriented study. In fact, many of the
courses offered at this level are not avail-
able in any higher education institutions.
The greater accessibility offered by these
schools is also revealed by their locations:
they tend to be situated in areas lacking
higher education institutions. 

But the fact that tertiary professional
schools replaced post-Maturita courses
(i.e. upper post-secondary education lev-

el) resulted in a ‘schizophrenic’ position
which still persists. Though the schools are
classified as tertiary, they are regulated ac-
cording to principles governing upper sec-
ondary schools. To resolve this problem, and
strengthen the position of VOŠ, an ac-
creditation process needed to be put into
place. 

The new element: accreditation
An Accreditation Commission for Tertiary

Professional Education (AK VOV) duly be-
gan work in June 2005. Its task was to eval-
uate applications for the accreditation of
educational programmes in terms of con-
tent and expertise, and to inform the
Ministry of Education, Youth and Sports
(MŠMT) of its views. As the learning out-
comes of graduates should correspond to
skills required by future employers, the lev-
el of the programmes must be assessed in
terms of whether they deliver practice-ori-
ented education and whether they are like-
ly to lead to the success of their graduates
on the labour market.

From the very beginning, the members
of the Accreditation Commission had to
overcome various problems in how its
members, who were appointed from the
very different working environments of
VOŠ, companies and higher educational in-
stitutions, were to work together in teams.
In addition, there was the issue of agree-
ing on the respective competences of the
Accreditation Commission and the Ministry. 

The next steps
A conference of VOŠ representatives held

in November 2006 produced a document
summarising the requirements for the de-
velopment of this educational area. Among
other things, it appealed to government
representatives and other responsible bod-
ies to set up comparable conditions both
for the institutions and their students. To

achieve a better integration of VOŠ into the
tertiary education system in the Czech Re-
public, it is necessary to draft a new law
dealing with this level. Furthermore, the
conference document stated that VOŠ
degrees should become equivalent to
bachelor’s degrees so that VOŠ graduates
would no longer be at a disadvantage on
the labour market and could continue in
higher education. VOŠ students, as tertiary-
level students, should have access to all ben-
efits of the higher education sector –
something which is not yet the case. 

Source: Markéta Pražmová, Chair of AK VOV and of the VOŠ
Association 
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Accreditation to bolster tertiary professional schools 

Until now it has often been difficult for people switching from
vocational training at school to in-company training – or for those
who complete part of their training abroad – to obtain credit for their
achievements. But this is set to change. Just as credit points are used
to establish equivalence between university courses and make it eas-
ier for students to switch from one university to another, there is soon
to be a similar credit system for vocational training. As a first step,
over the next three years the German Federal Ministry of Education
and Research (BMBF) will be supporting the development and test-
ing of model credit systems in vocational training. 

For example, anyone who begins a preparatory course for a trade
or profession but starts training only at a later date could obtain
credits for skills already acquired and thus shorten the necessary
training time. Similarly, switching from one type of vocational train-
ing to another should be easier in future. What has been lack-
ing until now is a standard system for documenting and taking
account of learning achievements.

The BMBF pilot initiative is designed to ease the transition be-
tween preparatory courses and dual vocational training (in-com-
pany training combined with vocational education), between full-
time schooling and in-company training and between dual vo-
cational training and further education. It should also ease tran-
sitions within dual vocational training. The initiative should ulti-
mately produce a manageable point system, which takes account
of the different types of vocational training.

Training companies, training providers and trade and profes-
sional associations were given until June to tender for the design
and testing of model systems for the BMBF. In cooperation with
the Federal Institute for Vocational Education and Training
(BIBB), the BMBF will support the development of credit point-
based models over a three-year period.

Source: Federal Ministry of Education and Research (BMBF) press release, 10 April 2007
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Credit system put to the test 
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The Government has drawn up a National Development
Plan (1) with an investment of EUR 184 billion in the Irish
economy over the next seven years. While the emphasis
of the previous NDP was on expanding the economy and
employment and improving the physical and social in-
frastructure, this Plan aims to consolidate the progress
made.

It sets out five priority areas for investment: econom-
ic infrastructure, enterprise, science and innovation, hu-
man capital, social infrastructure and social inclusion. Re-
flecting the unprecedented economic success Ireland has
enjoyed, this Plan is almost completely funded from do-
mestic sources, with the EU contributing EUR 3 billion –
down from EUR 6 billion under the previous Plan. With
the State’s population projected to grow to more than 5
million by 2021, from 4.2 million at present, the plan as-
sumes an annual rise of 2-2.5 % in the labour force in the
next seven years after the number at work reached two
million in 2006. In line with the Lisbon Agenda, the over-
all policy objective is the development of the economy into
one that is knowledge-based, innovation-driven and in-
clusive. Labour market and education policies are, there-
fore, seen as playing a significant role.

Renewed emphasis on worker training and skills are
promised in the National Development Plan. Under Hu-
man Capital (Priority 3) for which spending EUR 25.8 bil-
lion is proposed, a total of EUR 2.8 billion will be invest-
ed in upskilling people in employment. The Sub-Programme
for Upskilling the Workforce has four themes: to improve
training for people in employment; provide new skills for
those affected by industrial restructuring; improve and en-
large the apprenticeship system; and provide progression
opportunities for school-leavers. Additional funding has
been provided for sectoral and other company training ini-

tiatives led by FÁS-Training and Employment Authority and
for business-led networks. 

Nearly EUR 4.9 billion will be spent on training and em-
ployment programmes to promote opportunities for a wide
range of disadvantaged groups – lone parents, people with
disabilities, travellers, ex-offenders and women. Incentives
will be created for older workers who wish to remain with-
in the workforce after age 65, and the scope for increasing
the number of part-time workers will be explored. 

Significant investment will continue for the higher ed-
ucation sector to increase participation and access. The
recent National Skills Strategy (see Cedefop Info 1/2007)
envisions nearly half of the workforce having third-level
qualifications from certificate to doctorate level by 2020,
while Ireland aims to double its PhD output by 2013. There
will also be a strong emphasis on curriculum reform and
professional development of teachers at all levels of ed-
ucation

Enterprise development will be directed towards build-
ing the management capability of owner/managers of mi-
cro-businesses through training and development mea-
sures, including mentoring programmes. Significant
training support will be provided to the tourism industry,
for which it is estimated that an additional 6 000 jobs will
be created annually for the next 10 years.

(1) National Development Plan 2007-2013: Transforming Ireland – A Better Quality of Life for All.
Dublin: Stationery Office, 2007. ISBN -0-7557 7490-6. 

Further information: www.ndp.ie/documents/ndp2007-2013/NDP-2007-2013-English.pdf

Source: FÁS 
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Seven-year plan to consolidate economic success

The National Strategic Reference Framework for Co-
hesion Policy 2007-2013 (NSRF), completed in March 2007,
is intended to govern the use of structural funds and the
Cohesion Fund resources for 2007-2013. The aim is to use
the resources provided by the funds in a way that con-
tributes to high rates of sustainable economic growth, full
and high-quality employment, and social cohesion. The
ultimate goal is convergence with the more developed
Member States of the European Union. 

The theme Human Resources and Social Cohesion is a
prominent feature of the NSRF, and will pursue the ob-
jectives of attracting and keeping more people on the
labour market; promoting and improving lifelong learn-
ing, mainly by reducing the number of young people opt-
ing out of the initial education and training system and
by setting up a National Qualifications Framework; im-
proving social cohesion and integration, primarily by pro-
viding more family care programmes to encourage more
women to join the labour market; and improving the ad-
ministrative capacity of the public sector. 

Further information: 
Irine Demetriou, Planning Officer A´, Directorate for Macroeconomic Policy, Research and Studies,
Planning Bureau, 29 Vironos Avenue, Nicosia.
Tel. (357-22) 60 28 79, fax (357-22) 66 68 10
idemetriou@planning.gov.cy
www.planning.gov.cy

Source: Human Resource Development Authority

CYPRUS

Cohesion policy aims 
for convergence

The progress made by the Netherlands in terms of the
Maastricht priorities (December 2004) was presented in
the publication Snapshot of the Dutch educational land-
scape, by Fleur Dinjens and Karel Visser and published by
CINOP in November 2006 (Social partners). They include,
among other issues, progress in the transparency and qual-
ity of vocational education, the funding of vocational ed-
ucation, the use of EU structural funds, vocational train-
ing for special target groups, etc. The information con-
tained in this publication, while not exhaustive, identifies
the main trends – some of which we highlight below. 

Competence-based education
The Maastricht priorities can be placed against a

background of a move to competence-based vocational
education. The aim is to bring education more in line with
the needs of employment. The qualification structure is
in the process of defining everything from exit qualifica-
tions to competence descriptions, while senior sec-
ondary vocational programmes, teaching methods and
strategies are also being redesigned. This change is
more readily apparent among the regional providers of se-
nior secondary vocational education. 

Associate Degree
To raise interest in the transition from senior secondary

vocational education (VBO) to higher professional education
(HBO), two-year higher professional education pro-
grammes have been introduced, with pilot programmes
starting in the 2006-2007 academic year. A new degree
is awarded upon completion of the programmes, the As-
sociate Degree (AD). The programmes include a minimum
of 120 credits within the ECTS (European Credit Transfer
System).

APL 
The interdepartmental project unit for Learning & Work-

ing (www.leren-werken.nl) set a goal to raise the num-
ber of dual pathways and the use of APL (assessment of
prior learning) (2). In November 2006, a quality code sup-
ported by the entire vocational and professional educa-

tion sector was agreed upon (3) (cf. separate article in this
issue). Many school dropouts in fact have a permanent job:
now these young people will be able to have their expe-
rience recognised. 

Governance and benchmarking
Educational institutions in senior secondary vocation-

al education and general adult education recently came
together to develop a governance code (4). They also pub-
lish a joint annual report about the sector’s perfor-
mance. In addition, the first steps have been taken towards
benchmarking institutions according to selected aspects,
focusing, for the first time, on ‘yield/early school leaving’
and ‘participant satisfaction’ (5).

Vocational route - investments
To stimulate the route from vocational to higher edu-

cation, a subsidy system open to all vocational schools went
into effect a few years ago; it later (2006) merged with
other subsidies. All funds related to senior secondary vo-
cational education have been put into an ‘innovation box’
whence all vocational schools can draw. This change re-
veals the conviction that innovation must occur through-
out vocational education and that educational institutions
must be able to set their own priorities to achieve it. Funds
from the innovation box are added to the lump sum bud-
get of senior secondary vocational schools. In 2006, this
involved tens of millions of Euro.

Learning and working
Almost 230 million Euro have been made available to

launch new projects combining learning and working over
the next two years. This amount only pertains to projects
that come under the previously mentioned interdepart-
mental Learning & Working Project Management.

Early school leaving
The first priority of the Dutch Ministry of Education is

to reduce early school leaving rates: the additional annual
resources are to increase from 81 million Euro in 2006 to
nearly 270 million Euro in 2009. The target is to cut the

dropout number in half by 2010 (using 2002 as an index).
The Ministry’s Action Plan on Early School Leaving,
launched as a policy paper in April 2006, has since become
a bill. Of the ten measures at the core of this report, the
most striking is the conversion of the partial school at-
tendance requirement for 16-year-olds to a full require-
ment (a qualification requirement) extended to 18 years.
In addition, a learning/working obligation is being proposed
for 18-23 year-olds. Young adults who lack a basic qual-
ification and show no willingness to work will be made
to choose between work, training, education or care. This
gives local authorities an instrument to help them prevent
social exclusion.

Professions in Education Act
The Professions in Education Act, a framework act that

regulates and coordinates various matters having to do
with the teaching profession, took effect on 1 August
2006. The act aims to better safeguard the quality of ed-
ucational personnel and to ensure that they continue to
satisfy minimum quality requirements.

Variable pay project
The MBO Council (Netherlands Association of VET

Colleges (6)) is formulating a policy for pay differentia-
tion within its sector. The Variable Pay Project was
started for this purpose. Seven institutions are develop-
ing a step-by-step plan and procedure for the broad
implementation of pay differentiation. Results are ex-
pected in 2007.

(1) www.cinop.nl/expertisecentrum/docs/pdf/A00369.pdf 
(2) www.leren-werken.nl/html/documenten/ReinforcingLearning&Working.pdf 
(3) www.kenniscentrum-evc.nl 
(4) www.mboraad.nl/web/show/id=229693 – only in Dutch
(5) www.mboraad.nl/web/show/id=274168 – only in Dutch
(6) www.mboraad.nl

Source : ReferNet Netherlands – www.cinop.nl/refernet 
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Taking a snapshot of the Dutch educational landscape 
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Work on setting up a National Qualifi-
cations Framework in Malta has been pro-
gressing steadily since October 2005, when
the Government of Malta published legis-
lation to set up the Malta Qualifications
Council (MQC) and to define the qualifi-
cation and competence levels for a national
qualifications framework. Qualifications
and competence levels were based on the
proposed levels in the European Qualifica-
tions Framework for lifelong learning. 

The goals of the Malta Qualifications
Council are to steer the development of the
National Qualifications Framework and
to oversee training and certification lead-
ing to qualifications within the Framework
that is not already covered at compulsory
education institutions or degree awarding
bodies. The MQC’s remit is also to estab-
lish and maintain a framework for devel-
oping, accrediting and awarding profes-
sional and vocational qualifications, other
than degrees, based on standards of
knowledge, skills, competences and atti-
tudes to be acquired by learners; to pro-
mote access to lifelong learning; and to fos-
ter the recognition abroad of vocational cer-
tificates awarded in Malta.

The idea of using the proposed levels of
the EQF as guidelines for the design of a
national qualifications framework is in re-
sponse to a clear need: that of equipping
learners with a basis on which to achieve
higher educational attainment, and thus
opening pathways to learning from pre-
school to post-retirement age. The levels
identified in the Maltese legislation are in
direct response to the Lisbon objectives. The
importance of integrating education and
training with occupational standards in the
labour market also needs to be taken into
account in setting up the NQF. Moreover,
the eight-level guidelines will allow indi-
viduals to see how education can strength-
en their own prospects. 

In parallel to these objectives lies the in-
creasing need for industry to actively par-
ticipate in the design, provision, monitor-
ing and evaluation of VET qualifications.
The NQF levels will help businesses remain
competitive and attractive; after all, qual-
ifications help create learning organisations.

Both industry and trade unions will need
to cooperate in innovative ways in order to
identify and mobilise skills and compe-
tences, and to encourage vocational de-
velopment for all employees. 

The role of the MQC is to act as broker
between training providers, trade unions
and industry. One of its goals will be to en-
sure that VET qualifications are governed by
internationally recognised occupational
standards. It is the task of the MQC to en-
sure that VET qualifications represent de-
tailed acquisition of knowledge, skills and
competences at all levels and that such qual-
ifications are relevant to the present and fu-
ture prospects of Malta’s economic growth. 

In November 2006, the Minister of Edu-
cation, Youth and Employment launched, on
behalf of the MQC, a consultation process
on a proposed National Qualifications
Framework, which officially ended in April
2007. The framework is to be presented to
all stakeholders within 2007. In May 2007,
the Malta Qualifications Council published
a set of 4 working documents on:
• Malta’s National Qualifications Frame-
work (based on the EQF); 
• Guidelines for the a VET System for Mal-
ta’s NQF; 
• a Quality Assurance Policy for VET
within the NQF and
• Level Descriptors for Key Competences
for Levels 1 to 3 in the NQF. 

All documents will be available on the
MQC website, www.mqc.gov.mt 

MQC represents Malta on the EQF Im-
plementation Preparatory Group and the
ENQA-VET Group. MQC is currently also
leading a Leonardo da Vinci project enti-
tled EQF-FRAME which aims at testing the
EQF in the sector of tourism studies, and
is partner in another LdV project on Qual-
ifications in the security personnel profes-
sion with a leading private security company
in Lithuania. 

Further information: Dr James Calleja A/Chief Executive Officer of the
Malta Qualifications Council. james.j.calleja@gov.mt or
info@mqc.gov.mt 
The Legal Notice establishing the MQC and the
Qualifications/competences level can be accessed from www.gov.mt,
Department of Information – Acts, Bills, Legal Notices – Legal Notice
347/2005

Source: ReferNet 
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Progress in establishing NQF continues at a
steady pace 

A recent bill has issued a clear message
to the management boards and adminis-
trators of the 120 Danish vocational
schools: the dropout rate must be lowered.

All VET schools will have to develop ac-
tion plans (similar to development plans in
universities) setting out concrete ways of
reducing the dropout rate. These plans will
be published and evaluated annually.
Benchmarking will be carried out to secure
the dissemination of good practice. The
boards of the VET schools will submit their
action plans to the Ministry of Education
for evaluation. If the contents of the action
plans are judged to be insufficient, the Min-
istry will work out a new plan in collabo-
ration with the school in question. 

The Bill also offers VET schools new tools
that will help them deal with pupils who

fall behind. Adult support will be boosted,
with the introduction of mentors, contact
teachers and psychological guidance. Ear-
ly ‘outreach’ guidance will intervene in
problem cases and offer pupils alternative
options, such as basic vocational pro-
grammes that are strongly related to prac-
tice, more industrial placements, and the
opportunity of attending shorter education
programmes. The target is to ensure that
95 % of all pupils complete the vocation-
al education which the schools set out to
deliver. 

Further information: Niels Glahn, tel. (45) 3392 5699

Source: ReferNet 
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New bill aims to lower dropout rate in VET
schools 

Over the past few years, the Institute for
Basic and Continuing Education of Health
Workers, ETI (1) – a Ministry of Health in-
stitution which coordinates secondary lev-
el VET and provides continuing training for
the health sector– has taken an active role
in reforming vocational education and
training in Hungary.

The Government of Hungary has de-
veloped a Strategy for the Development of
Vocational Education and Training in order
to improve vocational qualifications. As
shown by the adoption of Government De-
cree 1057/2005 (V.31.), the reform process
has come to concentrate on adapting
methods that have been successful in
other EU Member States, on bringing
VET in line with labour market demands,
and on improving access to VET.

Following the publication of this decree
and a request from the Ministry for Health,
the ETI prepared a labour market analysis
of qualifications in the health sector in 2003
that became the cornerstone of subsequent
developments, in line with the national pol-
icy objectives in vocational training.

Two decrees published in 2006 togeth-
er defined the new modular structure of vo-
cational qualifications: the Minister of Ed-
ucation Decree on the new National Qual-
ifications Register, the OKJ (1/2006 (II.17.))
and the Minister of Social Affairs and
Labour Decree 1/2006 (VII.5.) governing for-
mal requirements for vocational examina-
tions. The draft requirements correspond-

ing to this new structure were developed
by the National Institute of Vocational and
Adult Education and sent to the responsi-
ble ministries. The Ministry of Health then
commissioned the ETI to organise the val-
idation process for health qualifications.

The process of validating a total of 72
qualifications in the health sector began at
the end of 2006 by coaching the respon-
sible experts in the methods and procedures
to be applied. The expert groups for each
qualification – teaching experts, profes-
sionals and ETI developers – conducted the
validation process in early February. In par-
allel, draft vocational and examination
requirements were sent to related profes-
sional associations for review.

The validation exercise ended with a con-
ference organised at ETI on 26 February
2007. Final drafts of the vocational and ex-
amination requirements were then sent to
the Ministry. But the process of developing
qualifications is not over yet: only after out-
come requirements have been approved
can the development of new framework
curricula for qualifications begin.

(1) ETI: Egészségügy Szakképző és Továbbképző Intézet, a member of the
national ReferNet consortium.
Further information: 
Ms Nóra Szabó, ETI
www.eti.hu/ 
szabo.nora@eti.hu
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Developing qualifications 
in the health sector 

The change of government in Italy has
brought some reversals to the changes in
the education system that had been in-
troduced by the so-called ‘Moratti Reform’
(named after then Minister of Education
Letizia Moratti) of 2003. That reform had
replaced technical and professional high
schools with technological and economic
licei. Under the new measures, licei focusing
on humanities, sciences, music, arts and
languages will be maintained, starting
from academic year 2009-2010; but oth-
er subjects will be once again be covered
by the technical and professional high
schools.  

These and other changes were intro-
duced by a new Act (1) enforcing a decree
on Urgent measures for the protection of
consumers, the promotion of competition,
the development of new economic activ-
ities and the start of new enterprises, ap-
proved on 30 March 2007 and comprising
measures on technical and vocational
training and for the improvement of
school autonomy. 

But the proposed changes go further.
Minister of Education Giuseppe Fioroni is
planning a large-scale revision of the entire
national VET system. The most significant
of these changes concern high schools and
the related changes in curricula and timeta-
bles; the so-called ‘post-diploma pillars’; and
the issue of financial support to schools. The
Ministry will also tackle the issue of school
dropout and the upgrading of technical and
vocational training. 

The new law provides for twelve years’
compulsory education: students must at-

tend school until age sixteen, after which
they can choose between several options
for another two years, whether in school,
or in training or a combination of the two.
The principle underlying these options is
that all citizens have both a right to and a
duty of education and training. 

The Act represents the Government’s
commitment to three related goals: to pro-
vide enterprises with skills that are not read-
ily available in today’s labour market; to low-
er the age of those entering the labour mar-
ket; and to raise the level of vocational train-
ing so that high-level skills are not only
achieved in university education. 

Under the new rules, schools will be al-
lowed to receive financial contributions
from the private sector in order to stimu-
late the technological innovation, to im-
prove school buildings and facilities, and to
improve training provision. 

Meanwhile, the Regions are to contin-
ue to organise training courses, but with-
in a national framework and national
standards of certification, in order to avoid
fragmentation in the field of vocational
training. 

Law No 40 of 2 April 2007 ‘Conversion into law, with amendments’, of
decree No 7 of 31 January, setting out urgent measures for the
protection of consumers, the promotion of competition, the
development of new economic activities and the start of new
enterprises’ (published in the Official Journal of the Italian Republic No
77, 2 April 2007, Ordinary Supplement No 91)

Further information: www.pubblica.istruzione.it/

Source: Monia De Angelis – ISFOL, ReferNet Italy
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Vocational education to be revamped
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The new law modernising the civ-
il service, published on 6 February
2007 in France’s Official Journal, aims
to improve civil service careers
through the introduction of training
measures. 

The new law brings the legislation
applicable to civil servants into line
with that of private sector employ-
ees without changing the nature of
the civil service itself. It is based on
agreements concerning social welfare
and on the civil service staff regula-
tions signed in January 2006 by
three out of the seven trade unions,
and on a training agreement signed
in November 2006 by the CFDT
[French democratic trade union con-
federation], the CFTC [French Chris-
tian workers trade union confeder-
ation] and the CFE-CGC [French
Managers’ Confederation]. 

The training provisions of this
law will enter into force upon pub-
lication of the decree concerning the
individual right to training (known as
DIF) and the professionalisation pe-
riod, on 1 July 2007 at the latest.
Christian Jacob, the Minister for
the Civil Service, announced on 31
January that the decree would be
published before the beginning of
May. 

This marks the official arrival of
lifelong learning into the civil service.
Civil servants will now be able to take
leave for the ‘bilan de competences’
skills assessment (the aim being to

obtain recognition of their experi-
ence), for professionalisation periods
involving placement training, and for
DIF, all on the employees’ initiative in
agreement with their managers.
Under the DIF, training courses may
be followed entirely or partially out-
side of working hours. Where this
happens, employees will receive a
training allowance.

Finally, the law states that non-civ-
il servants may also take part in the
training measures if they are in-
volved in civil service work or are
preparing for a competition to join
the civil service. Completed training
courses can be recognised in lieu of
a competitive exam, or for internal
promotion.

In addition, a law on training in
the regional civil service was  passed
on 21 February 2007, granting re-
gional civil servants an individual right
to training, the right to leave in or-
der to obtain recognition of their ex-
perience, and leave for skills as-
sessment.

Source: INFFO Centre publications: ‘Quotidien de la
formation’, INFFO Flash and the Practical information sheets
on continuing education.
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Training reforms extend to 
civil service

On 11 April this year, the Boletín Oficial
del Estado published a Royal Decree reg-
ulating the subsystem of vocational train-
ing for employment. This new subsystem
integrates two forms of training which had
hitherto operated separately: occupation-
al training aimed at unemployed people,
and in-service training aimed at those al-
ready in employment. 

A longer working life and lifelong
learning make it necessary to formulate
a vision that integrates training and em-
ployment, and which is adapted to the re-
alities of the labour market. The barriers
between the employed and the unem-
ployed need to be broken down so that
full employment and social cohesion,
the objectives set in the Lisbon Strategy,
can be achieved. But having an integrat-
ed approach does not exclude offering dif-
ferent products to suit different training
needs.

The Royal Decree includes a training
model for employment which emphasis-
es the need to take regional autonomy
into account when introducing training in
sectoral collective bargaining: a reference
framework must be created at State and
autonomous region level as well as for sec-

tors and companies. The proposed train-
ing model thus respects the administrative
powers of the Autonomous Communities
and further strengthens cooperation be-
tween the Autonomous Governments
and the national authorities. 

Furthermore, the Royal Decree seeks
to boost training standards and improve
assessment so that investment in train-
ing in Spain can best respond to the cur-
rent pace of economic change. The aim
is for Spanish workers to keep their skills
up to date and for Spanish companies to
remain competitive. Ultimately, the goal
is to reduce the gap between Spanish in-
vestment in training and the European av-
erage.

Training initiatives
The subsystem for employment in-

cludes the following training initiatives:
• Demand-based training: this includes
companies’ training measures and indi-
vidual training leave. The latter is wholly
or partially financed from public funds and
is intended to meet the needs stated by
companies and by their workers.
• Supply-based training: this covers
training plans aimed at employed as well

as unemployed people. The goal is to pro-
vide both groups with skills that will allow
them access to better jobs and to em-
ployment.
• Alternance training: this comprises
measures under training contracts and
public employment/training programmes
that enable employees to combine train-
ing with workplace experience.

Support for small and medium-sized
businesses

Companies will be credited with an an-
nual sum for worker training to totally or
partially offset the cost of training un-
dertaken. The demand-based training
system meets the needs of companies and
workers and delivers help directly to the
users. Training planned and managed by
companies can be financed by applying al-
lowances to Social Security contribu-
tions.

Proposed budget
The budget for the new model comes

to EUR 2 235 875 000, of which 81% from
take-up of the vocational training contri-
bution and the remaining 19% from sub-
sidies from the European Social Fund.

It is estimated that the number of
companies running training initiatives
will rise from 88 900 in 2006 to 303 500
in 2010 and that the number of workers
receiving training will go up from 1 146
600 in 2006 to 2 224 187, i.e. more than
four percentage points higher than the fig-
ure set in the Lisbon Strategy. Furthermore,
in 130 000 companies the increase will be
concentrated on the smallest sections,
leading to many more small and medium-
sized businesses taking part in the train-
ing system than today.

Source: Servicio Público de Empleo Estatal [Public State Employment
Service], INEM [National Institute for Employment]; BOE [Official State
Gazette] 11 April 2007

SPAIN 

Bringing together employment-focused training 

Greece is making efforts to improve techni-
cal vocational education and training at upper
secondary level. Starting from the current
school year (2006-2007) technical vocational ed-
ucation and training is provided by Vocation-
al Lyceums (Επαγγελματικά Λύκεια, EPAL) and
Vocational Schools (Επαγγελματικές Σχολές,
EPAS) which will gradually replace the present
Technical Vocational Schools (Τεχνικά Επαγ-
γελματικά Εκπαιδευτήρια, TEE). EPAL will pro-
vide a wider spectrum of education and train-
ing than EPAS.

Pursuant to law 3475/2006 on the ‘Organi-
sation and operation of secondary vocational ed-
ucation and training and other regulations’, sec-
ondary vocational education aims at combining
general education with technical vocational
skills. In particular, it aims to:
• develop students’ skills, initiative, creativity and
critical thinking,
• convey the necessary technical-vocational
knowledge and develop relevant skills,
• provide students with the knowledge and skills
that will allow them to continue their studies at
subsequent educational levels.

Attendance at EPAL lasts three years. The cur-
riculum includes general education subjects
along with technical ones and laboratory prac-
tice. For the first year, all students in the four cy-
cles (Technological, Services, Naval and Marine)
study the same subjects. The second year  is di-
vided into eleven professional fields, with gen-
eral education subjects for all as well as specialised
subject for each field. The third year offers
eighteen specialities. The curriculum comprises
general education subjects and subjects relevant
to specialities. Attendance for general subjects,

cycle subjects, field and speciality subjects is oblig-
atory.

EPAL graduates are awarded a Vocational
Lyceum Certificate and a diploma ISCED level 3
and graduates are entitled to:
• become licensed practitioners of a recognised
profession,
• continue their studies in Universities (Ανώτατα
Εκπαιδευτικά Ιδρύματα, AEI) and Technological Ed-
ucation Institutes (Τεχνολογικά Εκπαιδευτικά
Ιδρύματα, TEI),
• enrol in post-secondary Vocational Training In-
stitutes (Ινστιτούτα Επαγγελματικής Κατάρτισης,
IEK) in specialities relevant to their diplomas.

As far as EPAS are concerned, studies last for
two years and comprise two classes further di-
vided into thirty-three specialities, including: In-
terior Design, Refrigeration, Ventilation and Air
Conditioning Technicians, Assistant Dental Tech-
nician, and Culinary Art. The subject matter cov-
ers technical subjects as well as laboratory prac-
tice. 

Students who successfully complete their
studies are admitted to the first grade of upper
secondary schools (Ενιαίο Λύκειο), EPAL, or the
first cycle of TEE. EPAS graduates are awarded a
diploma at ISCED level 3, which enables them to
get a licence to practice a profession or enrol in
a post-secondary institution (IEK).

Source: OEEK 

GREECE 

A new law promotes the technical 
side of VET 

VET policy
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In June 2005, as part of the Social Cohesion Plan, Jean-
Louis Borloo, the Minister for Employment, Social Cohe-
sion and Housing, asked the Chairman of the Supervisory
Board of Schneider Electric, Henri Lachmann, to run a cam-
paign promoting apprenticeships. Since then, 1 300 com-
panies have come forward to sign the Apprenticeship Char-
ter(1).

Under the terms of that Charter, companies in the
CAC 40 index and major public enterprises agreed to in-
crease the number of their apprentices by 20 % over two
years. A detailed stocktaking exercise was carried out at
the end of 2006 with the 34 CAC 40 companies and the
three public enterprises that were the first to sign the Char-
ter in 2005. Between 2005 and 2006, the number of ap-
prentices grew by an average of 36 % in the CAC 40 com-
panies and 31 % in the public firms, which translates into
an increase of some 10 000 apprentices(2). ‘The 36 % in-
crease illustrates the strong commitment by big business
to promoting apprenticeships. Now we must sustain and
step up our efforts to make all companies, young people,
their families and the various stakeholders in the educa-
tion system aware of the value of this mode of training’,
said Henri Lachmann.

Despite this concerted effort, however, recruitment prob-
lems persist (especially with CAP-BEP level, i.e. vocation-
al certificates and vocational proficiency certificates) for
trades in industry, construction, public works and tourism,
and for certain catering jobs. These difficulties are linked
the  persisting negative image of this mode of training,
a mismatch between supply and demand, uneven geo-
graphical distribution of the apprenticeship training cen-
tres known as CFAs, excessive red tape - which discour-
ages small companies - and a system for funding ap-
prenticeships that is considered too opaque.

The apprenticeship promotion campaign made four pro-
posals for 2007. Career guidance needs to be reformed,

with more focused and rationalised information that re-
volves around the trades. Career advisors need more in-
formation and more initial training, bringing them clos-
er to the real world of work. The apprenticeship tax must
be reserved exclusively for apprenticeships; at present near-
ly half of its proceeds go to training establishments that
are not CFAs, i.e. to secondary schools, technical colleges,
universities and the ‘grandes écoles’. Resources set aside
for apprenticeship should also be increased and tax col-
lection simplified by making the tax itself simpler and more
transparent. More apprenticeship training should be
made available, particularly in the relevant sections of vo-
cational schools and CFAs. Finally, administrative formal-
ities and signing of placement contracts (apprenticeship
contracts and professionalisation contracts) should be sim-
plified and automated. A complete package must be of-
fered to companies by creating one single ‘apprenticeship
account’ for each firm, to be managed online.

(1) Pages on the Apprenticeship Charter on the website of the Institut de l’Entreprise, a business
think-tank:
www.chartedelapprentissage.com
(2) Press release of 11 January 2007 ‘Développement de l’apprentissage: quatre nouvelles actions
en 2007 [Development of apprenticeships: four new measures for 2007]’.
www.travail.gouv.fr/actualite-presse/communiques/developpement-apprentissage-quatre-
nouvelles-actions-2007-4141.html
INFFO Flash, No 698, 16-31 March 2007, dossier «Nouvelles initiatives pour développer
l’apprentissage [new initiatives to develop apprenticeships]», pp. 17-22.

Source: Stéphane Héroult, based on the site www.travail.gouv.fr/ and the INFFO Flash review
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Developing apprenticeships: proposals for action 

The National Institute of Vocational Education (NIVE)
recently completed a study concerning a network of re-
gional examination centres. The aim of the study was to
work out what such a network could offer under current
conditions and in what ways it could best operate.

This project was first put forward in the education pol-
icy objectives defined in Government Decree 1057/2005
(V.31.) on measures necessary for the implementation of
a development strategy for vocational training. Accord-
ing to this decree, a new system of vocational examina-
tions should be established, recognising prior knowledge
and ensuring that formal qualifications (awarded upon
passing vocational examinations) mirror acquired knowl-
edge. 

The NIVE project conducted research on how best to
establish a  regional network of examination centres by
looking into the expected economic development in Hun-
gary and the European Union; experience gained from re-
forms with comparable objectives in other EU Member
States; statistical data and analysis of vocational exami-
nations in Hungary between 2000-2005; and contribu-
tions on how to improve and develop the current exam-
ination system from all parties involved in running voca-
tional examinations.

Stakeholder groups prepared studies which were
brought together in a comparative analysis, while a se-
ries of workshops focused on devising alternative
schemes. Three possible models for organising the vo-
cational examination were defined: 
• a directly state-managed, decentralised system, 
• an indirectly state-managed, decentralised system, and
• a social partnership model operating with state su-
pervision and participation.

Within each of these models, a National Examination
Centre (NEC) and Regional Examination Centres (RECs)
would be established as state institutions, the NEC op-
erating in each as a methodological and administrative cen-
tre and possibly performing additional functions (coor-
dination, tendering and/or quality assurance). The RECs
would organise examinations and provide counselling. Vo-
cational examinations would be conducted at accredited
places of examination before accredited examination
boards. In the social partnership model, the state would
delegate certain functions to the social partners. 

The findings of the research project, to be published
by NIVE, are expected to provide a launch pad for wider
social debate on the issue of evaluating vocational train-
ing in Hungary. 

Further information:  
Dr. Éva Hideg, research supervisor
eva.hideg@uni-corvinus.hu, www.nive.hu 

Source: ReferNet
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HUNGARY 

Creating a network 
of regional examination 
centres 

New  organisations and programmes

Learn-on-line, the portal for distance
training in Belgium, is an initiative of the
Walloon Region and French-speaking Com-
munity, with the financial support of the Eu-
ropean Social Fund, in partnership with the
Walloon Telecommunications Agency
(AWT), FOREM, the French-speaking Com-
munity’s Distance Education programme
(EAD), and Technifutur et Technofutur, co-
ordinated by the Telematic Education Sup-

port Laboratory (LabSET) of the University
of Liège.

Learn-on-line aims to:
• stimulate interest in online training
among the various target groups; 
• enhance the visibility of the supply of on-
line training in Belgium;
• promote the use of online training; 
• improve the quality of existing measures; 
• set up an e-learning community.

To achieve these objectives, the portal is
currently offering:
• a list of online training courses in French-
speaking Belgium (over 200 courses);
• a portfolio of resources aimed at private
individuals, undertakings and training bod-
ies;
• a ‘news’ section and a newsletter;
• workshops to raise awareness of e-learn-
ing;

• forums for exchanges and pooling ex-
perience.

Further information: Sigrid Dieu, Department of International Relations,
FOREM, Sigrid.dieu@forem.be

Source: www.learn-on-line.be/index.php
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Learn-on-line: a new portal brings training within arm’s reach 
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VET quality - certification systems

On 14 November 2006, on the occasion
of the 6th national APL conference in Rot-
terdam, all parties involved signed a
covenant introducing a new quality code
for the accreditation of prior learning
(APL). 

Employers and APL providers both con-
tributed to this code, which was compiled
by the Dutch Knowledge Centre APL.
The code, which is based on the European
common principles for the validation of
non-formal and Informal learning and
prevailing methods of accreditation, enables
all actors in the Netherlands to improve the
quality of accreditation. In addition, it serves
the purposes of accreditation in three
ways: it helps make APL more accessible,
it ensures transparency by making it pos-
sible to compare different procedures,
and  constitutes a standard for the entire
education system.  

Further information: www.kenniscentrumevc.nl/

Source: ReferNet Netherlands www.cinop.nl/refernet 

NETHERLANDS

Introducing a quality
code for accredita-
tion of prior learning 

Work organisation is a decisive factor in job quality: or-
ganisational innovations are as important as innovations
in products and processes. But companies need to see ev-
idence of this before they can be persuaded. At the mo-
ment, twelve Belgian companies are testing ways of or-
ganising tasks more efficiently at the workplace by
adapting them to employees’ abilities.

At the beginning of 2006, EUR 750 000 from the ESF
(European Social Fund) were earmarked for co-financing
pilot projects on innovative work organisation. These pro-
jects cover the period from September 2006 to the end
of 2007 and involve a range of companies: profit-mak-
ing and non-for-profit organisations, manufacturing and
services firms, large companies and SMEs.

Though all projects aim to improve job quality, their
methods vary considerably. These may involve:
• gathering and communicating skills acquired on the
job;
• creating more possibilities for self-supervision and for
less hierarchy;
• investing in employees’ language and communication
skills; 
• equipping workers to perform different tasks;
• providing tutors to supervise new workers.

The project is monitored by a working group made up
of researchers, social partners, authorities, health and safe-
ty services and industrial associations. A forum is to be set

up in which all the parties concerned can exchange views.
The closing meeting is scheduled for 2008, which will in-
clude the presentation of a ‘toolbox’, i.e. a manual to make
it possible for other companies to use the instruments de-
veloped in the pilot projects. 

Further information: Reinald Van Weydeveldt, VDAB, national coordinator of ReferNet,
reinald.van.weydeveldt@vdab.be

Source: Office of the Flemish Minister of Education and Employment, www.vdab.be
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Innovative companies adapt to employees’ abilities 

Special target groups

The Flemish Public Employment Service
(VDAB) is currently assessing the literacy lev-
els of Flemish job-seekers. Those who are
found to lack important basic skills will be
brought into contact with their local Cen-
tre for Basic Education. 

This is laid down in the agreement
signed by the Federation of Centres for Ba-
sic Education (CBE), the Flemish Support
Centre for Basic Education (VOCB) and the
VDAB. This year the VDAB expects to re-
fer 4 000 jobseekers with very low levels
of literacy to the Centre for Basic Educa-
tion.

In order to efficiently counsel job-seek-
ers, the VDAB needs to know very quickly
whether there is a literacy problem. To this
end it has developed a so-called ‘quick scan’
for illiteracy, a test which is has already been
used in several areas and is about to be ex-
tended to the whole of Flanders. 

As the VDAB brings the functionally il-
literate into contact with the Centres for
Basic Education for training, so too do the
29 centres for basic education bring peo-
ple on literacy courses into contact with the
VDAB. One striking fact is that 21 out of
the 22 professional sectors have already
made a commitment to improve literacy,
and twelve of these have already imple-
mented literacy programmes. These may
consist of promoting basic ICT skills, ac-
quiring or increasing functional skills such
as communication, applied ICT skills, ba-
sic technology and maths, or more general
remedial education,  including arithmetic
and language.

Further information: Reinald Van Weydeveldt, VDAB, National
Coordinator of ReferNet, reinald.van.weydeveldt@vdab.be

www.vdab.be

BELGIUM

Stakeholders join forces against 
functional illiteracy 

From now on a single centralised web-
site will cover all Belgian employment
measures: www.aandeslag.be/ (in Flemish)
- www.autravail.be/ (in French)

The new site presents all available em-
ployment measures (including federal
measures) and corresponding training
measures for employers and employees. As
a practical tool for both employers and em-
ployees, it can also be integrated into oth-
er websites, something which has already
happened on the VDAB site. Jobseekers
and employers are thus able to quickly find
the measures that suit them.

One of the main objectives of this
website is to make it more attractive to re-
cruit older workers. There are several
ways to do this. Employers are encouraged,
via Jobkanaal, to reserve vacancies for risk
groups and hence also for older workers.
Jobkanaal attracts attention to the mea-

sures to lower the salary costs aimed at
these groups. Meanwhile, the VDAB has
set up special clubs for the over-50s
where older job-seekers are given personal
support in their quest to find work. Here,
too, special attention is paid to the financial
benefits for potential employers of taking
on older (50+) employees. In the context
of compulsory employment and out-
placement units for employees over the
age of 45, each jobseeker must be able to
benefit from these measures in the form
of a standard package.

Further information: Reinald Van Weydeveldt, VDAB, National
Coordinator for ReferNet, reinald.van.weydeveldt@vdab.be

Source: Cabinet of the Flemish Ministry of Education and Employment;
www.vdab.be
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Centralised employment website helps
recruit older workers

In 1996, when the Phare project intro-
duced Estonia to the possibilities of im-
plementing the ISO 9000 standard in vo-
cational training, the INNOVE Foundation
decided to initiate quality management in
Estonian vocational schools. In this effort,
Estonia was also able to benefit from the
Irish experience in quality improvement.

The issue of quality has gained more at-
tention in the years since 2003, when IN-
NOVE first set up a quality competition for
vocational schools. The aim of the Quali-
ty Award for Estonian Vocational Educa-
tional Institutions is to improve the level of
education and management in vocation-
al schools by introducing the principles and
methods of professional self-evaluation,
promoting best practices, improving the im-
age of vocational education and recognising
the best schools.  In the first year there were
9 participants; as it was a pilot project, no
prizes were awarded. But this changed in
subsequent years: in 2005, the title of the
best school was awarded to Türi Technical
and Rural Economy School; in 2006, Võru
County Vocational Training Centre won the
competition.

The competition has already become
firmly entrenched. Already, there is a new
generation of ‘high-quality schools’ who
have competed successfully and who ap-
ply quality management principles in their
everyday work. The organisers now hope
to turn the event itself into a mark of qual-
ity, showcasing a school’s pursuit of per-
fection.

Clearly, good results cannot be achieved
in a day, nor are management efforts al-
ways sufficient to ensure improvement.
Achieving better quality takes time and ded-
ication from the entire school. The ability
to plan and honesty are both necessary fac-
tors for a fair self-evaluation: the schools
prepare a thorough self-assessment for the
competition and receive expert feedback
on their strengths, but also on the aspects
where there is room for improvement. The
main thrust of this holistic quality man-
agement is to create a customer-friendly en-
vironment. Thus, indicators such as coop-
eration between VET institutions and en-
terprises, employment of graduates, level
of professional skills and loyalty to the cho-
sen profession are considered particularly

important in the self-assessment reports.
The Quality Award for Estonian Voca-

tional Education competition is organised
as part of the ESF project Development of
quality assurance in VET institutions through
organisation of quality related training and
development of internal assessment systems
which began in August 2005. Besides the
competition, the project includes a survey
of quality awareness conducted among the
heads of vocational schools and their em-
ployees and students, thorough skills train-
ing for 25 quality managers, and study ses-
sions for vocational teachers. Materials  for
performing self-assessment are also being
prepared in the course of the project. In ad-
dition, a quality mark for VET institutions
is now being devised.

Further information: INNOVE, www.innove.ee/seirekeskus

Source: Kaidi Holm, Project Manager

ESTONIA 

Competition improves quality in VET schools
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A new publication (1) maps out the early school-leav-
ing and dropout problem confronting six cities (Amster-
dam, Antwerp, Dordrecht, Hamburg, Leeds and Utrecht),
in four countries - the Netherlands, Belgium, Germany and
the UK. The authors of these ‘city portraits’ outline the lo-
cal approaches taken to deal with early school leav-
ing/dropout rate. These are some of their conclusions: 

System versus individual focus 
In looking at how cities try to reduce school leaving

rates, the authors identify two approaches. The first is a
systems approach, focusing primarily on the education
system and its effectiveness. The second approach focuses
on the social circumstances (family, peer group etc.) of
the individual school leaver/dropout (or potential school
leaver/dropout). The measures taken by the cities stud-
ied can tentatively be placed on a continuum between
two approaches: 

Hamburg and the Dutch cities take a more system-ori-
ented approach, while Antwerp and Leeds focus on the
individual. So which issues are addressed or ignored when
one of these approaches is selected? 

Optimum mix
In general, the two approaches are often seen as com-

plementary, with both having particular weaknesses
when used alone. For instance, the programmes offered
as part of the system-oriented approach do not suffi-
ciently take the heterogeneity of the school population
into consideration. As a result, the school as an insti-
tution is not a subject of the debate. On the other hand,
the weakness of a more demand-driven approach is that
support and guidance facilities are only maintained when
they meet explicit or latent needs. Thus, programmes
tend to fluctuate according to changes in demand. More-
over, available funds will always be insufficient to con-
tinue to reduce rates of early school leaving, making dif-
ficult choices inevitable. The objective should be to es-
tablish an optimum mix of measures from both ap-
proaches. But their ‘complementarity’ is not without
problems: the two approaches do not necessarily work
well together.

Future approach?
The wide range of approaches taken in addressing ear-

ly school leaving and dropout presented in the city portraits
show that this issue is clearly on the map. In fact, quite a
few of the initiatives taken involve new ways of thinking,
indirectly revealing the failure of previous efforts. But, ad-
mirable though these new approaches are, they beg a ques-
tion: why now? Are the Lisbon objectives laid down in 2000
compelling those involved to achieve better results? Are peo-
ple now realising that national frameworks to optimise the
educational careers of young people will be ineffective if,
at the local level, the ‘war on school leaving and dropout’
is not succeeding? Have policy makers and practitioners over-
estimated their ability to change schools – or more pertinently,
to shape individuals in accordance with social and economic
objectives? Will social integration and safety – hot items in
current European political discourse – really benefit from well-
trained and educated individuals who are gainfully employed
and play an active role in society? How do we deal with those
who are unable to do so? More importantly, how do we deal
with those who refuse to do so? The debate on these issues
is far from over. 

(1) CINOP, ’s-Hertogenbosch – the Netherlands, 2006. Authors: Paul den Boer (KBA), Ton Eimers
(KBA) and Karel Visser (CINOP). Cf: 
www.cinop.nl/expertisecentrum/docs/pdf/A00341.PDF

Source: ReferNet Netherlands
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Six cities face the dropout issue 

Two approaches which have been long used suc-
cessfully with women and girls are virtual platforms pre-
senting role models’ experiences, and personal support
in the form of mentoring. Building on that success, the
öibf (Austrian Institute for Research on Vocational
Training) has developed a two-part project for people
with disabilities. 

The decision to use a peer-to-peer approach (with
mentors who shared the learners’ disabilities) helped
make the selected measures much more widely accepted
and more effective. The process of learning by exam-
ple was extended to include the experience of people
coping with the same disability: this made learners more
open to their mentors’ recommendations.

A pilot project, ‘Role models and peer mentoring’, pro-
moted by the Austrian Social Security Office, demon-
strated that measures of this type could make an im-
portant contribution to the vocational integration of peo-
ple with disabilities.

Database of role model biographies
More and more people with disabilities are taking on

new, interesting jobs. The stories of their education, ca-
reers and experience can encourage others to follow sim-
ilar paths. The web-based platform www.rolemodels.at
includes more than 45 biographies of people with dis-
abilities, with a focus on training and jobs. The people
concerned tell how they gained a foothold in their re-
spective areas of work, what kind of training they com-
pleted, what problems they had to overcome and how
they resolved them successfully. Examples include a deaf
woman who relates how she trained in information tech-
nology, a blind man describing his job as a systems ad-
ministrator, a woman with a physical disability who tells
of her work as a technical college lecturer, and a man
with severely impaired sight who reports on his expe-
riences with further education and his career advance-
ment to director of a call centre. 

Peer mentoring by and for people with disabilities
A pilot project in the Vienna area involved exploring

the possibilities of external mentoring by and for peo-
ple with disabilities, with a view to vocational integra-
tion. Over an eight month period, 12 mentoring rela-
tionships between people with physical, mental or sen-
sory disabilities were established, comprehensively doc-
umented and evaluated as they progressed. What was
offered was occupation-focused peer mentoring with
one-to-one interaction. Mentor and new employee were

not employed in the same company. A steering group,
comprising representatives of major organisations for peo-
ple with disabilities, monitored the project from mid-2005
to the end of 2006. Mentoring was available free of
charge to people with disabilities who sought support;
mentors received expenses. Other notable features of
the project were the high proportion of women involved
(67 % of new workers and 75 % of mentors) and the
emphasis on integration in the pool of participants: var-
ious types of disability were represented in the same pro-
ject, and the framework programme included a num-
ber of events deliberately designed to encourage ex-
changes, irrespective of the nature of participants’ dis-
abilities.

According to an external evaluation report, the pilot
project on ‘Peer mentoring by and for people with dis-
abilities’ was seen by all those involved as a success on
many fronts. The project also had a number of specif-
ic, quantifiable outcomes (expressed on a five-point scale,
with 1 as the highest level and 5 as the lowest).

Job satisfaction showed a 1.2 point improvement
(from 3.3 to 2.1). (The question asked was: ‘How
satisfied are you with the current situation in your
workplace?’) 

Self-confidence improved by 0.3 points (from 2.5 to
2.3). (The question here was: ‘How do you think
other people in your workplace rate your level of
self-confidence?’) 

Participants’ problem-solving ability showed an
improvement of half a point (from 2.8 to 2.3). (The
question asked was: ‘If you had to rank your own
ability to solve day-to-day problems in the work-
place, what grade would you give yourself?’)

Participants’ sense of appreciation by their superi-
ors improved by 0.8 points (from 3.3 to 2.4). (The
question here was: ‘How do you think your per-
formance at work is appreciated by your superi-
ors?’)

A manual and toolbox were developed as part of the
project, with a view to supporting mentoring pro-
grammes for people with disabilities throughout Aus-
tria. The manual can be ordered from the Austrian In-
stitute for Research on Vocational Training (e-mail
r.wieser@oeibf.at). 

Further information about the peer mentoring pilot project, including the external
evaluation report, is available online at www.rolemodels.at/index.php?id=84.

Source: Regine Wieser/Barbara Neubauer (öibf)
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Integrating disabled people at work and in training

System-oriented

Hamburg

Antwerp

Leeds

Dutch cities

Individual-oriented

What can companies and training personnel do to help young
people affected by alcohol and drug abuse? Better still, what pre-
ventive measures can they take? A new CD-ROM, Focus on ad-
dictive behaviour during training, published by the Federal Insti-
tute for Vocational Education and Training (BIBB), offers some an-
swers. 

Addiction problems, involving both alcohol and illegal drugs,
have a greater presence in the world of work than is common-
ly assumed. Addictions bring misery to addicts and their fami-
lies, but they also carry heavy costs for the economy and soci-
ety: alcohol-related problems are the most common cause of ab-
senteeism, under-performance and accidents in the workplace.
Increasingly these problems affect trainees. The incidence of al-
cohol abuse among 14 to 24 year olds in Germany is 10%; 16%
of students at vocational schools consume illegal drugs; and 22%
of 13 to 25 year olds consume more than one addictive substance.
The age at which young people begin drug abuse is also falling.
These are the key findings of a research project by the Federal
Institute for Vocational Education and Training (BIBB) entitled Ad-
diction prevention and vocational qualifications, which are sum-
marised on the CD-ROM. 

In a section on prevention and best practice, experts on ad-
diction report on their daily dealings with trainees, with con-
tributions by the young people themselves. Questions tackled
include: which strategies have proved their worth? What are the
particular features of dealing with young people? And what con-
tribution can or should companies make? 

Workshops organised by the BIBB have confirmed that com-
panies play an important therapeutic role for individuals. Indeed,
preventing addiction is a must for them as the workplace is vir-
tually unrivalled as a setting for sustained and effective prevention.
Staff responsible for training have a key part to play here, but
in-house agreements are no less important. 

A background and research section on the CD-ROM sum-
marises the findings of studies, as well as lectures and analy-
ses prepared for the BIBB project and the associated workshops.
It explores more closely the impact of drug-related problems
among trainees and young workers from various scientific per-
spectives. There is also an archive section containing the full text
of all the interviews conducted for the project as well as the re-
ports and lectures prepared and other documents, such as sam-
ple in-house agreements. 

Further information: 
www.bibb.de/de/23581.htm 
The BIBB is distributing the CD-ROM free of charge through its partner publisher Christiani. 

Source: BIBB press release of 5 April 2007
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Substance abuse during training:
what can companies do? 
A CD-ROM presents facts and projects
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A Scottish website for Polish qualifications
The profiles of Scotland’s economy and population have

been changing dramatically in the last decade. All sectors
of its economy need highly skilled and adaptable people
while the Scottish population is ageing, leading to a long-
term reduction in the size of the workforce. 

These trends make it necessary for Scotland to maximise
the lifelong potential of its entire population, while
seeking to attract new workers and their families. It is wide-
ly believed in Scotland that the country could be a des-
tination of choice for fresh talent from abroad. 

The Scottish Qualification Authority (SQA) is keen to sup-
port the promotion of Scotland as a place to live and work
and recognises the value of migrant workers to Scotland’s
economy. In response to demands from employers and or-

ganisations involved in the integration of migrant work-
ers, SQA has created a new webpage - www.sqa.org.uk
/poland - with a guide to Polish education/training and a
ready reckoner of Polish qualifications. The latter provides
users with an understanding of the typical qualifications
being presented by Polish nationals seeking employment
or training opportunities in Scotland, including informa-
tion on levels, subjects, practical vs. theoretical input and
vocational profiles of these qualifications, as well as a com-
parison with the closest equivalent Scottish qualifications. 

SQA believe that such information will not only ben-
efit employers but will also be of use to any organisation
in the public or voluntary sector serving migrant workers.
Migrant workers themselves will benefit from a better un-

derstanding of how their qualifications compare with Scot-
tish ones so that they can seek entry to training or em-
ployment at the appropriate level. 

Links to the website have now been included in the Scot-
tish Executive’s Welcome Pack for Migrant Workers and
on their website- www.scotlandistheplace.com

Source: QCA

Training of trainers
SLOVAKIA

Improving the status of teachers is proving costly 
In October 2006 a conference on Crisis in the teach-

ing profession: seeking solutions was held in Banská
Bystrica to discuss problems of the Slovak teaching pro-
fessions – problems that are not restricted to Slovakia.
Official governmental material formulated these prob-
lems as follows: ‘The teaching profession in Slovakia is
characterised by the unclear professional status of
teaching staff, the feminisation of the profession, a lack
of qualified teachers and regional imbalances in teacher
qualification, the low status of the profession, inadequate
support from directors of schools and school establish-
ments, and inadequacies in both pre-service education
and in-service training.’ 

Some statistical data will serve to illustrate these
statements. 26.4 % of all teachers today are aged 50 to
59 while 6.51 % have already reached retirement age.
Qualification requirements are met by 85.6 % of teach-
ers at basic schools, 90.5 % at grammar schools, 82.2 %
at secondary specialised schools, and 82.2 % at secondary
vocational schools. Typically, problems occur in teaching
vocational subjects. For instance, for the subject ‘Work-
ing with computers’ the proportion of hours taught by
teachers qualified for this subject was 48.1 % at the 1st
stage of basic schools, 44.5 % at the 2nd stage of basic
schools, 78.8 % at grammar schools, 82.4 % at secondary
specialised schools and 70.9 % at secondary vocational
schools. In teaching English and German, the share of hours
taught by qualified teachers was 55.2 % and 68.3 % at
the 1st stage of basic schools, 92.4 % and 95.6 % at sec-
ondary specialised schools, and 50.1 % and 60.9 % at
secondary vocational schools.

The government paper, ‘Draft Concept Paper for the
Professional Development of Teachers in a Career System’
should help cover these gaps. It aims to improve teacher
qualifications by using a new model of Continuous Pro-
fessional Development (CPD), which is based on the grad-
ual implementation of five steps. As a first step, profes-
sional standards should be linked to each teaching cate-
gory in four career levels (teacher, trainer, tutor, teaching
assistant and counsellor) (1). The next step will be to de-

velop a career system, which will be linked to the system
of continuous education (created as a credit system).

The paper is based on the National Programme of Train-
ing and Education in the Slovak Republic, approved by the
government on 19 December 2001. It also reflects Euro-

pean documents, such as the Memorandum on Lifelong
Learning, recommendations of European Commission
Working Group B, and European initiatives in VET such
as the Copenhagen process. The document was prepared
after lengthy consultations with the teachers them-
selves. After the consultations process was brought to a
close, the document was submitted to the government
for approval in February and was finally approved on 18
April 2007.

The paper is expected to lead to higher costs for in-ser-
vice training, doubling the amount provided by the Min-
istry of Education and resulting in an additional SKK 891
million in 2009-2013 in total. Even more costly is the aim
to raise, by 2013, the average wage of teaching staff com-
pared to the national average wage. 

Despite approval of the paper, some concerns remain.
In its comment dated 21 April, the daily Pravda voiced its
suspicion that about 3 000 teachers will have to be dis-

missed every year if the wages of remaining staff are to
be raised by the projected amount. However, the Ministry
of Education is against the further reduction of teaching
staff as it wishes to avoid overcrowded classrooms. (The
table above shows the reduction in teacher numbers in

2006, with no further reductions planned.) As for the ac-
companying demographic changes, although the fall in
live births peaked in 2001 it will take years for this to be
reflected in the school population. 

So far there has been no comment one way or another
from the Ministry of Finance. The only near-certainty is that
Slovakia is scheduled to adopt the Euro in 2009. This is
not to say that fiscal policy should be eased - dictum sapi-
enti sat est. The new act, to be prepared by the end of
year, will have the final say. 

(1) The four levels comprise the following categories: 
• teacher of pre-primary education (kindergarten); primary education (1st stage of basic school);

lower secondary and upper secondary education (2nd stage of basic school, and secondary
school); special school (special kindergarten, basic school, and secondary school); teacher at
school not providing the level of education (basic school of arts, state language school,
language school); organisation aimed at in-service training;

• trainer; 
• tutor in educational establishments; in special education needs establishments; in social service

and social protection establishments; teacher assistant, tutor assistant and trainer assistant;
worker in educational counselling and therapeutic worker in education;

• worker in educational counselling (school pedagogue, social pedagogue); special teacher in
schools and educational establishments.

Source and further information: Juraj Vantuch
vantuch@fedu.uniba.sk
Slovak National Observatory of Vocational Education
Tel. (421-2) 54 77 67 74 (operator)
sno@siov.sk ; www.siov.sk

Amounts in SKK/ Year 2005 2006 2007 2008 2009 2010 2011 2012 2013

Average wage in NE 17 274 18 761 19 961 21 148 22 459 23 874 25 378 26 977 28 677

Number of PS (FTE) 92 441 89 365 89 365 89 365 89 365 89 365 89 365 89 365 89 365

PS Average wage 16 590 18 230 19 343 21 384 24 623 27 509 30 396 33 282 36 168

Labour costs (wages,
taxes, levies)

24 835 527 26 381 881 27 992 427 30 945 718 35 633 865 39 810 847 43 987 829 48 164 810 52 341 792

PS / NE Average wage
Index (%)

0.960 0.970 0.970 1.010 1.100 1.150 1.200 1.230 1.260

All staff (FTE) 135 235 130 842 130 842 130 842 130 842 130 842 130 842 130 842 130 842

AS Average wage 14 509 15 837 16 774 18 915 21 394 23 872 26 350 28 829 31 307

Labour costs (wages,
taxes levies)

31 832 809 33 619 217 35 606 793 40 153 321 45 414 230 50 675 140 55 936 049 61 196 958 66 457 867

AS / NE Average wage
Index (%)

0.840 0.844 0.840 0.894 0.953 1.000 1.038 1.069 1.092

MoE budget year on
year increase 

– – – 2 945 455 4 090 909 4 090 909 4 090 909 4 090 909 4 090 909

Table 1: Trends in staff numbers, wages and labour costs in regional schooling, 2005-2013

Source: SR Government, Annex 7 of the aforementioned policy paper, adjusted by author 
Notes: PS – Pedagogical Staff, NPS – Non Pedagogical Staff, AS - All staff (PS+NPS), NE -National Economy , FTE - Fulltime equivalent, MoE – Ministry of Education 
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Report reveals success of enterprise-led training networks
The role of the Training Networks Pro-

gramme in raising the profile of enterprise
training in Ireland has been outlined in a
report on its activities for 2002-2005 (1). The
programme is administered by Skillnets, a
body comprising employer, employee and
government organisations and funded
under the National Training Fund. Skillnets
is an enterprise-led approach to training
whereby companies and their employees
are directly involved in the identification, de-
sign, delivery and evaluation of training sys-
tems and processes, either as lead bodies
or in partnership with other organisations
such as state agencies, training providers,
and certifying bodies.

During 2002-2005, Skillnets conducted
two open calls for proposals, both of
which were significantly over-subscribed.
As a result of these calls, 56 networks were
approved, serving a wide range of sectors,
regions and training needs. On average,
networks operated for a period of 24
months, with member companies ranging
from micro to large enterprises. There
was a 65 % increase in the number of par-
ticipating companies compared to the
previous 3-year period.

Nearly three quarters of companies sur-
veyed at the end of 2005 said that, as a re-
sult of participating in Skillnets, they had
increased training expenditure and trained
more employees. Ninety per cent of com-
panies found that the enterprise-led ap-
proach was an effective model for the de-
livery of in-company training, with most
finding it more effective than alternative ap-
proaches. More than 80 % of companies
surveyed cited flexibility, relevance, quali-
ty and cost as key features of the training
networks (Fig.1).

Over 82 % of the participating compa-
nies are either small enterprises (employ-
ing fewer than 50) or micro enterprises (em-
ploying fewer than 9). The report noted the
collaboration, in most networks, between
large and small firms and the active part-
nership between owner-manager and em-
ployees within the companies.

Despite the initial reluctance of many
firms to work with their closest competi-
tors for fear of losing competitive advan-
tage, the sectoral approach has predomi-
nated in the formation of these networks,
which are spread across the service, man-
ufacturing, technology and retail/wholesale
sectors. Technical, managerial and basic
skills/health and safety were the main ar-
eas covered in training (Fig. 2).

Skillnets has also supported 21 region-
ally focused networks (36 % of all networks
in 2002-2005) in response to demand. Out-
side of the main urban centres, companies

have traditionally found it difficult and cost-
ly to access training; collaboration in the
networks has enabled them to reduce costs
and ensure training is provided locally.

Assessments of the quality of training

and the reaction of trainees have shown
high levels of satisfaction from participants,
resulting in positive changes in behaviour,
skills and knowledge. The most important
results were: improved employee satisfac-
tion and morale, improvements in quality,
increased productivity and improved team
working (Fig. 3).

The content and delivery of training pro-
grammes was highly innovative, with
78 % of courses customised to meet net-

work member needs. Delivery options
ranged from on-the-job and distance
learning to the traditional classroom format,
or combinations thereof. Training net-
works availed of a combination of formal
training courses and non-formal learning
activities (3:1). Nearly 75 % of certification
for the courses was provided by a recog-
nised awards body within the National
Qualifications Framework; the rest were in-
dependently certified. 

Skillnets is reaching many workers tar-
geted for training support, with strong lev-
els of participation by older age groups,
women and workers with low basic skills.
Programmes for workers with literacy and
numeracy needs and English language
training for international workers have also
been provided.

Since its inception in 1999, Skillnets has
funded over 150 networks and support-
ed over 10 000 companies and 50 000

employees to meet their training needs.
In recognition of the positive impact en-
terprise-led networks have contributed to
raising the profile of enterprise training in
Ireland, the Government has granted a
new 5-year mandate to Skillnets, with up
to EUR 55 million made available from the
National Training Fund. 

(1) Skillnets: Training Networks Programme Report 2002-2005. Dublin:
Skillnets, 2006.
Download address:
www.skillnets.com/skillnets/resources/FinalSummaryReport2006.pdf

Source: FÁS

Figure 1: Company feedback on the Skillnets model

Figure 2: Breakdown of subject area by course

Figure 3: Impact on companies
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E-learning at work is a relatively new area
in England. Not much is known about how
extensively or effectively it is used. Yet a
Skills for Life (1) survey in 2003 found that
75 % of employers believed inadequate
computer skills lead to wasted working
time, and 28 % believed their workforce
had fewer IT skills than necessary to make
their businesses succeed. Today, some
employers no longer regard e-learning as
just a way to teach technology skills. They
are discovering how it can help learners ac-
quire a wide range of different skills. 

Between end 2004 and mid-2005, the
National Institute for Continuing Adult Ed-
ucation (NIACE) (2) looked into widening the
use of e-learning for adults. It found two
key factors in encouraging e-learning:
identifying the skills that staff needed; and
understanding how it fitted into organi-
sations overall. 

Late in 2006, the Skills for Business e-
learning project (3), funded by the Learn-
ing and Skills Council (LSC), asked em-
ployers why they invest in e-learning (de-
fined as the application of technology
across the learning process) and how it af-
fects their staff and businesses. 

The study, titled Towards Maturity,
asked: 
• what makes e-learning successful; 
• what prevents it from working; 

• what impact is it having on businesses; 
• what would make it more successful in
the future.

The changing face of training 
The study found that few companies are

training their staff through e-learning
alone. Most use a mixture of face-to-face
and computer-based learning. The skills
most likely to be taught through e-learn-
ing are information technology and others
that are specific to company business. Pop-
ular subjects include company inductions,
information technology skills, leadership
and management, and team working. E-
learning is also used to teach job-specific
skills including sales and marketing, office
administration, customer service and for-
eign languages. 

Skills and qualifications 
In addition to specific skills, the study

found that e-learning was used to support
wider learning programmes. Industry cer-
tification and professional qualifications
were among the most popular learning pro-
grammes offered by employers, as was
learning for customers. E-learning for gov-
ernment programmes, such as appren-
ticeships and National Vocational Qualifi-
cations (NVQs), was offered by less than a
third of employers. 

Informal learning 
The study asked learners to identify how

they learned outside formal study pro-
grammes. It found that: 
• 98 % searched the web, with 85 %
describing this as either helpful or very
helpful; 
• 79 % have access to online reference
materials and 63 % find them helpful; 
• 36 % used online communities and dis-
cussion groups. 

Four out of five learners were using
technology to share their expertise or, if
not, were interested in doing so. Of the
others, 10 % cited lack of time and 7 %
said they felt uncomfortable with sharing
in this way. 

Growth in the future 
Looking ahead to the next three years,

employers said they wanted to get a better
idea of the effectiveness of e-learning, in-
cluding an evaluation of its business impact,
and make better use of software to allow
more interaction (e.g. tutors supporting
learners, learners collaborating with each
other). Significant growth areas are expected
to include technologies like blogs, wikis and
podcasts as well as moderated chat and dis-
cussion fora. The study found this is more
likely to happen in organisations already con-
fident with e-learning. 

Barriers to growth 
What prevents businesses from using e-

learning? The most common reasons in or-
ganisations that had rejected e-learning
were the cost of set-up, development
and maintenance; the reluctance of staff
to adopt new technology; lack of knowl-
edge about its potential; lack of set-up skills;
and the view that e-learning was too
generic. 

But the study also found (by asking or-
ganisations to rate themselves from novice
to innovator) that the more mature an or-
ganisation’s use of e-learning, the more like-
ly it was to identify a positive financial im-
pact, higher productivity, better quality or
greater time savings from e-learning. 

The final findings of the study will include
a practical analysis of e-learning for em-
ployers and training providers, as well as
recommendations for policy makers. 

(1) www.dfes.gov.uk/readwriteplus/bank.cfm?section=211
(2) www.niace.org.uk/
(3) www.e-skills.com/elearning

Further information: Skills for Business project website (www.e-skills.com/cgi-
bin/go.pl/research/publications_library/article.html?uid=655A) and an on-
line briefing on the NIACE study (www.niace.org.uk/information/Brief
ing_sheets/70-Widening-participation-E-learning.pdf). For an overview of
e-learning visit Directgov (www.direct.gov.uk/en/EducationAndLearn
ing/AdultLearning/LearningOutsideTheClassroom/DG_4016860) or read
an article on Wikipedia (http://en.wikipedia.org/wiki/E-learning).

Source: ReferNet UK
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Study explores barriers to workplace e-learning 

New project managers in Cedefop

Cedefop publications

Michaela Feuerstein,
the new Coordinator
of the Study Visits Pro-
gramme, came to
Cedefop from InWEnt
gGmbH (Capacity
Building Internation-
al) Bonn, Germany,

where as Head of Division: Europe, Mobility
and VET, she was responsible for the
Study Visits programme in Germany, Eu-
ropass, VET mobility in Leonardo da Vinci,
and a series of bilateral programmes. 
Ms Feuerstein will ensure the incorporation
of the study visits within the new Lifelong
Learning Programme. 

The new Lifelong
Guidance Project Man-
ager at Cedefop, Mika
Launikari, has been
working in the field of
guidance and coun-
selling since 1995. Be-
fore coming to Cede-

fop, he worked for the Centre for Inter-
national Mobility in Helsinki and, in the last
two years, for the Finnish National Board
of Education. 

Peter Szovics, who
recently joined Area
A: Research and poli-
cy analysis, is a former
lecturer at the Faculty
of Economics and
Management of the
Slovak University of

Agriculture (SUA) in Nitra. A researcher with
an interest in sectoral approaches in lifelong
learning, at Cedefop he will be focusing on
analysing sectoral training funds man-
aged by social partners. 

Guy Tchibozo comes
to Cedefop from Louis
Pasteur University,
Strasbourg, where he
specialised in school-
to-work transition and
issues of education,
training and the labour

market. At Cedefop he will be working on
the Research Report. 

Zooming in on 2010 
Reassessing vocational edu-
cation and training
Cedefop Information series
4060
Language: en

Cat. No: TI-76-06-501-EN-C

Free of charge on request from Cedefop

Indicators for quality in
VET. To enhance European
cooperation
Cedefop Panorama series
5167
Language: en

Cat. No: TJ-77-07-178-EN-C

Free of charge on request from Cedefop

Vocational education and
training in Germany
Short description
Cedefop Panorama series
5173
Languages: de, en, fr

Cat. No: TI-77-07-246-EN-C

Free of charge on request from Cedefop

Spotlight on VET
Germany
Flyer
8021
Languages: de, en, fr

Cat. No: TI-76-06-654-EN-D

Free of charge on request from Cedefop

Systems, institutional
frameworks and process-
es for early identification
of skill needs
Cedefop Panorama series
5176
Language: en

Cat. No: TI-73-05-219-EN-C

Free of charge on request from Cedefop

Towards European skill
needs forecasting
Cedefop Panorama series
5165
Language: en

Cat. No: TI-77-07-269-EN-C 

Free of charge on request from Cedefop

Leonardo da Vinci II study
visits programme in 2006
Cedefop Information series
4063
Language: en

Cat. No: TI-76-09-661-EN-C

Free of charge on request from Cedefop

Leonardo da Vinci study
visits programme in 2005
Cedefop Information series
4061
Language: en

Cat. No: TI-76-06-659-EN-C

Free of charge on request from Cedefop

InfoEN 2 2007.qxd:DE  9/6/07  5:26 PM  Page 14


