
about vocational training in Europe \ \ 3Æ33 

Speed up the pace 
of reform argues 
Cedefop policy 
report 
The strategic goal set by the European Council, 
at Lisbon in March 2000, to make Europe 
the most competitive and dynamic knowledge-
based economy in the world with more and 
better jobs and greater social cohesion by 
2010 is achievable. However, it requires giving 
greater urgency to the reforms of education 
and training underway in Member States, 
which are still tackling problems identified 
in the early 1990s. 

This is the central message of 'Learning for 
employment', Cedefop's second report on 
European vocational education and training 
policy. 

The European Council placed education and 
training at the heart of the plan to achieve 
the EU's strategic goal. Numerous initiatives, 
(memoranda, communications, action plans, 
etc.) concerning vocational education and 
training have followed. The report brings 
them together to show how they make a 
comprehensive policy for the reform of both 
the content and organisation of vocational 
education and training systems. How the 
social partners are contributing to this process 
through the social dialogue at European level 
and in Member States is a central feature of 
the report. 

The report looks at the situation in the Member 
States in the light of the employment rate 
targets and benchmarks for education and 
training agreed as part of the Lisbon strategy. 
These include the numbers of early school-
leavers, levels of educational attainment for 
22 year olds, increasing graduates in 
mathematics, science and technology, and 

Continued on page 2 

Comparable 
vocational training 
qualifications in 
Germany and France 
Germany and France reached an agreement 
on the comparability of vocational training 
qualifications at the Franco-German summit 
on 18 September 2003 in Berlin. The two coun­
tries signed a joint declaration on the trans­
parency and comparability of a total of 40 vo­
cational training qualifications. The profiles, 
ranging from car mechanic to roofer, are so 
informative that the relevant qualifications can 
be immediately identified by both German 
and French firms. 'This is a decisive step to sup­
port the mobility of young people between 

Continued on page 20 
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The Czech Republic 
Human resource development 
as national value 
By adopting a national strategy and 
establishing a national and regional councils, 
the Czech government has put human 
resource development high on its political 
agenda. 

The considerable changes in Czech society 
in recent years call for a new approach to 
human capital. The long-term ailments cannot 
be redressed with limited resources over a 
short period of time, without a strategic 
approach to the enormously complex issue 
of human resource development (HRD). 

Hence, in spring 2003, the Czech government 
adopted a national strategy for human resource 
development. The idea is to create a co­
ordinated, transversal human resources 
platform which will interlink the issues of 
employment, vocational education and 
training, skills and entrepreneurship. The 
Rada vlády pro rozvoj lidskych zdrojrj (National 
Council for Human Resources Development, 
established by Government Decision No. 210 
of 3 March 2003) will be the coordinating 
body. The Council, chaired by a member 
of the government, has 27 members 
representing the state administration, the 
autonomous regional governments, employers' 
organisations and trade unions. 

The national council will be responsible for 
a variety of tasks, such as formulating national 
HRD policies and priorities and co-ordinating 
the relevant policies of the different ministries, 
economic sectors and industries. To initiate 
targeted investment in HRD is a major concern. 
This requires a legislative framework and the 
development and promotion of fiscal incentives. 
To implement the national HRD priorities, 
the council will need to devise a number 
of accompanying measures. Launching new 
regulations, incentives or programmes as 

such cannot guarantee success. The council 
will also have to ensure monitoring and 
evaluation. 

In view of regional HRD activities, it will be 
important to coordinate national and regional 
priorities, to aim at synergy between the 
different measures and to pursue the 
convergence of national and regional objectives. 
The council will promote lifelong learning, 
advocate the "learning organisations" idea 
and initiate and support research and 
development, particularly in the area of 
continuing education and training. All key 
partners will receive information and 
methodological assistance. 

Strategic HRD management methods are 
also being developed at regional level - in 
compliance with Law no. 129/2000 Coll. 
on regions. Of the 14 regions, several have 
already established their HRD councils while 
others are being developed. The activities 
of the regional HRD council normally come 
under the responsibility of the vice president 
of the region in charge of education. Members 
include, in addition to representatives of 
the regional office, top managers of large 
companies and senior officials of universities, 
representatives of trade unions, non-
govermental organisations (NGOs) and 
labour offices in the region. 

The regional councils are involved in the 
development of HRD policies and regulations 
within their regions. Their key responsibilities 
include organising surveys on existing, and 
forecasting in future, demand for skilled 
labour, and initiating the relevant changes 
in vocational education and training 
programmes in their region. While the 
regional councils will act autonomously, 

Continued on page 6 

European Training Foundation 
Challenges in education and training 
in the acceding and candidate countries 
The European Training Foundation (ETF) has 
published a report (') on 13 years of cooper­
ation and reforms in vocational education and 
training (VET) in the acceding and candidate 
countries. The report assesses the situation of 
these countries in the field of VET in the broad­
er context of lifelong learning. It identifies the 
strengths and weaknesses of the systems, the 
gaps in comparison with standards in EU Mem­
ber States and, more specifically, the cohesion 
countries (Greece, Portugal and Spain). It al­
so considers the trends and challenges faced 
at the moment of accession. 

This forward looking report examines these 
gaps, trends and challenges in the perspec­

tive of the "Lisbon" objectives and in par­
ticular the EU benchmarks set up in the frame­
work of EU education and employment poli­
cies. It puts the responsibility for active par­
ticipation in the Copenhagen VET process 
in the hands of the acceding and candidate 
countries. This is extended to the work pro­
gramme on the concrete objectives for ed­
ucation and the full implementation of the 
EU employment strategy. It also places re­
sponsibility on the European Union to help 
the countries in these endeavours. 

The report looks back, providing an analysis 
of the main driving forces behind the edu-

Continued on page 2 

United Kingdom 
Skills strategy white 
paper "21st Century 
Skills - Realising Our 
Potential" 
In July 2003, the United Kingdom govern­
ment published a white paper(') setting out 
its strategy for developing skills for the UK's 
labour market until 2010. Though the docu­
ment has implications for the whole of the 
UK, its main emphasis is on developing skills 
in England. The devolved administrations in 
Scotland, Wales and Northern Ireland are each 
responsible for developing their own approach. 

The white paper recognises the importance 
of the economic reform agenda agreed in 
Lisbon in 2000 and emphasises the impor­
tance of working with European partners in 
tackling the challenges of skills and mobili­
ty, and the need to identify best practice and 
share experiences. 

The analysis of the challenges that the UK 
must face to achieve the Lisbon goals is forth­
right. The white paper sums up the current 
position stating that the UK has strengths in 
the way that skills, learning and qualifica­
tions are developed. For example, young 
people compare well internationally in their 
literacy, numeracy and science skills; the UK 
is as successful at developing highly skilled 
graduates as the best in the world; there is 
a rich range of opportunities for adult learn­
ing. The UK has a flexible labour market and 
low levels of unemployment. 

Nevertheless, skill gaps remain stubbornly 
persistent. The percentage of the UK work­
force qualified to intermediate skill levels (ap­
prenticeship, skilled craft and technician lev­
el) is low: 28% compared with 51 % in France 
and 65% in Germany. Output per hour worked 
is around 25% higher in the US and Ger­
many and over 30% higher in France, than 
in the UK. 

In particular, skill gaps in the UK still need to 
be tackled in: 
• basic skills for employability, including 
literacy, numeracy and use of IT, 
• intermediate skills at apprenticeship, 
technician, higher craft and associate 
professional level, 
• mathematics, 
• management and leadership. 

To tackle these issues and to meet the ob­
jectives set, the government identifies five 
key arenas for action: 
• put employers' needs for skills centre 
stage; 
• raise ambition of both employers and 
employees in the demand for skills; 
• motivate and support people to re-engage 
in learning; 

Continued on page 10 , 

1 







Cedefop has a full agenda for 2004 
Cedefop has set itself an ambitious work 
programme for the coming year. The 2004 
work programme is to be seen in the light 
of the medium-term priorities 2003-06 with 
the overarching objective of promoting a 
European area of lifelong learning in an en­
larged European Union. In close coopera­
tion with the Commission and the 2004 
presidency countries, Ireland and the Nether­
lands, Cedefop will support enhanced co­
operation in VET and the so-called objec­
tives process, up to 2010 through a range 
of activities: publishing the outcomes of its 
own research, supporting networks of rel­
evant players and agencies, participating in 
the specialist working groups set up by the 
Commission or lending support to initiatives 
of the social partners. The implementation 
of the 2004 work programme will be as­
sessed on the basis of built-in performance 
indicators. 

As in previous years, the focus of the 2004 
work programme is clearly the further ex­
pansion of Cedefop's electronic services. The 
greatest challenge the Centre has set itself 
is to consolidate and expand the knowledge 
management system (KMS), a comprehen­
sive web-based information service inte­
grating existing data and new data from 
ReferNet and other sources (see also arti­
cle on p. 2). The KMS is to be cross-classi­
fied by a number of themes and will provide 
comparable cross-country information. Many 
projects, such as the Cedra research plat­
form and the Training of Trainers Network 
(TTnet), will be more closely connected to 
the KMS in the future. The short descriptions 
of national VET systems, of the rotating pres­
idency countries, published in hard copy 
form, are now also to feature as products of 
the KMS. Descriptions for Ireland and the 
Netherlands are therefore planned in 2004. 

In 2004 the network of virtual communities 
will be further expanded. These cooperative 
communities will support enhanced coop­
eration in VET in the wake of the Copen­
hagen and Bruges process, by working on 
specific themes (e.g. eLearning, lifelong learn­
ing) and bringing together groups of stake­
holders with similar interests (e.g. a virtual 
Young VET Researchers platform). These 
communities could also be moderated by 
external partners. 

In the field of electronic media, Cedefop op­
erates an e-learning observatory as well as 

a so-called eSkills Forum together with the 
Commission. The Centre is setting up a data­
base of good practice to help disseminate 
and publicise established experience in co­
operation with partners from the Leonar­
do da Vinci programme. 

Following the hard-copy publication of the 
11 -language executive summary of the sec­
ond Cedefop policy report this year (see ar­
ticle p. 1), the full-text version is scheduled 
to appear at the beginning of 2004. Further 
publication highlights will be the third Cede­
fop Research Report on the evaluation and 
impact of education and training and a 
key reference publication on lifelong learn­
ing. Three editions of the Cedefop periodi­
cals - the European Journal Vocational Train­
ing and Cedefop Info - as well as various re­
ports in the Cedefop Dossiers and Panora­
ma series will be published in the course of 
the year. 

Perhaps the most important milestone in 
2004 will be 1 May when 10 new Member 
States accede to the European Union. As 
candidate countries, these countries have so 
far been under the wing of the European 
Training Foundation in Turin, but as EU Mem­
ber States they will come under the re­
sponsibility of Cedefop. Work in 2004 will 
therefore focus on the transfer of informa­
tion, contacts and know-how. Cedefop nat­
urally also expects to include new members 
from these countries in its networks, project 
work and Management Board and to extend 
its own reporting and networks to the new 
Member States. 

Alongside in-house projects, EU enlargement 
also concerns the Study Visits Programme 
managed by Cedefop on behalf of the Eu­
ropean Commission. A total of 730 grants 
are to be awarded to participants from all 
(old and new) EU Member States as well 
as other European countries in 2004. 

Last but not least, there will be a number of 
changes at the Centre itself. Cedefop is to 
get a new director in the autumn. Colleagues 
and visitors will come and go. Various Ago­
ra Thessaloniki, exhibitions and other events 
are in the pipeline. Cedefop has a full agen­
da and a busy year ahead. 

The Work Programme can be ordered free of charge from 
Cedefop in EN, FR or DE or downloaded from the Cedefop 
website www.cedefop.eu.int. 

Source: Cedefop/CF 
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Working conditions and teachers' pay 
In its third report on the teaching profession 
in Europe, the European network for infor­
mation in education (Eurydice) presents the 
main components of the working conditions 
of teachers in 30 European countries (')· The 
attractiveness of an occupation depends 
largely on an optimal combination of the 
working conditions associated with it. Teach­
ing is no exception. Good salary prospects 
do not in themselves guarantee that the con­
ditions of service in a profession will be of 
high quality. Professional status and job se­
curity, salary and other financial benefits de­
riving from the professional activity con­
cerned, working time and tasks specified in 
the employment contract, the various forms 
of in-service training available and, finally, 
arrangements to support teachers who ex­
perience difficulty are all significant factors 
that must be taken into consideration. 

Defining working time as in other pro­
fessions 
In Europe, teachers are either public servants 
(meaning career civil servants in some coun­
tries (2) or staff appointed on contracts gov­
erned by general employment legislation. 
Teachers generally have substantial job se­
curity irrespective of their professional sta­
tus. Full job security of this kind until re­
tirement age is formally granted to teachers 
who are career civil servants. 

In the past, the working time of teachers 
was considered mainly in terms of the num­
ber of hours spent teaching. Of the two main 
activities expected of teachers, namely the 
provision of lessons and the preparation of 
lessons and marking of pupils' work, only 
actual teaching time was clearly specified. 
Four countries (3) have retained this statu­
tory definition of the working time of teach­
ers, but the concept of an overall amount 
of working time has been adopted in offi­
cial definitions in most other countries. It 
takes account of all activities. It covers the 
time spent actually teaching as well as that 
earmarked for other tasks, including indi­
vidual working time (for preparation/mark­
ing). In many countries, the amount of time 
during which teachers should be present at 
school is even specified in the employment 
contract or collective agreements. 

Three countries (4) have adopted an entire­
ly different definition in that the number 
of hours to be spent teaching is not indi­
cated: only the overall amount of working 
time and/or time present at school is speci­
fied in statutory terms. It is therefore in­
cumbent on school heads to determine 
the tasks that their teaching staff should car­
ry out and the time they should devote to 
each of them. 

Relatively low basic salaries and fairly 
limited salary increases 
When the gross basic salaries (5) of teachers 
at the start of their careers are compared to 
per capita GDP, they are often found to be 
lower than or equivalent to it. But in most 

EU countries, teachers' salaries on retirement 
are over 50% higher than per capita GDP. 
Circumstances in this respect are least 
favourable in the candidate countries and 
some Nordic countries. Exceptions are Greece, 
Spain and, more strikingly still, Portugal, 
where basic salaries on retirement are over 
twice as much as per capita GDP. 

In-service training increasingly regard­
ed as a real obligation 
Teachers in half of all European countries (6) 
are professionally obliged to update their 
knowledge. In a further six countries, in-ser­
vice training is to all intents and purposes 
compulsory in that teachers who have not 
undertaken it cannot be promoted (7). How­
ever, few statistics are available on partici­
pation rates in this respect. 

In-service training is without question still 
the most common means for teachers to en­
rich their professional knowledge and ex­
pertise. Sabbatical leave (lasting a year) re­
mains a not very widespread alternative form 
of training in Europe (8). Those eligible for it 
are generally full-time teachers with per­
manent tenure. 

In so far as the administration of training 
is fairly decentralised, no central recom­
mendation precisely specifies the content 
of curricula. However, provision may be re­
garded as relatively diversified everywhere. 
Over and above the conventional upgrad­
ing of knowledge of their subjects and their 
teaching methods, virtually all teachers in 
Europe may access training concerned with 
the incorporation of ICT into education, as 
well as the development of school plans 
and the management of mixed groups of 
pupils. 

(1 ) This study deals specifically with teachers in lower 
secondary education. 

(2) In Germany, Greece, Spain, France, Luxembourg, Austria, 
Portugal and Malta. 

(3) Belgium, Germany, Ireland and Luxembourg. In 
Germany, the question is the subject of discussion and 
committees are being set up to devise another definition. 

(4) Netherlands, Sweden and the United Kingdom (England, 
Wales and Northern Ireland). 

(5) The gross annual basic salary corresponds to the amount 
paid by the employer in a year - including bonuses, increases 
and allowances, such as those related to the cost of living, a 
thirteenth month's salary (where applicable), holiday pay, 
etc. - less the employer's social security and pension 
contributions. This salary includes no other financial benefit 
(linked to further qualifications, merit, overtime or additional 
responsibilities, the geographical area in which a teacher 
works or the obligation to teach mixed or difficult classes, 
accommodation, health or travel expenses). 

(6) Flemish and German-speaking Communities of Belgium, 
Germany, the Netherlands, Austria, Finland, Sweden, the 
United Kingdom, Liechtenstein, Estonia, Latvia, Lithuania, 
Hungary, Malta and Romania. 

(7) The six countries are Spain, Portugal, Iceland, Bulgaria, 
Poland and Slovenia. 

(8) Spain, France, Italy, Austria, Portugal, Sweden, United 
Kingdom (England), Iceland, Liechtenstein, Malta, Poland, 
Romania. 

Working conditions and pay in the teaching profession in 
Europe: profile, trends and concerns, Key topics in education 
in Europe, Vol. 3, Report III, Eurydice, 2003. 
Available on Internet: 
http://www.eurydice.org/Documents/KeyTopics3/en/ 
FrameSet3.htm. 

Source: Eurydice 



Lifelang learning E 
Italy 

Follow-up of the EU Council resolution on lifelong learning 
The follow-up document to the EU Council resolution on 
lifelong learning, giving an overview of the various sectors 
of lifelong learning in Italy, has now been finalised. The 
report is the work of a technical working party comprising 
representatives of the Ministries of Labour and Education, 
Universities and Research. The coordinating body of the re­
gions, the Union of Italian Provinces and the National As­
sociation of Italian Municipalities, also participated, with the 
technical assistance from the Institute for the Development 
of Vocational Training (Isfol). Each of the institutional stake­
holders was consulted on their own field of competence. 

Lifelong learning strategies, as part of the Italian educa­
tional and training system, tend to be transversal. Lifelong 
learning concerns all systems - education, training and em­
ployment. Institutional competences for the programming, 
management and evaluation of lifelong learning pro­
grammes or projects are shared between the Ministry of 
Labour, the Ministry of Education, Universities and Re­
search, and the regions, provinces and municipalities, as 
appropriate. 

The follow-up document draws special attention to the 
substantial contribution of the European Social Fund (ESF), 
not only to funding but also to programme quality. It has 
made it possible to launch new types of action reaching 
heretofore excluded segments of the population. Fur­
thermore, the quality of the system has been improved by 
the creation of integration, consultation and reskilling 
instruments. 

Today lifelong learning is noticeable in that it primarily'reach­
es young people in terms of financial investment, number 
of actions and target group. In all Italian regions, the ESF 
youth measures are the ones with the best results. 

For the adults targeted it is necessary to distinguish between 
continuing training, imparting technical and transversal skills 
inside the workplace, and adult education, which offers ba­
sic skills within settings both formal (in regional centres 
for adult education and in evening courses in level II schools) 
and non-formal (e.g. popular universities and senior citizen 
colleges). 

Poland 
A package to promote lifelong learning 

Continuing training actions have shown good results in the 
period 2000-2002, with some 600 000 workers partici­
pating in courses funded under Law No 236/1993 and over 
10 000 in courses funded under Law No 53/2000. A total 
of 735 000 persons were involved in training, apprentice­
ship and linked work/training contracts in 2002. 

Adult education has seen a considerable expansion of the 
in regional centres (CTP), from 375 in 1998-99 to 546 in 
2001-02. In the same period, CTP enrolment numbers climbed 
from 152 020 to 387 000. Similarly, the number of partic­
ipants in evening courses organised at level II schools, geared 
mainly towards the acquisition of a certificate or formal qual­
ification, increased from approximately 32 000 in 1998-99 
to 52 000 in 2001-02. 

In the non-formal sector, lifelong learning courses have been 
a considerable success. 741 popular university centres and 
senior citizen colleges are operational throughout Italy, with 
a total of 180 132 registered in 2000-01. 

Lifelong learning strategies have also provided a strong im­
petus to the development of local partnerships in the field 
of adult education and training. Regional and local com­
mittees have been set up to integrate local training provi­
sion under the umbrella of permanent education. The fol­
low-up report gives an overview of activities in the various 
Italian regions. 

Further information at: http://www.welfare.gov.it 

Source: Isfol (Maria Elena Moro) 

Editorial note: 
The national reports of all the Member States, Acceding and Candidate countries 
are available at http://europa.eu.int/comm/education/policies/lll/lll_en.html 

Norway 
www.utdanning.no -
the gateway to education 
A gateway for education has 
been established in order to 
gather net-based informa­
tion, resources and services 
related to education. The 
gateway comprises infor­
mation for both vocational 
and general education in a 
lifelong perspective, from ba­
sic education to adult further 
education. 

Utdanning.no has been set 
up by the Ministry of Edu­
cation and Research, and 
reflects the national focus 
on net-based training and 
information. The gateway 
is part of the Ministry's 
launch of a framework called 
Nasjonalt Laeringsnett (NLN). 
The framework was estab­
lished to create a net-based 
platform for lifelong learn­
ing, and focuses on impor­
tant issues related to net-
based education and infor­
mation, such as infrastruc­
ture and common technical 
solutions, standards for dig­
ital content, network for ed­
ucational innovation, skills 
development, exchange of 
experience and digital ser­
vices. 

The gateway has links to im­
portant and national and in­
ternational related websites, 
(e.g. Eurydice, Ploteus, Eu­
ropean Schoolnet). 
In order to achieve the high 
quality that is required for 
such a gateway, twelve qual­
ity criteria in which, content, 
resources and information 
are key words have been es­
tablished. 

The target groups for the 
gateway are private persons, 
students and their parents, 
adults, as well as companies 
and institutions within vari­
ous sectors. The structure of 
the gateway is simple, mak­
ing both comprehension and 
navigation very easy. 

More information: www.utdanning.no 

Source: Teknologisk ¡nstitutt, Norway 

With a view to accession to the European 
Union in May 2004, the Polish authorities 
have decided to intensify lifelong learning 
activities. 

To implement lifelong learning (LLL) on a 
broad scale, social partnership is a must. This 
is the assumption underlying a Phare (') pro­
ject carried out in Poland with the aim of 
promoting a lifelong learning strategy. The 
project, National Vocational Training System, 
implemented by the Ministry of Economy, 
Labour and Social Policy, will be completed 
by the end of 2003. Within its framework, 
a working group, which brought together 
representatives of government authorities, 
employers' organisations and trade unions, 
was established. This forum discusses issues 
related to training for employees and the 
unemployed. The group's work is expect­
ed to help stimulate social dialogue in the 
sphere of lifelong learning and to propose 
accompanying measures and is supported 
by Polish and EU experts. 

Awareness raising activities are important to 
make continuing education and vocational 

development more attractive to potential 
learners. Funding from the state budget and 
the European Social Fund as well as other fi­
nancial incentives, such as the Labour Fund 
and the future training fund, could motivate 
employers to invest in staff development pro­
grammes. 

As a result of the group's work, a proposed 
new law to promote employment and labour 
market institutions has been formulated. This 
includes a number of innovative elements, 
including a training fund, training leave, job 
rotation during training leave, training al­
lowances and a register of training institu­
tions, which will co-operate with the em­
ployment services. 

The Phare project also sets out to improve 
the quality of educational services. This part 
of project contains three components: im­
provement of statistical researches concerning 
LLL, development of vocational qualifications 
standards and the introduction of modular 
training programmes, based on the Inter­
national Labour Organisation's Modular Em­
ployment Skills (MES) approach. 

Appropriate new methodologies of statis­
tical research and analysis of the relevant re­
sults, and recommendations for future re­
search on continuing education are currently 
being put in place. The new methodology 
applies to research on adult training activi­
ties, vocational training of staff in enterprises 
and training institutions. 

As regards vocational qualification standards, 
research in companies has been completed. 
The description of standards for 40 occu­
pations in different sectors has been pre­
pared (e.g painter, welder, CNC operator, 
nurse, SME manager). These standards will 
be disseminated through publications and 
on the Internet. 

Recently, 120 tutors received the necessary 
training to create and implement modular 
training curricula, based on MES. Seminars 
for 600 participants were also conducted to 
promote the MES approach and the new 
modular curricula. 88 modular curricula and 
relevant training materials have already been 
designed for different areas, such as weld­

ing, building, ICT, marketing, tourism and 
asministration. They will also be available on 
the Internet. 

To provide access to the vocational qualifi­
cation standards and the modular training 
schemes, databases have been developed 
and set up. 

(') The Phare programme is one of the three pre-accession 
instruments financed by the European Communities to assist 
the applicant countries of central Europe in their 
preparations for joining the European Union. 
http://europa.eu.int/comm/enlargement/pas/phare/intro.htm#11 

Further information: 
Hanna Swiatkiewicz-Zych 
Deputy Director of Labour Market Department 
Polish Ministry of Economy, Labour and Social Policy 
Fax (48-22) 8267061 ext. 218 
E-mail: Hanna_Swiatkiewicz-Zych@mpips.gov.pl 
Website: www.mgpips.gov.pl 
at present only a short information is available (in Polish), but 
more information will be available after completion of the 
project 

Source: Polish Ministry of Economy, Labour and Social 
Policy/National Observatory 
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Human resource development 
as national value 
Continued from page 1 

communication between them and the 
national council will be assured. 

The shift in the approach to human resource 
development raises hopes that human capital 
management will become a true priority of 
social and economic development policies 
in the Czech Republic. 

For further information contact: 

National HRD Council: 
Office of the Government of the Czech Republic 
Nabrezi Edvarda FJenese 4, 
CZ-118 01,Praha 1 
Tel. (420-224)002 417, 
Fax (420-224) 002 305 
website: www.vlada.cz, 
http://wtd.vlada.cz/vrk/vrk.htm 

Véra Havh'cková 
Národní observator zamëstnanosti a vzdèlávánl 
Národnlho vzdêlávaclho fondu (National Observatory of 
Employment and Training - National Training Fund) 
Opietalova 25 
CZ-110 00 Prague 1 
Tel. (420-224) 500 542, 
Fax (420-224) 500 502 
e-mail: havlickova@nvf.cz, 
website: www.nvf.cz/observatory 

Source: National Observatory of Employment and Training -
National Training Fund 

Cyprus 

Boosting vocational training capabilities 
Encouraging and supporting lifelong learn­
ing as a strategic goal has led the Human 
Resource Development Authority (HRDA in 
Cyprus), to develop the "Training Infras­
tructure Support Scheme". 

Lifelong learning will be better served when 
companies invest in their own training ca­
pability. This should include both the system 
and mechanisms necessary for identifying 
training needs and the appropriatelearning 
activities to meet them. As many companies, 
especially smaller ones, cannot cater for their 
own needs, the new scheme also targets 
training institutions that cater for needs, 
which will not be covered through compa­
ny in-house training. 

The HRDA sees this scheme as one pillar of 
a comprehensive four-pillar approach to boost 
the demand for, and supply of, training, and 
the recognition of learning and competen­
cies. Its aim is to encourage enterprises and 
training institutions to create new or upgrade 
existing, training capacity in order to meet 
priority training needs. Other pillars are 
the HR Consultancy and the Training Sup­
port Schemes and the System of Vocation­

al Qualifications. The scheme provides f i­
nancial support for training equipment (e.g. 
machinery, tools, ICTs ), the development or 
purchase of training material and teaching 
aids and the training of trainers and man­
agers of training centres. 

Enterprises and training institutions are en­
couraged to include modern information 
and communication technologies in their 
proposals. The financial support on offer cov­
ers 45% of costs in the case of enterprises 
and 30% in the case of training institutions. 

The criteria for assessing the proposals in­
clude: 
• the viability of the proposal, 
• the training needs that will be satisfied, 
• the quality of training that will be provided, 
• the location of the proposed centre, 
• the utilisation of the proposed training 
facilities, 
• the existence of training facilities covering 
similar needs in the same geographical location. 

In order to stimulate companies and train­
ing institutions not only to develop, but al­
so to utilise, their training facilities on a sys­

tematic basis, the HRDA requires that any 
training centre developed under this scheme 
should be utilised for a minimum duration 
of training per year, for a period of three 
consecutive years. If an organisation fails to 
meet these minimum requirements, the 
total subsidy will be reimbursed to the HRDA. 

The response from enterprises and training 
institutions is, to date, very encouraging. 
In order to sustain continuous training ac­
tivity, the assisted organisations will have to 
Introduce planning and control mechanisms 
and improve their HR practices. 

Further information: 
Monica loannou-Andreou 
Human Resource Development Authority (HRDA) 
P.O. Box: 25431 
1392 Nicosia, 
Cyprus 
Tel. (357) 22 390250 
Fax (357) 22 428332 
E-mail: m.ioannou@hrdauth.org.cy 
Website: www.hrdauth.org.cy 

Source: Human Resource Development Authority 

Educational poling E Challenges in education and training in the acceding 
and candidate countries 
Continued from page 1 

Norway 

From a post industrial to an international 
knowledge society for the school 
The Norwegian Minister of Education and Research, 
Ms Kristin Clemet, wants to bring the Norwegian 
school from the post industrial to the international 
knowledge society. 

The Committee for Quality in Primary and Secondary 
Education in Norway, appointed by Royal Resolution 
5 October 2001 submitted its main report to the 
Minister of Education and Research in June 2003 
"This is a golden opportunity for an open and un­
prejudiced debate about the content of the school", 
stated Ms Kristin Clemet at the presentation of the 
report pointing out four main issues: 
1) the school is moving from a post industrial to an 
international knowledge society; 
2) the need for training adapted for all, regardless 
of social and cultural differences; 
3) a focus on quality, both in a wide perspective as 
well as in relation to basic competences; 
4) lifelong learning should be given a broad defini­
tion, starting in the kindergarten. 

The report lists 117 suggestions on how to Improve 
the quality and standard of the present school. 
The document was open for public comment and 
discussion, including regional conferences and dis­
cussions, until 15 October 2003. A white paper will 
be drawn up in spring 2004. 

The social partners, politicians and the teachers' 
trade unions are positive and this broad unity shows 
that most of the suggestions are likely to be im­
plemented. 

At the upper secondary level, the system will be more 
flexible, with a smoother transition between the dif­
ferent elements within the educational system. There 

will be a grouping of the present fifteen subjects in­
to eight educational programmes, of which seven 
will have a vocational focus. The aim is to have more 
flexible transitions between training in-company and 
in-school. 

General focus at all levels: 
The most important aspect of the report is the em­
phasis on foundation skills, such as literacy and 
numeracy, as well as English, digital competencies 
and motivation and endurance. Social competence 
is also strongly underlined in the report. 

Mandatory mathematics will be increased, as will 
physical exercise, and a stronger focus on Norwe­
gian and foreign languages. A second foreign lan­
guage (in addition to English) will be mandatory from 
the age of 13. There will also be a stronger focus on 
ICT at all levels, and the basis competence in ICT will 
be as strongly focused as Norwegian, mathematics 
and foreign languages. 

The Committee underlined that primary and sec­
ondary education must never fail their role as places 
for studying basic knowledge, skills and attitudes. 
They must live up to the expectations that they con­
tribute to social development and nation building 
through the creation of identity. 

It is crucial that pupils and apprentices acquire the 
basic skills needed to acquire new skills and knowl­
edge. 

More information - in English: 
http://www.dep.no/ufd/norsk/satsingsomraade/kvalitetsutval-
get/045071-990226/index-dok000-b-n-a.html 

Source: Teknologisk ¡nstitutt, Norway 

cation and training systems as they 
are now. It looks at how countries 
have had to adapt their systems in 
order to respond to the challenges 
of the enlarged Europe, a process 
largely supported by the dedicated 
and diversified EU assistance deliv­
ered mainly through the Phare Pro­
gramme. It considers the social and 
economic dynamics brought about 
by the political changes, and how 
they have created considerable de­
mands on the education and train­
ing systems at both company and in­
dividual levels. These considerations 
are made whilst taking into account 
the recent shift from command to 
market economies and how far so­
cial, economic and cultural habits 
continue to affect reforms and 
changes. 

In conclusion, the ETF report claims 
that few of the accession countries 
already meet EU standards In the 
fields of general and higher educa­
tion, although the appropriate leg­
islative frameworks are being devel­
oped and initiatives to prepare for 
lifelong learning are flourishing in 
the formal education system. As a 

result, most countries also still face 
considerable difficulties with the VET 
components of the education and 
training systems. The report reveals 
that overall the labour force is still 
not adequately qualified, labour mar­
ket training is under-developed, con­
tinuing vocational training for em­
ployees is progressing slowly, social 
partnership in VET and inter-minis­
terial coordination are insufficiently 
developed, many old curricula are 
still in use, the status of teachers is 
low, teacher training is underdevel­
oped and school technical equipment 
is often obsolete. 

(') Thirteen Years of Cooperation and Reforms in 
Vocational Education and Training in the Acceding 
and Candidate Countries, Jean-Raymond Masson, 
ETF, ISBN: 92-9157-347-7 
The publication can be downloaded in English, 
free of charge, from: www.etf.eu.int. French and 
German versions will be available soon. 

Further information: 
Jean-Raymond Masson, ETF, 
Tel. (39-011)630 2222 
Fax (39-011)630.2200 
E-mail: jrm@etf.eu.int 

Editorial note: 
Cedefop Info 1/2004 will contain a dossier on 
enlargement and the acceding countries. It will be 
prepared jointly by Cedefop and the ETF. 

Source: ETF 



Vocational education and training 
ffl 

Latvia 

All schools finally under one roof 
The process of reorganising Latvian 

vocational schools under the authority 

of the Ministry of Education and Sci­

ence has finally begun. The idea had 

been brought up, and analysed, but 

rejected, many times. Time and again 

country reports had identified the 

administrative fragmentation as a 

weak point in the vocational educa­

tion system, but until recently, no de­

cisions had been taken to achieve re­

al institutional change. 

Although the problem had been 

recognised in the mid­nineties, vo­

cational education establishments 

remained under the authority of 

several ministries, i.e. those of Ed­

ucation and Science, of Welfare, 

of Health, of Culture, of Agricul­

ture, and of Defence. All these min­

istries acted independently, allo­

cated financial resources, planned 

and set up their own institutional 

networks, organised curricula de­

velopment groups, set up quality 

monitoring mechanisms and dealt 

with student enrolment issues. Ob­

taining consistent information on 

education and training and unified 

decision making proved quite a chal­

lenge. Overlaps and irrational use 

of financial and human resources 

were not uncommon. 

A concept for the development of 

education in 2002­2005, adopted 

by the Cabinet of Ministers in No­

vember 2002, foresees a reorgan­

isation of all vocational education 

institutions under the authority 

of the Ministry of Education and 

Science within the next four years. 

The only exceptions are those in­

stitutions where training programmes 

are subject to the regulations of 

the defence forces. 

In July 2003, the Government de­

cided that schools under the au­

thority of the Ministries of Welfare, 

of Health and of Agriculture should 

come under the authority of the 

Ministry of Education and Science 

as from July 2004. The implemen­

tation of this decision will make it 

easier to instigate the vocational 

education development programme 

and to realise a consistent voca­

tional education policy. The new 

structure will also help to opti­

mise the network of vocational ed­

ucation institutions and to distrib­

ute funding more evenly among the 

institutions. 

For further information, contact: 

Baiba Ramina 

Academic Information Centre­ Latvian National 

Observatory 

Tel.(371)7­212317 

Fax (371) 7­221006 

E­mail: baiba@aic.lv 

website: http://www.aic.lv/en/lno/default.htm 

Source: Academic Information Centre­ Latvian 

National Observatory 

Hungary 

Revamping apprenticeship school programmes 
A new apprenticeship schools development 

programme is to improve the education and 

training of future skilled workers and to rem­

edy the serious and increasing mismatch be­

tween supply and demand on the labour 

market. 

Vocational qualifications recognised by the 

state have strong traditions in Hungary. The 

certificates held in proof of such qualifi­

cations have a substantial influence on the 

chances of employees in the labour mar­

ket. To acquire skilled workers' qualifica­

tions, (e.g. to become a bricklayer, joiner, 

locksmith, waiter, cook, hairdresser etc.) 

young people attend four­year apprentice­

ship schools. Since the second half of the 

90s, there has been an increasing mismatch 

between the demand for skilled workers 

on the labour market (some 55%) and those 

attending apprenticeship schools. This short­

age of reliable skilled workers cannot be 

remedied through retraining programmes. 

While the numbers in apprenticeship schools 

have been plummeting, participation rates 

at secondary level schools preparing students 

for higher education have been on the rise. 

Thus, apprenticeship schools increasingly 

have had to cater for young people with 

learning difficulties and low motivation. As 

many as 30­50 % of them do not meet the 

general education target levels in the first 

two years, i.e. in mathematics, history, Hun­

garian language and literature. 14­20 % 

drop out of the programme. 

The majority of these students come from 

the most disadvantaged groups. 10% of the 

16 year­olds with multiple disadvantages are 

Roma. Given the current demographic de­

velopment, this proportion is expected to 

rise. Thus, up­dating training content and/or 

teaching and learning methods alone will 

not suffice to remedy the situation. Schools 

increasingly need more financial and human 

resources. Abstract teaching methods and 

educational content in general education 

that is not even remotely related to the rel­

evant vocational area, cannot motivate stu­

dents at apprenticeship schools. 

Apprenticeship schools need highly quali­

fied and committed teachers and trainers. 

However, fluctuation of teachers and train­

ers constitutes a fundamental problem, be­

cause of better job opportunities elsewhere, 

inadequate teaching resources and job dis­

satisfaction. A large number of schools of­

fer a variety of training programmes to small 

groups of students. This results in inefficiency 

and financial problems. 

In January 2003, the government adopted 

an apprenticeship school development pro­

gramme proposed by the Ministry of Edu­

cation. The key objectives of this programme 

are to increase access to VET training pro­

grammes, to enable VET students to acquire 

the necessary skills and competences for ac­

tive citizenship and to help them make in­

formed career choices. Special emphasis is 

laid on targeting the disadvantaged groups. 

The development programme aims at at­

taining the following social objectives: 

• Reduce and prevent school failure and 

reintegrate drop­outs into educational 

programmes so as they complete compulsory 

schooling. Students should acquire the basic 

skills required for their personal life, as 

well as adequate vocational qualifications. 

• Ensure that vocational qualifications of 

those entering the labour market meet the 

labour market needs for skilled workers, 

so as to reduce unemployment and its social 

implications. 

• Provide specifically targeted training 

opportunities for disadvantaged students 

and students with disabilities. 

New curricula, which link general education 

elements to the relevant vocational areas, are 

being drawn up. Innovative pedagogical meth­

ods are to be introduced in vocational schools. 

Teachers receive intensive training to acquire 

or improve their foreign language skills, up­

grade their skills in the relevant vocational 

field and enhance their skills in methodology 

and quality assurance. Some 133 vocational 

qualifications are expected to be modernised. 

The implementation of the apprenticeship 

school development programme will be sup­

plemented by the development of linguistic 

and information and communication tech­

nology (ICT) skills and the development and 

improvement of vocational and career coun­

selling and of quality assurance and self­eval­

uation mechanisms. 

The 90 apprenticeship schools that have 

so far been selected to participate in this pro­

gramme have committed themselves to ap­

plying new teaching methods, engaging in 

self­improvement, modernisation and the 

provision of a broader range of pedagogical 

services. The development programme is ex­

pected to be completed by 2006, at a cost 

of about EUR 50.5 million. 

More information: 

Apprenticeship School Development Office 

Contact person: 

Akos Menner 

H­1105 Budapest, Fehér út 1. 5. em. 

Tel. (36­1)4345702 

Fax (36­1) 434­5790 

E­mail: menner.akos@szakma.hu 

Website: www.szakma.hu 

Source: Hungarian National Observatory/Köpeczi Bócz 

Continuing vocational training 
ffl 

Portugal 

Provisions for training local government officials 
The low qualification level of its officials is one 

of the most striking aspects of public admin­

istration in Portugal. This has an impact on the 

way it functions, especially at the local gov­

ernment level. In order to remedy this situa­

tion the Portuguese government, acting through 

the Ministry of Social Security and Labour, the 

municipalities, the Office for the Regional Plan­

ning of Territories and the Environment, has 

established two vocational training support 

systems specificly for these officials: distance 

training (') and action training (
2
). 

Distance training ('): In this system of train­
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ing the fact that attendance is not required 

implies the existence of a tutorial system which 

can be synchronous ­ i.e. the trainers and 

trainees can be mobilised at the same time ­

or asynchronous ­ the periods of mobilisation 

alternate and do not coincide. The mini­

mum training requirement for access to this 

scheme is Level 2; its contents are generally 

divided into modules whose duration never 

exceed 100 hours. 

Action training {'): This system is adapted 

to the development of training geared to 

the production of vocational skills essential­

ly linked to modernisation and organisational 

development processes. Its main objective is 

to concentrate on resolving actual organi­

sational problems and to use a dynamic 

methodology which will upgrade appren­

ticeship training through an analysis of con­

crete work experience and personal life ex­

perience. 

These two systems have been developed 

within the framework of regional operational 

programmes which envisage the financing 

of vocational training for local administra­

tion, as advised by the Institute for the Ad­

ministration of the European Social Fund 

(IGFSE) and the social partners. 

(') Joint Resolution No 609/2003 ­ 'Diário da República' No 

118 22/05/03 ­ II series, Ο regime específico dos apoios a 

formação profissional desenvolvida à distância p. 7785, 

7786 and 7787. Available from the Internet: 

http://www.igfse.pt/legislacao/60920031.pdf, 

http://www.igfse.pt/legislacao/60920032.pdfet 

http://www.igfse.pt/legislacao/60920033.pdf 

(2) Joint Resolution no 694/2003 ­ 'Diário da República' No 

154 07/07/03 ­ II Série: Regulamento da modalidade 

formação­acçâo a desenvolver no âmbito das medidas do 

eixo n°1 dos programas operacionais regionais destinados a 

financiar a formação profissional para a administração local, 

p. 10 160 and 10 161. Available from the Internet: 

http://www.igfse.pt/legislacao/69420031 .pdf et 

http://www.igfse.pt/legislacao/69420032.pdf 

Source: CID ­ Information and Documentation Centre · 



Ireland 

Training for small and medium enterprises - a successful network 
Additional funding of Euro 15m has been 
pledged to extend the highly successful 
enterprise-led Training Networks Pro­
gramme. The pilot programme, which ran 
from 1999 to 2002, was established to 
address the problem of low investment 
in training in small and medium enter­
prises in Ireland. It was administered by 
Skillnets (see Cedefop Info 1/2002 and 
3/2002), an organisation which repre­
sents employer, employee and govern­
ment organisations, and was funded un­
der the National Training Fund. Up to 58 
networks involving up to 4 000 compa­
nies were developed in the period. The 
main features of this first training net­
works programme are presented in the 
final report on its operation. (') 

the formation of training networks was a 
complementary activity to other types of 
support. 

Skillnets has observed that firms, which 
are supported in meeting basic skills needs 
such as health and safety, hygiene and ICT 
skills, continue to move up the value chain 
of skills improvement. Only after firms have 
met basic operational skills needs-are em­

ployees motivated to continue the training Skillnets will continue to administer the new 
process in more added value areas. programme which will run until 2005. 

Finally, the leadership processes that emerged 
were an interesting feature of many of the 
networks, whether from existing enterprise 
organisations at sectoral and regional level 
or from an individual or group of firms in­
vesting time and energy in bringing other 
firms into the process. 

(') Skillnets: Final report of the Training Networks Programme 
1999-2002. (2003) Available free of charge from Skillnets 
Ltd., Wasdale House, Rathfarnham Road, Terenure, Dublin-
6W, Ireland. Tel. 353-1 490 1543, Fax 353-1 590 1543. E-
mail: info@skillnets.com, http://www.skillnets.com 

Source: FAS 

The report finds that a majority of networks 
(65%) chose sector-based approaches as 
a primary basis for the network operation. 
This indicated a demand for sector-specif­
ic training and a view that this was a gap in 
current provision. Many networks were es­
tablished on a regional basis especially out­
side the Eastern region. This highlighted the 
low level of locally available training in these 
areas and the limited range of training avail­
able generally in peripheral areas, as key 
training providers were located mainly in 
large urban centres. 

While a number of networks were formed 
with small or micro businesses most net­
works involved a mix of large, medium, 
and small companies. This was a depar­
ture from the usual practice of providing 
funding for small companies exclusively 
within the context of small business ac­
tivity. Networks decided to involve a range 
of companies in order to establish a more 
comprehensive experience and practice 
base. It also highlighted the demand for 
small companies to tap into the more de­
veloped expertise and systems of the larg­
er members. 

Many networks began the development of 
strategic certification systems at sectoral lev­
el. These systems often 
(a) were based on competence rather than 
on instructional models, 
(b) included a high level of recognition of 
prior learning, 
(c) were either fully work-based or flexibly 
adopted a dual approach of on- and off-the-
job learning, 
(d) generated enthusiasm by enterprises for 
progression opportunities for employees, 
and 
(e) increased the skills base across all firms 
in a sector. 

The willingness of companies and trade bod­
ies to take the lead in an area that has been 
traditionally delegated to education and state 
support bodies opens a new area of high 
potential for increasing industry and sector-
wide participation in strategic upskilling and 
lifelong learning systems within the context 
of the emerging framework for national qual­
ifications. 

The size and types of companies that flowed 
into networks highlighted the demand for 
training within sectors, which have been de-
prioritised by key state agencies. Equally 
those sectors, which do have access to sup­
port from other agencies, also found that 

Germany 
Learning for enterprise 
"An entrepreneurial attitude and entrepre­
neurial skills should be encouraged in VET 
programmes, regardless of whether trainees 
envisage a business start-up". 

This is the opinion expressed by a majority 
of entrepreneurs in the retailing and tourism 
trades, who were surveyed on how VET can 
prepare for self-employment. The survey was 
carried out in the framework of a research 
project conducted by the Federal Institute of 
Vocational Training (BIBB). 

The surveyed entrepreneurs were in favour 
of offering relevant skills within VET but 
expressed the opinion that business start­
up or take-over, i.e. direct entrepreneur­
ial training, should not be directly addressed 
by initial VET but feature in continuing 
training. 

The BIBB has used the survey outcomes to 
develop concepts for the integration of "en­
trepreneurial learning" into VET. 

An entrepreneurial attitude and relevant 
skills could, for example be, encouraged or 
developed by work in a junior or students' 
firm, or in the form of temporary man­
agement of a department within the train­
ing company. Trainees could thus learn to 
carry out specialised tasks independently 
and assume economic responsibility. Busi­
ness creation should furthermore be ad­
dressed as a career alternative to dependent 
employment, while course content should 
address the opportunities, risks and re­
quirements of self-employment. Finally, the 
special business perspective should be made 
clear, particularly within managementtrain­
ing. Additional qualifications or optional 

training modules, e.g. preparing a business 
plan, could also be envisaged. 

The skills acquired in the framework of ini­
tial training should be built upon in further 
training programmes imparting business 
start-up, management and take-over skills. 

The potential to create, via training, en­
trepreneurs motivated and able to set up 
their own companies or enter the fran­
chising business could thus be tapped in a 
timely manner. 

Further information on the project results may be obtained 
from Anita Krieger (E-Mail: krieger@bibb.de) or Hannelore 
Paulini-Schlottau (E-Mail: paulini@bibb.de). 

Source: BIBB/Cedefop/CF 

Spain 

The new continuing training system retains and expands 
the general principles of the previous model 
A royal decree regulating the continu­
ing training sub-system, operational as of 
1 January 2004, was adopted by the cab­
inet at the beginning of August. The new 
model will give firms more flexibility in 
managing personnel training. It also al­
lows the possibility of automatic bene­
fits in terms of social contributions. The 
new system retains and expands upon the 

general principles of the previous model 
and provides for the participation of the 
Autonomous Communities in its man­
agement. The new elements of the system 
include an increase in the eligible group 
of beneficiaries and specific measures to 
make access to training easier for em­
ployees in small and medium-sized enter­
prises (SMEs). 

Further information on the websites of the Spanish Prime 
Minister: 
http://www.la-moncloa.es/web/asp/min04.asp?Codigo= 
c0108030#FormaciónContinua 
and the Tripartite Foundation for Training in Employment: 
http://www.fundaciontripartita.org/ 

Sources: ETV News/Presidency of the Spanish Government 
/INEM 

Belgium 
Partnership agreement on vocational training 
On 13 June 2003, the Walloon Minister of 
Employment and Vocational Training, Marie 
Arena, and the representatives of the Eco­
nomic and Social Council of the Walloon Re­
gion signed a partnership agreement on train­
ing. 

The general objective of this agreement is 
'to optimise the implementation in Wallonia 
of the objectives of the Inter-Branch Agree­
ment (Accord Interprofessionnel - AIP) which 
allocate 1.9% of the payroll to training, by 
adapting these objectives to the actual sit­
uation in Wallonia and by broadening them'. 

In order to achieve this objective, the part­
ners agree to follow three operational ob­

jectives and to pool and share the resources 
for implementation. 

These three operational objectives (defined 
in the Partnership Charter signed by the Eco­
nomic and Social Council of the Walloon Re­
gion and the Government of Wallonia on 17 
June 2002) are the following: 
• definition of indicators which will make 
it possible to measure participation in training 
in the Walloon Region; 
• promotion of the continuing training of 
workers in enterprises; 
• administrative simplification of training 
schemes. 

The agreement will be evaluated by a mon­

itoring committee. Representatives of the 
Studies and Statistics Section of the Walloon 
Employment Observatory, of the Directorate-
General for Economics and Employment of 
the Ministry for the Walloon Region of FOREM 
(the Wallon office for vocational training and 
employment), of the future Walloon public 
interest body for alternance training, of the 
self-employed and SMEs will regularly par­
ticipate in this work as experts. 

For more information: http://www.cesrw.be/nouveautes/ac-
tualitesduconseil.htm (Complete text of the agreement). 

Source: FOREM 



Training of trainers 

Slovenia 

"Working for myself" starts with teachers 

ffl 

Slovenia has developed training modules and 

teaching aids to integrate entrepreneurial 

spirit and skills into vocational education and 

training. 

Setting up new enterprises is essential 

for job creation. To this end, entrepreneurial 

awareness throughout society needs to be 

promoted, with particular attention being 

given to young people. This is why, in re­

cent years, the Centre of the Republic of 

Slovenia for Vocational Education and Train­

ing has been cooperating with the Foun­

dation for Small and Medium­sized Enter­

prise (SME) Development at Durham Uni­

versity (UK) to develop and integrate en­

terpreneurial spirit and skills in vocational 

education and training (VET) curricula. This 

has resulted in the introduction of an en­

trepreneurial small business start­up pro­

gramme called "Working for Myself". 

"Working for Myself" targets VET teachers. 

The idea is to develop and produce entre­

preneurial teaching and learning resource 

materials and to disseminate them to all 

Slovenian VET schools. Training is offered to 

teachers to familiarise them with the con­

tent and to give them the opportunity to ac­

quire the necessary confidence to introduce 

a small entrepreneurial programme into the 

curricula of VET schools. 

The structure of the resource materials is 

based on the entrepreneurial start up process. 

Eight modules have been developed: 

• Preliminary module 

• Will my skill make a business? 

• Can I make a living? 

• What resources do I need? 

• Can I convince everyone that I can succeed? 

• Selling myself and my business proposal. 

• How do I maintain control in my business? 

• Dealing with officials and government 

regulations. 

Each module tackles the major issues in ques­

tion and also provides ideas for effective so­

lutions. The latter is considered valuable sup­

port for the teachers. The Slovenian National 

Centre for Vocational Education and Train­

ing expects this material to be a useful tool 

for teachers and to support the move to­

wards competence based learning. The ma­

terials reflect the four "success factors" of 

entrepreneurship (namely idea, motiva­

tion, abilities and resources), which consti­

tute the main themes of the modules. 

In May 2003, the Centre for Vocational 

Education and Training conducted a work­

shop in Ljubljana to introduce the "Work­

ing for Myself" programme to participants 

from the Western Balkan countries (Bosnia 

and Herzegovina, Croatia, the Former Yu­

goslav Republic of Macedonia, Kosovo, Ser­

bia and Montenegro). The workshop in­

formed participants about the results so far 

and discussed the stages of its development 

in the Slovenian VET system. Participants 

identified a number of opportunities to 

develop and integrate enterprise educa­

tion within the VET curricula in their coun­

tries. A discussion on the selection criteria 

for teachers who should offer these mod­

ules lead to a consensus that they should 

demonstrate creativity, an innovative ap­

proach to problem solving, flexibility, a will­

ingness to learn from mistakes, motivation 

and enthusiasm, and the ability to work in 

groups and teams. 

For further information contact: 

Mirjana Kovac 

Center RS za poklicno izobrazevanje ν ozjem pomenu 

(Centre of the Republic of Slovenia for Vocational Education 

and Training) 

Ob zeleznici 16 

1000 Ljubljana 

Slovenia 

Tel. (386) 1 5864 203 

E­mail: mirjana.kovac@cpi.si 

http://www.cpi.si 

Source: Centre of the Republic of Slovenia for Vocational 

Education and Training 

Initial vocational training 

France 

Planned reform of apprenticeship training 

ffl 

During the meeting of the French Cabinet on 27 Au­

gust 2003, Renaud Dutreil, Minister for SMEs (small 

and medium­sized enterprises), Commerce, Crafts, Lib­

eral Professions and Consumption, presented a com­

munication on the reform of apprenticeship training. 

He has been requested by the Prime Minister to study 

this question in order to make this line of training 'more 

attractive' and to improve the legal status of the ap­

prentice and the master responsible for the training ('). 

The reflections carried out in consultation with François 

Fillon, Minister of Social Affairs, Labour and Solidari­

ty, and Luc Ferry, Minister of Youth, Education and Re­

search led to two findings. Firstly, small and medi­

um­sized enterprises in France are facing great diffi­

culties in recruiting qualified staff and, what is more, 

finding buyers. These difficulties will become more 

acute when existing staff begin to retire in the com­

ing years. Secondly, apprenticeship training seems to 

be a particularly well­adapted response to recruiting 

needs. In fact, 'it will enable enterprises to find qual­

ified and immediately employable labour and will of­

fer young persons training, which will lead to a cer­

tificate, a job or, in the course of time, to entrepre­

neurial responsibility. However, this line of training 

seems to be lacking momentum and suffering from 

a negative public image'. 

The first objective of a reform should be to 'upgrade 

this line of training in the eyes of the public'. Three 

lines of action have been identified to achieve this ob­

jective. 

First of all, it is necessary to renew the image of ap­

prenticeship training and to guide more young peo­

ple to it, by launching information campaigns addressed 

to young people and their families, and by making a 

serious effort to raise the awareness of school teach­
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ers and vocational guidance bodies. An opinion sur­

vey was conducted among enterprises and the gen­

eral public to identify the key factors which play a role 

in making apprenticeship training an attractive propo­

sition. 

The second line of action is to meet the expectations 

of young people. Different levels are being envisaged. 

Firstly, an improvement in the material conditions of 

apprentices, e.g. transport, housing and remunera­

tion. But also changing the contents of training and 

building several bridges to other lines of training by 

adapting the apprenticeship training cycles to young 

people with very different profiles, levels of knowledge 

and skills. 

Finally, the third line of action is to make sure that 

apprenticeship training gives an effective response 

to the realities and needs of enterprises. 'Appren­

ticeship contracts should be on a sound economic 

footing, particularly for the very small enterprises: to 

this end, an analysis of the problems of assessing the 

training role of the enterprise is being undertaken'. 

Parallel to this, the training role of the enterprise 

should be linked to a quality approach which means 

better training of the trainers of apprentices. Fur­

thermore, the introduction of a mediator who will 

support the young trainee throughout the course 

could lead to more effective integration between the 

training in the apprentice training centre and in the 

enterprise. 

(') On the subject of the mission entrusted to Mr Dutreil, see the article 

'The reform of apprenticeship training', in INFFO Flash, No 616, 1­15 July 

2003 

Source: Stéphane Hérault, Centre INFFO, 

based on the Internet site of the Minister for SMEs, Commerce, Crafts, the 

Liberal Professions and Consumption, press kit on the reform of 

apprenticeship training: http://www.pme.gouv.fr/ 

Norway 

New educational act on vocation­
al higher education institutions 
A new act on vocational higher ed­

ucation institutions (Fagskoleloven) 

will increase the status and at­

tractiveness of vocational educa­

tion at the level above upper sec­

ondary school and below univer­

sity studies. According to the new 

act, vocational and/or professional 

education of good quality ­ last­

ing from five months to two years 

­ is now fully recognised. 

The law[Besl. O. nr. 81 (2002­

2003)] was approved on 27 May 

2003, and entered into force in 

autumn 2003. Act No. 9 of 28 Jan­

uary 2000 will be repealed from 

the same date. 

There has, during recent years, 

been an increase in the need for 

short courses that are custom 

made to one specific sector and/or 

occupation. However, they have 

not been legally approved. Inves­

tigations show that there will be 

a strong need for persons with a 

vocational education in the years 

to come, and that the interac­

tion between working life and the 

educational sector should be im­

proved. 

The aim of the new act is to es­

tablish a system for approval of vo­

cational education that is short, 

limited to and custom made­for 

one occupation and/or sector. Stu­

dents will have to have complet­

ed their upper secondary educa­

tion or have relevant experience 

before entering. 

Publicly and privately owned edu­

cational institutions are treated 

equally in the new act. The own­

ers of the present public technical 

schools, the counties, will lose their 

present financial support. The new 

act encourages all schools ­ both 

private and public ­ to offer ap­

propriate and adequate options 

according to the needs in the re­

gion. The institutions can apply for 

national funding, which they will 

be granted, according to the num­

ber of students they enrol. 

One of the important aims of the 

new act is to strengthen students' 

rights. Each institution must have 

a board of directors, including stu­

dent representatives. Students tak­

ing part in that programme qual­

ify for approval under the new act 

and can apply for funding from 

the and Norwegian State Loan Of­

fice (Statens lånekasse for utdan­

ning). 

More information: 

http://odin.dep.no/ufd/norsk/publ/otprp/ 

045001­050009/index­dok000­b­n­a.html 

Source: Teknologisk institutt, Norway 
























