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Contact person : Philippe Roman - Daniel Pasqual

e-mail : philippe.roman @afpa.fr     -      afpa.dtd-btp@wanadoo.fr

AFPA - FRANCE

(Association nationale pour la Formation Professionnelle des Adultes)

I. PRESENTATION OF AFPA

AFPA (National Association for Adult Vocational Training) is a leading adult vocational training organization both in France and in Europe. It is managed by a tripartite Board, under the auspices of the Ministry of Employment and Solidarity.

AFPA's core mission is to enable people of working age to gain vocational qualifications and to build upon these qualifications throughout their working life, with the aim of providing them with the skills and knowledge required by the labor market so that they can readily find employment.

AFPA offers its customers and clients a unique network of resources: 5,000 trainers from industry and commerce, 700 occupational psychologists providing career information, undertaking assessment of trainees and providing counseling; and 350 engineers and consultants supplying engineering services to companies, regional and local authorities, non-departmental public bodies and various other public institutions.

Founded in 1949, AFPA now has 400 sites throughout France, providing training, information, skills assessment and vocational guidance services.

AFPA's activities in France and abroad

In recent years, AFPA has also been expanding its activities steadily abroad.

A PARTNER FOR EMPLOYMENT
A PARTNER FAMILIAR WITH THE CORPORATE WORLD
A PARTNER IN EUROPE
A PARTNER WORLDWIDE
A PARTNER FOR EMPLOYMENT

On behalf of the French Government and in close cooperation with ANPE (National Agency for Employment), AFPA designs and implements training pathways and occupational integration schemes for both job-seekers and for employees undergoing retraining. AFPA also performs similar services on behalf of regional and local authorities.

AFPA informs, evaluates and counsels


Prior to embarking on a training program, AFPA works with job-seekers to analyze their training needs and to assist in the vocational guidance process by defining personal career aspirations. It evaluates a candidate's existing qualifications, develops an individualized training pathway, delivers training or monitors training delivered by others, evaluates the results obtained, certifies the skills acquired and provides counseling for job placement.

In 1997, nearly 500,000 trainees received assistance, from the initial interview right through to the comprehensive vocational evaluation.

AFPA provides training suited to the needs of the labor market


AFPA has designed and implemented 350 training programmes leading to qualifications in over 300 trades in the following occupational sectors:

· construction and public works; 

· industry: metallurgy and metal working, mechanics, electrical engineering, electronics, process control and industrial computing, chemicals, textiles and clothing, leatherwork; 

· tertiary sector: services, trade, tourism, leisure activities; 

· horticulture and landscaping; 

· cross-sectoral training: secretarial work, accountancy, maintenance, computerized management, office automation; 

· business start-up and takeover of companies. 

Successful trainees receive professional diplomas recognized by the Ministry of Employment and Solidarity. Some of these diplomas are also recognized throughout Europe.

In 1997, AFPA registered a total of nearly 160,000 trainees, two-thirds of whom were job-seekers and one-third in-service employees.

AFPA implements teaching methods tailored to the needs of all kinds of customers


Training is flexible and multi-faceted. Classes may be held at AFPA Centers, on employers' premises or as a part of a distance learning system. Curricula are modular, training pathways are tailored to individual requirements, evaluations are personalized. Special attention is given to "sandwich" training of young adults ­ which combines classroom learning with on-the-job training ­ and the training of targeted groups (women, long-term unemployed, migrants, persons with disabilities, military personnel and prison inmates). Courses are revised regularly, with dozens of new courses offered each year. Customized training courses are designed and developed to meet specific requirements.

AFPA plans for the future


To ensure that trainees gain the skills and knowledge required by today's industry, AFPA carries out studies on behalf of the French Government, in close cooperation with professionals and other key partners. These studies take place pre- and post- delivery of training, in order to continually adapt course content to technological developments,

job requirements, skills evolution and the changing work environment, which favors trainees' occupational integration.

Once they have been validated, the studies result in vocational diplomas awarded by the Ministry of Employment and Solidarity.

The studies are carried out by the specialized agencies within AFPA's Design and Technical Support Department:

· three design offices: Construction and Public Works, Industry, Tertiary Sector; 

· the National Training Institute, which handles training of trainers and develops new training methods; 

· the National Institute of Vocational Guidance and Occupational Integration, which designs and tests methods and tools to be used by trainers and occupational psychologists. 

The CNEFAD (National Center for Distance Learning and Training) is developing an efficient system for open and distance learning : nearly 20,000 enrollments were recorded in 1997

A PARTNER FAMILIAR WITH THE CORPORATE WORLD

Close links with professional bodies...


In order to adapt constantly to the changes in job requirements and contents, as well as to strengthen the connection between training leading to qualification and occupational integration, AFPA develops joint actions with professional bodies in the following fields:

· forward-looking studies on jobs and qualifications; 

· definition of professional qualification certificates; 

· certification of acquired skills and know-how as well as job experience; 

· vocational guidance and training for job-seekers and in-service employees; 

· "sandwich" training of young people and adults; 

· building of pedagogical partnerships. 

...and with companies


AFPA is in constant contact with companies, which is a key factor for the efficiency of its guidance and training system and favors trainees' occupational integration.

For this purpose, AFPA develops extensive activities on behalf of employees in the following fields:

· qualification acquisition through "sandwich" training; 

· support for the design and implementation of training actions in SME/SMIs; 

· skill evaluation of existing skills and certification of the skills acquired under the corporate training plan; 

· employee qualification and re-qualification operations; 

· training actions for emerging or developing jobs for which there is no organized or sufficient training program; 

support for local development policies.

A PARTNER IN EUROPE

AFPA is in contact with the main vocational training organizations from all member states of the European Union. The resulting partnerships created in this context have provided AFPA with an in-depth knowledge of:

· organizational and financial models for the vocational training systems of all member states; 

· EU policy on employment and vocational training, as well as structural fund mechanisms, especially the European Social Fund; 

· procedures for mounting cofinanced projects, as a function of the goals defined, and within a national or transnational framework: social integration of target groups, development of employment basins. 

Between 1992 and 1995, AFPA was a charter member of the Euroqualification program, and played a major part in its implementation. Co-funded by the European Social Fund, and involving 11 governmental vocational training organizations, this program succeeded in giving a European, professional and linguistic dimension to the training of 3,000 job-seekers in 40 trades, resulting in the creation of nearly 1,000 transnational training products (training frames of reference, teaching manuals, etc.).

AFPA acts as the Secretariat General for the European Association for Vocational Training (EAVT), which now carries on the spirit of the Euroqualification program. The EAVT groups the governmental organizations in charge of vocational training in each member state of the European Union. The EAVT, which operates as a network, intervenes at three levels:

· It represents the expectations and proposals of its member organizations in dealings with the European Commission. 

· It pools the research resources and innovative experience of the member organizations in order to provide the responses best suited to problems that are often identical in different countries. 

· It organizes and implements joint R&D and exchange actions within the framework of projects co-funded by EU-sponsored Adapt and Employ programs, as well as the Leonardo program

A PARTNER WORLDWIDE

Sustained action on bilateral cooperation


AFPA is one of the organizations responsible for implementing the cooperation policy of the French Government in the field of adult vocational training. In this capacity, it provides services to the administrations and government agencies of countries which have signed cooperation agreements with France.

Increased activity on multilateral cooperation


Given the scope of its experience in France and abroad and the quality of its relations with a vast number of partners, public and private, French and foreign, AFPA is in a position to coordinate and conduct any large-scale training project, as well as any major interdisciplinary project with an extensive training component. For these operations, usually financed by multilateral institutions (European Commission, World Bank, regional development banks), AFPA often operates as part of a consortium which may bring together European and foreign public institutions and private firms.

AFPA can also supply training services to French and European export firms and to their foreign subsidiaries, as well as to companies in emergent countries.

A range of services suited to the specific needs of all kinds of customers.


Services for Governments and public agencies in charge of defining and applying vocational guidance and training policies:

· advice to officials in charge of vocational guidance and training systems: definition of policy options, strategic planning, drafting of national and sectoral programs; 

· assessment of training systems; 

· technical assistance in reforming and modernizing training systems; 

· support for creating or reforming training organizations; 

· drafting of training frames of reference; 

· implementation of specific training programs for targeted groups: unemployed, young adults, women, military personnel, migrants, people with disabilities; 

· study of public aid schemes and support for their implementation; 

· support in reconversion of employment basins

Services for vocational guidance and training organizations:

· support for creating or reforming training centers; 

· studies for refocusing training services in accordance with the needs of the labor market; 

· design and development of innovative teaching methods; 

· support in developing new training products; 

· technical and pedagogical training for trainers; 

· technical assistance for the implementation of vocational guidance systems; 

· operational support for the smooth running of training organizations. 

Services for companies:

· implementation of training diagnoses (job descriptions, qualifications evaluation of employees, assessment of training needs) and development of training plans; 

· executive training in the management and administration of human resources; 

· direct staff training in a full range of technical fields; 

· language training within the framework of international development projects. 

Services for international aid donors:

· studies for mounting training projects; 

· implementation and/or supervision of training projects; 

· post-implementation assessment of training projects; 

· organization of exchanges and study tours

II. Presentation of the measure « Validation of Acquired Professional Skills » of the Board of Education by Anne-Marie CHARRAUD (Cereq)

For the sake of clarity, Anne-Marie CHARRAUD defined some basic terms concerning acquired skills : 

Validation of the experience : operation aimed at checking that the skills noted in an individual comply with the skills described and expected in a reference system.

Certification : document signed and sent to individuals by an officially appointed body. This body vouches for the compliance with procedures and with the contents of the instructions laid down in the document.

In France, several players were gradually involved in the validation of acquired skills  and in certification : 

The Board of Education :

Historically, it is the first and most important body as far as the number of cases dealt with is concerned to issue a diploma ;

Others Ministries having a training mission are guarantors for the Certification : Agriculture, Labour, Health, the Army, etc.

Consular Institutions and Organizations with chambers of trades, commerce and agriculture who have a specific system of certification;

Private organizations, branch organizations and/or organizations of companies (which date back to the sixties as far as the development of continuous training for wage-earners is concerned).

Today we find ourselves in a very cut off situation, that is why there was no preliminary consultation in establishing this juxtaposition.

The first attempt at clarification took place in the seventies, with the mentioning of the diplomas of the Ministry of National Education in the classification tables, however the other diplomas were little known.

A second attempt was the set up of an interministerial and intersectorial technical Commission for Ratification to position all certifications in relation to the diplomas issued by the Board of Education. A level of training and an indication of the contents of the training courses corresponding with each certification were laid down..

A third attempt (beginning of the 90) was the creation of the Professional Qualification Certificate by the branches, no longer based on training, but on the readability of skills, linked to the profession.
A fourth step was the law on the validation of acquired skills in 1992.  But this law was only accessible by the Ministries of National Education of Agriculture, of Youth and Sports.  It relies on the « diplomas ».

Finally, a white paper on vocational training was drawn up by the Secretariat of State for Vocational Training (part of the document was distributed during this sitting, chapter 6, certification and validation of acquired skills).  This white paper has set as one of the priorities :

The validation of skills acquired through experience which involves four objectives : 

· to be exempted from pre-requirements before admission to a training course,

· to be exempted from part of the training course, but not from tests,

· to be exempted from tests to obtain the certification
· to issue a certificate of competence, taking into account the fact that experience demonstrates professional skills. This procedure is being experimented by the Ministry of Labour and chambers of commerce.

Applicants for validation should submit a file describing their experience.  A panel of validation will read the file and decide if the acquired skills match the list of competences expected for the diploma.  This procedure involves many uncertainties as to the contents of the file and the making up of the panel (for instance, trainers with little knowledge of company activities and professionals not always able to decipher a reference system of a diploma).

II. Presentation of an experimentation for validating skills by Philippe ROMAN (AFPA)

Context of this experimentation. 

The operation is meant for Job-seekers and Wage-earners.

It is aimed at : 

· gaining access to Employment,

· keeping one’s job or to get better tools to acquire employment  mobility.

There was a first experimentation which is now followed by a second one. 

They will be used to work out a general method.

160 people volunteered for the 1st experimentation.

Choice of blocks of competences and standards :

They are linked to existing qualifications. They are helpful when they refer to a context or professional field. A balance is being sought in the size of blocks helpful to identify a person for a job he/she has or seeks..

This work is carried out through a concertation process between social partners.

Who are the assessors, How do they assess ?

Assessments, independent from training, can be carried out in a company where the working situation is simulated.

A joint panel will appoint the assessors who are company professionals or trainers in the field concerned..

Certificate

This is the act of validation ending the assessment. It is signed by the Ministry of Labour.

Questions have been raised as to the results of the first experimentation, , the trades concerned, the difficulties arising from the simulation in a company, the methodological process, the financing, etc.

So far as the reliability of the 2 situations is concerned, inside and outside the company, the technical feasability was judged..

The success rate for wage-earners was 80% and 68% for job-seekers.

The first experimentation dealt with 6 trades in the 3 fields concerned : Industrial, Tertiary and Building Sectors..

For the second experimentation, the range of trades was wider.. Temping agencies or companies wishing to certify their staff showed an interest..

Some difficulties of assessment were due to economic constraints. 5 people had to be grouped together because of  the material and the trainers that had to  be assembled. Besides, there are always limits to simulating a working situation.

The funding was public for job-seekers, either individual or provided for by the Company in the case of wage-earners.

The experimentation also aimed at estimating  costs..
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AIKE

Contact persons : 
Tarja Svärd-Ylilehto - Raija Kuosmanen

e-mail : tarja.svard-ylilehto@aike.fi – raijak@aike.fi 

AIKE - FINLAND

(Ammatillisten Aikuiskoulutuskeskusten Liitto)

I. Presentation of AIKE

AIKE International Ltd is an independent entity representing the Vocational Adult Education Centres in their transnational activities. AIKE International is located in Helsinki and it acts as a coordinating unit of the network of the 47 Vocational Adult Education Centres. AIKE International operates in the Western European countries as well as in Central and Eastern Europe, especially in Russia and Estonia.

AIKE International collaborates with the Finnish Vocational Adult Education Centres and other educational institutions and calls for their resources and expertise in various development and technical assistance projects. Also large networks of training actors and authorities have been established with most of the member states of the European Union and CEE countries. AIKE International is a founder member of The European Vocational Training Association (EVTA)

1. VOCATIONAL ADULT EDUCATION CENTERS

Finnish Vocational Adult Education Centres provide initial and continuing vocational training and education for employed as well as unemployed persons, including apprenticeship training. Training and education cover school-level through college/institute level up to the higher vocational level; many programmes conducted under the auspices of the Finnish National Board of Education lead to formal qualifications. In-service training, consultancy and international activities are included in the main areas. The services to the private and public sector cover also: surveys, assessments, feasibility studies, development projects, training of trainers, tailor-made solutions in training. 

The experience of the experts in adult vocational training has been made good use in several development schemes and projects initiated by the Finnish authorities: Ministry of Labour, Ministry of Education, National Board of Education. The areas of development have been: design of national core curricula, design of teaching material, new vocational qualification system for adults, efficiency assessment of vocational training, creation of purchase procedures of employment training etc.
The centres have also gained good experience in the development of open, flexible and distance learning (OFDL), new methods for language teaching and illiterate adults as well as new measures for specific groups including the long-term unemployed and disadvantaged.

The vocational Adult Education Centres are self-governing, independent institutions, owned by the municipalities. The annual turnover is at the level of 1.3 00 bill. FIM (equals to 230 M€) and the number of the trainees totals in 100.000 per year (equals to more than one half of all vocational adult education in Finland annually). The number of permanent teachers / trainers / consultants and administrative staff is about 3.300.

2. MAIN SECTORS AND SPECIALIST AREAS 

Training and education are offered in the following sectors: commerce and administration, business development, entrepreneurship training, information technology, languages, quality consciousness, hotel and catering, engineering and electronics, building and construction, earth construction, road surfacing, motor vehicle repair and maintenance, transportation, forestry and wood-processing, tourism, environmental education, furniture manufacture, vocational guidance, orientation and refresher training.

In addition to the main and original target groups trained in the Vocational Adult Education Centres, the centres give for foreigners, immigrants and refugees their first touch in Finnish language and society. Guidance, counselling and language preparation precede vocational training.

3. INTERNATIONAL EXPERIENCE

Within the European Union, Aike International participates in transnational projects dealing or closely linked with the development of the contents and institutions of professional / vocational adult education. The projects have been financially supported by national institutions bilaterally, especially Ministry of Education in Finland as well as different EU programmes: ESF, ADAPT, Leonardo da Vinci, Socrates, etc.

SELECTED REFERENCES

European and national projects

Apprenticeship Training:

Appremaster. From Apprentice to Master - Committed to Learn.
Objectives: To develop the marketing and cooperation between different actors in apprenticeship training.
Participating countries: Finland, including vocational adult educational centres: Kuopio, Jyväskylä, Kotka, Savonlinna, Seinäjoki; Italy, the Netherlands, France, Germany
Years: 1998-2000. http://www.aedu.kuopio.fi/Appremaster 

e-learning:


DIME. Defining Multimedia for Employment.
Objectives: To define the quality criteria of multimedia production for education. Development of the use of new technologies in the educational institutions.
Participating countries: UK, Finland, including vocational adult education centres: Forssa, Kuopio; France, Germany, Ireland, Italy, EVTA
Years: 1998 - 2000. http://www.dime.org.uk
Virtual Multimedia Factory
Objectives: To prepare electronic study materials and tools for the creation of study materials.
Participating countries: Finland, including vocational adult education centres: Forssa, Kuopio Seinäjoki, Tampere, Ylä-Savo; Ireland, Denmark, the Netherlands, Spain
Years: 1996-1999. 

Environment:


EcoPro. Eco-Professionals.
Objectives: To develop tools for the creation of an environment management programme for educational institutions. "Greening" the curricula and on-the-job training.
Participating countries: Finland, including vocational adult education centres: Hyvinkää-Riihimäki; UK, Italy, Estonia
Years: 1999 - 2000. http://www.poliedra.it/eco-pro 

Social exclusion:


Second Chance Schools - Information System (SCS - IS)
Objectives: To evaluate and consult second chance education.
Participating countries: Finland, including vocational adult education centres: Hämeenlinna; Belgium, Spain, France
Years: 1997-1999 

Network Against Social Exclusion NASCENT
Objectives: Recommendations for measures to improve the employment and employability of immigrants, drug addicts, ex-convicts and single parents.
Financing Agency: DG V Preparatory Actions to Combat and Prevent Social Exclusion
Participating countries: Germany, Belgium, Finland, Italy, The Netherlands, Spain
Years: 1999 - 2000. http://www.nascent.org
Surveys and Analyses:


Needs for Guidance to Optimise Access to Lifelong Learning
Participating countries: Finland, including vocational adult education centres: Kuopio; France, Sweden, Ireland, Germany, UK
Years: 1998-2000. 

FLEX-VET. Educating a Flexible Workforce for Europe. Consequences for Designing Responsive Vocational Education and Training
Participating countries: Finland, the Netherlands, Germany
Years: 1998-2000

NIS- AND CEE-countries
VET Reforms I and II in North-West Russia, sector telecommunication
Financing bodies: European Training Foundation (ETF)/Ministry of Education, Finland, Educational Committee, Saint Petersburg, Novgorod 1996-1998, 1999-2002 
Participants: Vocational Adult Education Centres: Kuopio, Jyväskylä, Järvenpää, Savonlinna, Mikkeli Polytechnic


Objectives


· To improve co-operation between schools and enterprises 
· To analyse and forecast the labour market needs 
· To introduce new curricula for new professions and continually update it 
· Skilled and well-informed teachers 
· To develop management in schools

Reshaping the Structures of Vocational Teacher Training in NW Russia
Financing bodies: European Training Foundation (ETF)/Ministry of Education, Finland, Educational Committee, Saint Petersburg, 1999-2002
Participants: Vocational Adult Education Centres: Kotka, Kuopio, Jyväskylä, Helsinki University, Hämeenlinna Polytechnic 


Objectives


· Improving the qualification and skills of the VET teachers creating a basis for the future vocational teacher training and upgrading system 

Development of the Regional VET Policy and Management
Financing bodies: European Training Foundation (ETF)/Ministry of Education, Finland, Educational Committee, Saint Petersburg, 1999-2001
Participants: Vocational Adult Education Centres: Porvoo, Lahti, Järvenpää, Kuopio, 


Objectives


· Reshaping the VET management structures at regional and school levels to better correspond to the challenges of the merging market economy and labour market. 

Reshaping the Focus and Structure of Vocational Teacher/Trainer Training in Latvia and Lithuania
Financing body: Ministry of Education, Finland, 1999-2000
Participants: Vocational Adult Education Centres: Jyväskylä, Jyväskylä Polytechnic


Objectives


· Institutional development of vocational schools in Latvia and Lithuania 

Dangerous Goods Transport Training
Financing body: Tacis 1998-1999 
Participants: In association with AmuGruppen, Sweden, Verkehrsakademie Bayern e.V. Germany, Shipping and Transport college, Gilde Opleidingen Netherlands 
Vocational Adult Education Centres: Jalasjärvi, Huittinen, Ylä-Savo, The Finnish railways, Vehicle Administration Centre, Centre for Technical Training


Objectives


· Support the Russian Ministry of Transport in creating a centralised training facility for personnel involved with all aspects of the transport of dangerous goods 

Education 2005 Strategy
Financing body: Ministry of Education, Finland, 1999
A support project for the Karelian education administration
Participants: Vocational Adult Education Centres: Teuva, Kotka, Lappeenranta, Jyväskylä


Objectives


· Support to the Ministry of Education in development of the administration and education strategy

CBC Telematerial
Financing body: Tacis Cross Boarder Cooperation 1998-1999
Design of learning /teaching material in the framework of VET-reforms in N-W Russia, telecommunication sector
Participants: Vocational Adult Education Centres: Kuopio, Jyväskylä, Järvenpää, Mikkeli Polytechnic


Objectives


· to support and stimulate the aims of the telecommunication sector of the pilot project "VET reforms in North West Russia

Tarja Svärd-Ylilehto, Project Manager 


Tel. + 358 - 9 - 7511 5125
Mobile +358-40-5330444 
email address: tarja.svard-ylilehto@aike.fi 

Raija Kuosmanen, Project Manager (Russian projects) 


Tel. + 358 - 9 - 7511 5124
Mobile +358-40-5037335 
email address: raijak@aike.fi 

Fax. +358-9-7511 5127


Paasivuorenkatu 5 B 
FIN-00530 Helsinki

II. Competence based qualification system as a part of the Finnish VET-system (Vet-system in Finland)

2.1 Legislation and Funding 

The main goals of Finnish education and training policy are to ensure a high level of education and training for all citizens, to promote the spiritual growth of the nation and to enable people to make independent choices. In Finland, all citizens are entitled to basic general education. 
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A comprehensive reform of legislation governing basic education, secondary education (general upper secondary education and basic vocational education) and adult education came into force on January 1999. The previous fragmented institutional legislation, based on institution types, was superceded by more concise and concentrated functional legislation. Eight acts replaced 26. The new acts focus primarily on the regulation of educational objectives and contents, levels and forms of education, and students’ rights and responsibilities. The new legislation increases the powers of the providers of education and applies equally to municipal, state and private education.

The responsibility for educational funding and construction of schools is divided between the State and the education providers. In addition to their own funding, local education providers are entitled to receive a state subsidy for the establishment and operating costs of their institutions. The funding criteria are the same irrespective of ownership. The state subsidy for operating costs is granted on calculated grounds, which are confirmed annually per pupil, lesson or other unit. 

The state subsidy is calculated to cover 57% of the operating costs. The most significant factor influencing the amount of state subsidy is the student quantity. The state subsidy is payable to the education provider according to the student specific unit price.

2.2  Administration 

The Finnish Parliament decides on the educational legislation and the general principles of education policy. The Government, Ministry of Education and National Board of Education are responsible for the implementation of this policy at the central administration level. 

The Ministry of Education is the highest educational authority in Finland. The Ministry's sphere of authority encompasses education, research, culture, youth affairs, ecclesiastical affairs and sports, as well as copyright issues. Almost all publicly funded education is subordinate to or supervised by the Ministry of Education. The Ministry prepares the legislation and Government Resolutions concerning education. 

The National Board of Education in turn is an expert body responsible for the development of educational objectives, contents and methods in basic, general upper secondary, vocational and adult education and training. The Board prepares and adopts the core curricula and the guidelines for competence-based qualifications and is responsible for the national evaluation of the education system. 

For the purposes of the State's regional administration, Finland is divided into six provinces. Each province has a Provincial State Office led by its Governor. The Education and Culture Department of the Provincial State Office deals with the matters concerning education and culture. 

In Finland, each local (municipal) authority is obligated to provide basic education for all children living within the municipality, or to otherwise ensure that school-aged children receive corresponding instruction. The local educational authorities may also provide general upper secondary, vocational, polytechnic and adult education. Federations of municipalities or private organisations and foundations may also provide general and vocational upper secondary education.  

Vocational education and training for young people

The goal of the 1998 law on vocational training (which came into effect on 1 January 1999) is to raise vocational skills and competencies and meet the skill needs at the workplace by improving links between schools and employers, thus promoting employment. The training provided in vocational schools covers practically all branches of trade and industry.

The scope of vocational training is very broad and it offers many alternatives for individual choice. The training consists of modules. It is developed in close co-operation with trade and industry in order to meet the changing demands of society. A period of work place training is a compulsory part of studies and gives students an important real-life experience of work and working environments. 

Vocational education and training is provided in the following sectors: renewable natural resources, technology and transport, commerce and administration, hotel, catering and home economics, health and social services, culture, and leisure and physical education. 

Upon completion of a basic vocational qualification students are awarded a certificate, which specifies the qualification and the study modules completed as well as their grades. Student assessment is based on the following grades: excellent (5), good (4-3) and satisfactory (2-1). 

The characteristics of vocational training are in brief:

· all those who have completed the comprehensive school syllabus are eligible to study in vocational schools. 

· students are selected according to criteria determined by the Ministry of Education, that is, previous study record (average grade of all subjects and grades emphasised in the relevant field), work experience and other entrance tests 

· duration 3 years.

· number of vocational qualifications is 95

· pupils are normally aged 16 to 19 

· the education includes both theoretical studies and practical instruction in institutions and work places

Vocational education and training for adults

3.1  Forms of VET for adults

Vocational education and training is provided for adults who are, or have been, active in working life. It comprises ‘self-motivated’ training, labour market training, in-service training and apprenticeship training. Vocational schools and adult education centres provide upper secondary level education for adults. At the beginning of studies, a personal study plan is made for each student.

‘Self-motivated’ training gives adults an opportunity to develop their occupational skills independently of their employer. It is planned to serve the long-term educational needs of adults. The goals of self-motivated training, which leads to a qualification, are usually the same as in vocational training institutions for young people.

Both adults and young people can also acquire a vocational qualification through apprenticeship training. In apprenticeship training vocational skills are learned while working, supplemented by theoretical studies. Apprenticeship training comprises both initial and further vocational training for young people and adults.

Finnish employment authorities provide a wide range of labour market training. Its purpose is to combat unemployment by providing training to the adult population. The main target group is represented by the unemployed, but training is also offered to those at risk of losing their jobs as well as groups outside the active labour force. The administration of employment training is the responsibility of the Ministry of Labour.

In-company training accounts for the largest number of participants in the adult education sector. It serves the needs and requirements of industry. This is usually short-term training and is financed by employers.

3.2  Competence-based vocational qualifications

The vocational qualifications of adults are competence-based qualifications and can thus be obtained in a competence-based examination irrespective of how the competence needed in the examination was acquired. 

The number and structure of vocational programmes and qualifications are determined by the Ministry of Education. Competence-based qualifications are based on the National Requirements of Qualifications determined in tri-partite Vocational Training Committees and adopted by the National Board of Education. The National Requirements of Qualifications provide a general framework for the specific skill requirements of each individual qualification. 

The Adult Vocational Education Act (631/1998) defines three different forms of qualifications:

· Vocational qualifications (correspond to upper secondary education at youth level);

· further vocational qualifications (vocational expertise required of a professional in the field), and

· specialist vocational qualifications (mastering more demanding tasks).

Adults obtain qualifications by participating in competence-based examinations. They can either study in courses preparing for the examination or take the examination alone. Since the structure of qualification is based on parts, adults can participate in education and training preparing for only one or two parts of the qualification.

3.3 Tri-partite bodies linked to the Competence Based Qualification System

Vocational Training Committees 

· established by the Ministry of Education

· 31committees for the years 2001-2004 

· 10 members, typically

· 3 representatives of employers

· 3 representatives of employees

· 1 representative of labour authorities

· 1 researcher or other specialist

· 1 teacher or principal

· 1 representative of Ministry of Education

· Secretary from National Board of Education

· Chairman always from employers or employees   

· Everyone has a substitute (10+10=20)

The tasks of the Training Committees include:

1) following the development of the supply of education and, on the basis of the working life demand, making assessments concerning the development of education volumes, and anticipating educational needs by level and field;

2) following and anticipating the development of the demands concerning various occupations and vocational skills;

3) producing necessary field-specific surveys and presentations in order to develop the structure and contents of education;

4) following research of education and working life;

5) make proposals and motions to develop vocationally oriented education.

Covers all vocationally oriented education, including higher education and adult education.

Qualification Committees 

· established by the National Board of Education

· 170 boards. Most of them for the years 2001-2004 

· at most (usually) 9 members, in case of 9

· 3 representatives of employers

· 3 representatives of employees

· 3 teachers

· no representatives from Ministry of Education or National Board of Education

· no substitutes

The tasks of the Qualification Committees include:

· supervising and giving guidance on the Competence-Based Examinations

· making contract with the organiser of the skill tests (usually a vocational education institution). Examination Provider Contract.
· approving plans for skill tests and assessors

· approving the assessment data and issuing Certificates
Assessing Bodies 

· Established by the examination providers (usually Schools and other training institutions)

· One tri-partite body for one examination. 

· Members selected from a network of assessors, trained by the examination provider

· Usually 3 to 6 members 

· representatives of employers

· representatives of employees

· teachers

The tasks of the Assessing Bodies includes:

· Controlling that skill tests and other arrangements are carried out accordingly to the plan approved by examination board.

· Assessing all tests and writing a summary of the results.

· Making a proposal to the examination board to issue the certifications.

This text is based on the materials from the Ministry of Education and the National Board of Education.

Erkki Salmi 25.6.2001
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Contact person : Marjolein Hofstee
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COLO - NETHERLANDS 

(Vereniging van landelijke organen voor het beroepsonderwijs)

I. PRESENTATION OF COLO

Colo is the umbrella organisation of 21 national bodies for vocational
education. As the interest group for and of the national bodies, Colo
carefully monitors relevant social developments and the education and labour
market policy of government. Colo initiates and formulates a joint vision,
and issues recommendations and comments on behalf of the national bodies. 

Colo represents the national bodies in respect of government and other
parties, and participates in all relevant consultation groups. In addition
to promoting the interests of its members, a further task of Colo is service
provision to those members. Such services are often provided on a collective
basis, for example by acting as a consultation group and referral body for
new legislation and regulations, or as a platform and meeting place for
employees of the national bodies.

Colo also acts as the employers' organisation for the national bodies. Via
Colo, the national bodies carry out their central negotiations on employment
conditions with the Ministry, and consultations about further conditions of
employment with the professional staff organisations. 



Colo organisation


Colo is an association. The members of Colo set its objectives and provide
the relevant funding to Colo. The policy of Colo is determined by the
General Meeting. The members of the General Meeting are board members of the
national bodies, in other words representatives of branches and sectors.

The national bodies for vocational training are :

ECABO : National Institute for Vocational Education in the secretarial, business administration, commercial, logistic, automation, legal and security sectors ;

GOC : Centre for education and labour market in the graphics & media sector ;

INNOVAM : Training and Qualification Centre for the automotive branche ;

INTECHNIUM : Innovation and Education Centre for Installation Technology ;

KC Handel : Knowledge Institute for Retail and Wholesale ;

KOC NEDERLAND : Hairdressing Training Board ;

LOBAS : The National Organisation for Vocational Training in the Agro Food Sector ;

OVDB : National body for the sectors Health Care, Home Economics and Catering, Social Care and Sport ;

SH & M : The Foundation for Wool and Furniture : Training Centre for the Wool Trade and Manufactoring, Furniture and Carpentry Industry and Furnishing Sector ;

SOBB : The Foundation for Training in the Bread and Confectionary Sector ;

SOM : National Institute for Vocational Training and Courses in the Metal Industry ;

SVB : Foundation for Vocational Education in the Construction Industry ;

SVGB Onderwijscentrum : Foundation for Professional Training in Health Care Technology ;

SBW : Foundation for Vocational Training in Civil and Maritime Engineering ;

SVH Onderwijscentrum : Education Centre for the Hotel, Restaurant and Catering Industry ;

SVO : The Dutch College for the Meat Trade ;

Opleidingcentrum SVS : Centre for Vocational Training for Painters and Plasterers & Design and Representation Techniques ;

Vakopleiding Transport en Logistiek : Transport and Logistics Training Board ;

VaPro : National Institute for Vocationel Training in the processing industries and laboratories ;

VEV : National institute for electro-technical vocational training and qualification ;

VOC Vocational Training Institute in the Vehicle Building and Body Repair Industry ;

VOC/BETEX : Education Centre for the textile and garment industry


The day-to-day management of Colo is in the hands of the Governing Board.
The Governing Board consists of representatives from sector social partners,
and is headed by an independent chairperson. Representatives of the national
umbrella associations of employers and employees are also represented on the
Governing Board, in an advisory role.

The Governing Board calls in advice from the Board of Directors. This Board
of Directors meets monthly. The members of the Board of Directors, as the
name suggests, are the 21 directors of the national bodies. The Board of
Directors' discussions are prepared in advisory committees, focusing on
educational policy, funding, information technology, legal and international
affairs.


II. Dimensions of Prior Learning Assessment or APL

in The Netherlands
Prior learning assessment or Acreditation of Prior Learning consists of many elements or dimensions. These dimensions can be subdivided into system requirements and procedural requirements. Each dimension attributes its own responsibilities to individuals, organisations, the government or the social partners.

System requirements

The system requirements are the prerequisites and facilities which must be present at macroeconomic level in order for prior learning assessment to be optimally used. The responsibilities of the various players and the (existing) development level differs for each requirement. 

The successful application of prior learning assessment depends on various prerequisites:

The presence of assessment facilities

A high level of accessibility to the procedure

A system for quality assurance of the assessment procedures

A workable assessment standard (= the “yardstick” by which an assessment is made)

A stimulating financial and legal framework

A supportive national and international framework

The ability to measure feasibility and profitability

Procedure

As a procedure for individual use, prior learning assessment can be subdivided into a number of logical successive steps. Responsibility for completing these stages lies primarily with the individual. However, occasionally it can also be the responsibility of a company or other organisation to take into account what is required on the labour market.

In procedural terms, prior learning assessment involves the following steps:

Defining the goals of prior learning assessment

Generating support and raising awareness

Preparing the prior learning assessment procedure (general)

Preparing the prior learning assessment procedure (individual)

Evaluation (assessment)

Development (advisory and follow-on phase)
SYSTEM REQUIREMENTS

1. Assessment

Assessment is a method for identifying personal growth and development opportunities. Information about existing skills and qualifications is gathered in a controlled and standardised way. Based on the results of this inventory, advice is then offered about possible follow-on steps to bring about further development.

In order to optimally develop prior learning assessment as an instrument to boost employability, the assessment procedure will need to be a low threshold facility. 

Every organisation is in principle free to establish and offer an assessment facility. However, if the assessment is used to guide a recognisable civil effect, then the assessment must be carried out independently and be subjected to a quality control system.

Acquiring externally legitimised certificates and diplomas based on the national qualification standards is currently effectively tied to institutions for (secondary) professional education. By training and evaluating, and/or by unlinking the award of certificates and diplomas from formal channels, it will be possible to establish independent assessment centres.

The evaluation and recognition of skills and qualifications is carried out by assessors. The legitimisation of providing assessment facilities depends on the quality of the assessors who are available. So far, there have been no quality criteria, or a qualification standard, for assessors who are implementing prior learning assessment procedures.

2. Accessibility

Prior learning assessment procedures should be accessible for individuals and organisations (on or around the labour market). The concept of accessibility relates to:

Recognisability and acceptance

The accessibility of organisations that carry out the assessment procedures

The affordability of procedures

The acceptance of the importance and the profitability of prior learning assessment as a facility will be assisted by the optimum accessibility and availability of procedures, including both the physical accessibility and the financial accessibility of procedures.

Accessibility is also increased if the value of certificates and hence the value of the standard applied is cross-branch in nature. For example, a certificate awarded on the basis of a standard applied by the retail trade will also have to have some value within the care sector or the automobile industry. Essentially, it is a matter of increasing the transparency and comparability of the various qualification structures.

A decentralised provision of assessment will increase the accessibility of the procedure. ‘Decentralised’ in this context means the regional spread and implementation of the procedure in the workplace and the place of learning of the candidate. Another prerequisite for accessibility is practicability and efficiency for users. Time-consuming and bureaucratic procedures are disastrous for accessibility.

State co-funding of prior learning assessment procedures is a fundamental prerequisite for ensuring access to, and the successful application of, the system. A decentralised and practicable system which is too costly for users will reduce access to procedures.

3.
Quality assurance

Quality assurance relates to the validity of the standard applies, the quality and accreditation of assessors and the quality assurance system for assessment provisions.

Because rights can be derived from the award of certificates and diplomas on the basis of the procedure, professional and complaints procedures will need to be formulated – in other words, a nationally implemented prior learning assessment system based on a properly coordinated and cohesive system of quality assurance that applies to all the assessment centres.

The government is responsible for the quality assurance of the assessment standard that is applied in the case of prior learning assessment. The quality of the standard can be guided by establishing procedures for developing standards and by applying a programme of requirements to the structure of the standard. Important quality criteria include validity, acceptance, reproducibility, functionality, transparency and comparability of structures.

There are various important players involved in assessing the quality of prior learning assessment. The government must supervise this quality (validity, reliability and legitimacy). It can delegate this responsibility to third parties, but remains liable for the overall supervision of quality.

This quality assurance can take the form of a system of audits of internal quality care systems for assessment centres, or a system of random studies by independent research institutes to study the validity and reliability of assessment results. Another possibility is the accreditation of assessors.

In tandem with the unlinking of training and assessment, as described under dimension 1, provision must also be made for the quality assurance of the aforesaid assessment centres, even if they are not operating within the quality frameworks of state-funded education. This can be done via the accreditation of assessors.

4.
Standard

When developing the prior learning assessment system, efforts must be made to tie it in with the national qualification structures for professional education. This will provide the greatest possible guarantee for the civil effect of the qualifications acquired via prior learning assessment. A civil effect can range from the right to access and/or exemptions for a particular training course, the award of certificates or diplomas and follow-on phases in the context of careers development.

Recognition of skills and qualifications can be based on the qualification structures of sectors and branches or on internal (company) standards. In the first case, the capacity for adjusting the standards will be an important prerequisite for acceptance of, and support for, the standard. The feedback function of procedures for the capacity to adjust the standards is of immense importance here. In order to utilise this function, agreements must be made between assessors and the bodies responsible for developing the national qualification standards. In the case of internal standards, the civil effect is not a main priority. Internal standards should be coordinated as far as possible with national standards in order to assist employability.

It is important for the standard applied to be demand-led. The need for skills and qualifications on the labour market must be the point of departure for developing the standard. The incorporation of so-called informally acquired skills and qualifications can therefore only be to the good. As a result, if there are follow-on phases after assessment, this can ensure a good match between education/training and the labour market. It may well be useful to re-incorporate the existing qualification structure in a national skills and qualifications structure for professional education.

5.
Financial and legal framework

The financial and legal framework must support the system. The development and application of the system must not be hampered by financial and legal obstacles; on the contrary - prior learning assessment should in fact provide a financial and legal incentive for learning, notably in terms of its flexibility and dynamism.

Concluding agreements at branch level about the ways in which people can obtain access to assessment is clearly important for prior learning assessment. Such agreements could be set down in collective labour agreements (CAOs) in terms of the spending of available training budgets. Another possibility is to offer a tax facility for implementing assessments for careers guidance.

The award of exemptions and credits based on work experience should also be given attention. Not only does this require the active deployment of prior learning assessment but it is also an incentive for ‘lifelong learning in work’.

The establishment of an prior learning assessment system involves development and maintenance costs. Experiences in other countries show that these systems can ultimately pay for themselves, thanks to tax facilities which encourage investment in employability. It should be noted that the government will continue to have a responsibility for the participation of job-seekers in prior learning assessment.
6.
National and international developments and knowledge

In terms of knowledge, for prior learning assessment it is crucial to organise the knowledge flow that is required to keep it as a system up to date. The exchange of knowledge is the key prerequisite here. The aim is to avoid having to duplicate effort and to be able instead to learn from others, both nationally and internationally.

At national and international level, platforms for the ongoing supply of knowledge will need to ensure the generation of new insights and innovation, measurement techniques, IT applications and so on. Prior learning assessment could also be used to encourage the recognition of international diplomas. Within the various platforms, knowledge will be exchanged between participants from various countries. Obviously these platforms should preferably be organised via the Internet as far as possible.

7. 
Feasibility and profitability measurement

In order to more effectively highlight the benefits of the system for everyone, it is important to be able to clearly indicate its workability and profitability in various situations.

Prior learning assessment as an instrument must lead to an accessible structure in which more attention is given to the qualities which people already have. This structure applies to all the different forms of organisation that are active on the labour market, to suppliers of training courses, to assessment providers, to careers advisory bodies and to individuals.

The results of the application of prior learning assessment must ultimately be visible in, say, increased assessment for careers planning or personal development and, proceeding on from this, in a more effective application of the available resources for education and training. The provision of a customised service to individuals will also rise sharply.

Measurable effects will include a rise in the number of diplomas, certificates and other qualifications awarded on the strength of procedures. The visible return for individuals and organisations of investing in human capital must also be properly measurable.

The other results of application include a reduction in the drop-out rate in education and a higher rate of successful labour market reintegration, an increase in the ‘sideways’ inflow onto the labour market, increased mobility of workers and an increase in the successful placement of job-seekers.

PRIOR LEARNING ASSESSMENT AS A PROCEDURE

8.
Defining the goal of prior learning assessment as an instrument

The recognition of skills and qualifications can serve several goals. These can range from the evaluation of work activities based on specific standards to the development of personal development plans. Depending on the aims involved, the most relevant assessment standard and assessment procedures are then applied.

9. 
Generating support among stakeholders (raising awareness)

The business of implementing procedures, whatever the goal, stands or falls depending on the support of stakeholders. Procedures do after all place considerable demands on the personal commitment of the individuals concerned. The realisation of procedures requires insight into, and acceptance of, the importance of skills development and skills evaluation. The provision of public information concerning the importance of employability, goals and the practical elaboration of procedures must generate support among the stakeholders. The importance of active support from line managers, senior management and employee associations within companies and institutions should not be underestimated. For job-seekers, the recognition of skills and qualifications has a value in itself, but benefit agencies must also reflect this value in terms of a real improvement in their opportunities on the labour market.

10.
Preparation of the procedure

An assessment standard is developed, based on the goal selected. We can broadly define two types of goals and standards: national recognition based on nationally accepted standards, and company-related recognition based on company standards. If the goal is the recognition of skills and qualifications for the external labour market, sector or branch-specific standards are applied, such as the qualification structure for professional education or standards that have been drawn up by branch and professional organisations. For skills and qualifications at higher education level, use can be made of final qualifications for courses or of standards that have been established by professional associations or branch organisations. When opting for externally recognised standards, we will have to constantly assess to what extent the standard is recognised on the labour market. In the case of national recognition, collaboration will also have to be sought with an institution that has the authority to award certificates and diplomas.

For certificates and diplomas which are not included in the national qualification structure for professional education, for example for new or specific skills and qualifications and professional groups and for skills and qualifications at higher education level, such a provision does not yet exist.

If the goal is recognition at company level, company-related standards can be used, such as job and skills profiles or role descriptions.

11.
Preparation of individual participants

Individual candidates prepare themselves for the procedure by taking stock of their individual skills and qualifications and ordering these skills. Professional education bodies and companies currently use portfolio models or other models for the personal inventory of skills and qualifications. The specific characteristic of portfolios is that they formulate (learning and work) experiences in terms of the skills and qualifications cited in assessment standards. Due to this link to skills and qualification standards, these models distinguish themselves from the regular curriculum vitae and form the basis for comparing skills and qualifications with recognised standards. Another difference from the CV is the documentary evidence for the skills and qualifications acquired, which is stored in the portfolio.

In the case of portfolio development and especially when describing skills and qualifications on the basis of criteria from the standard applied, most candidates will need some form of supervision.

Apart from assisting with the inventory of experience and the collection of documentary evidence of skills, this supervision will also focus on the provision of information about the assessment procedure. Certain candidates who have been out of the education process for some time and find exams problematical could perceive the procedure as a traditional form of examination. The resistance that this could engender will deprive such candidates of confidence in the procedure, even if the procedure is carried out at their own place of work and they are required to do no more than simply demonstrate their own regular working procedures.

12.
Evaluation: assessment

The procedure is primarily geared to finding out what skills and qualifications a candidate has: “How full is the glass?” This procedure takes a range of forms. The key feature however is that recognition must always focus on the candidate’s proof that he or she has acquired certain skills and qualifications. This proof can be provided by the candidate demonstrating these skills and qualifications in his or her work (authentic assessment on the shopfloor). The assessors can also hold supplementary interviews on the basis of assessment forms. Alternatively, the candidate may provide proof in the form of testimonies, programmes of courses that he has attended or company training courses, or in the form of the results of work carried out previously, as reflected in testimonies, photographs or reports.

Once the quality of the work demonstrated and other forms of proof have been assessed, the assessor makes a judgement about the demand for the skills and qualifications shown, or states whether the proof of skills meets the required standard.

If an externally recognised standard is being used, then certificates with national validity are awarded for a specific sector or branch. If there is an internal company standard, then the recognition is expressed in terms of company-related certificates.

13.
Development

The procedure is geared towards employability. This means that once recognition has been given, things must move forward. After all, the aim is to ensure that the procedure should not merely establish how full the glass is, but also that the glass is constantly being topped up. This implies that advice about careers initiatives, for example in the form of a personal development plan, should form an integral part of an procedure. In this way, prior learning assessment will contribute to the articulation of the demand and need for training.

The procedure will also provide important information about the quality of the assessment standard. After all, if a larger number of assessments show that the skills requirements cited in the standard do not tie in with the requirements made in professional practice, then the conclusion should not be that the candidates do not have the required skills and qualifications. On the contrary - the conclusion should be that the qualification standard being used does not adequately reflect the skills requirements demanded in professional practice.
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FÁS - IRELAND
(Foras Áiseanna Soathair)

I. Presentation of FAS :

FAS - Training and Employment Authority, was established in January 1988, under the Labour Services Act 1987 to provide a wide range or services to the labour market in Ireland.  Its fuctions as laid down in the Act are to provide :

· Training and re-training;

· Employment schemes;

· Placement and guidance services;

· Assistance to community groups and workers' co-operatives towards the creation of jobs;

· Assistance to people seeking employment elsewhere in the European Union;

· Consultancy and human resiyrce related services, on a commercial basis, outside the State.

FAS - Training and Employment Authority is divided into 10 regions comprising 20 Training Centres and 56 Employment  Offices.

In 2000 about 95 200 unemployed job-seekers or other individuals completed FAS programmes, and, at the end of the year, 52 000 persons were on FAS programmes.

FAS also provided financial support for the training of an estimated 8 700 employees in about 1 800 companies.

During the year about 140 200 persons registered with FAS and 76 000 vacancies were notified to FAS Employment Offices.

Apprentice recruitment reached record levels with 8 100 registrations compared to a level of 7 300 in 1999 and levels of as low as 3 000 in earlier years.

In 2000 56% of persons starting FAS programmes were female.

FAS expenditure in 2000 amounted to 576 million of Irish pounds.

FAS activities are funded by the Irish Government, the National Training Fund and the European Union.

II. Update on the National Authority of Ireland and related issues

a) Background

The full provisions of the Qualifications (Education and Training) Act 1 999 have now been commenced.  The principal aims of the Qualifications (Education and Training) Act are :

· To establish and develop standards of knowledge, skill and competence

· To promote the quality of further education and training and higher education and training

·  To provide a system for co-ordinating and comparing education and training awards and

· to promote and maintain procedures for access, transfer and progression.

The individual student is central to the thrust and purpose of the Act.  There is very broad definition of a learner in the Act and this is one of the most important aspects of the legislation.  A learner can be someone in an educational or training institution or involved in what might be described as formal learning situations.  Furthermore a learner is any person who is acquiring or has acquired knowledge, skill or competence regardless of how, when or where that takes or took place.  Learners, therefore may be students in educational institutions, workers in the workplace, participators in community activity or independent learners.

b) National qualifications Authority of Ireland

The National Qualifications Authority of Ireland was established in February 2001.  The Authority itself has three principal objects which are set out in the Act :

· The establishment and maintenance of a framework of qualifications for the development, recognition and award of qualifications based on standards of knowledge, skill or competence to be acquired by learners

· The establishment and promotion of the maintenance and improvement of the standards of awards of the further and higher education and training sector, other than in the existing universities

· The promotion and facilitation of access, transfer and progression throughout the span of education and training provision.

In effect the way that the Authority will undertake to meet these objects is two-fold

· It will work through the by establishing and maintaining a framework of qualifications which will facilitate the development of procedures for access, transfer and progression throughout education and training

· It will work closely with the new awards Councils on their validation, award making and quality assurance processes.

The Authority will work closely with the new awards Councils that where established on 11 June 2001 - the Further Education and Training Awards Council and the Higher Education and Training Awards Council - with the existing providers of further and higher education and training and with learners and the social partners in undertaking its important tasks.

The Authority is now commencing the preparation of a position/issues paper on the development of national framework of qualifications which will then be the subject of national consultation.  It is envisaged that the document will concern the nature of the policies and criteria on which the framework shall be based, what steps ned to be taken in the development of a framework, what the nature of the framework should be and how will it operate.  It is further envisaged that the paper will concern the nature of the procedures for access, transfer and progression that the Authority is to determine and how the procedures should operate.  It is hoped that the paper will be published by the end of the year.  Following further consideration and consultation, the Authority is then aiming to develop the framework of qualifications itself.

Section 8(2)© of the Qualifications (Education and Training) Act, 1999, sets out that the Authority shall "establish, in consultation with the Further Education and Training Awards Council and the Higher Education and Training Awards Council, procedures for the performance by the new Councils of their functions.  Following advice from the two Councils the procedures that have been established by the Authority have allowed for a transitionary period of until the end of December, 2001, whereby the new awarding Councils will use the existing processes of the awarding bodies previously in place - the National Council for Education Awards, the National Council for Vocational Awardsn FAS, NTCB and Teagasc.

c) New Awarding Councils

The new awarding councils will make national awards available for all education and training in the State, other than that provided in the primary and post-primary sectors, the Dublin Institute of Technology and the universities.  In addition the Act provides for delegation of authority to make higher education and training awards to other institutes of technology and for delegation of authority to make further education and training awards to FAS, CERT or Teagasc.  Any provider of education and training regardless of the source of that provision, whether it is in an educational institution, the workplace or the community, will be able to apply to the either of the two new Councils for validation of a programme.

d) Quality Assurance

The Act contains new quality assurance procedures for any provider with programmes validated by either of the two awarding councils or with the delegated authority from an awarding council to make awards itself.

The new quality assurance procedures provide that the quality assurance procedures must be agreed between the appropriate Council and the provider.  The procedures must include regular evaluation by national and international experts and evaluation by learners.  The provider must implement any of the findings arising from the application of the procedures that the awarding council determines.  The effectiveness  of the procedures must be reviewed on a regular basis by the council.  Similar arrangements  apply in relation to the Dublin Institute of Technology, other than that the National Qualifications Authority of Ireland has the overseeing role of the awarding council.

e) Transfer and Progression Routes

Under the Act all providers of education and training will, in future, have to inform learners of the transfer and progression routes available to them when they undertake a course.  Such transfer and progression routes will form a comprehensive and transparent network that will greatly assist learners in determining and pursuing education, training and career paths.  The new arrangements will also ensure that throughout the education and training sector, learners can have full confidence in the quality of the programmes they are understaking.

The Qualifications (Education and Training) Act is available from the Government Publications Sales Office and on the website of the Department of Education and Science - www.irlgov.ie/educ
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Contact person : Burkhart Weinheimer

e-mail : b.weinheimer@internationaler-bund.de

IB - GERMANY

(Internationaler Bund, Freier Träger der Jugend-Sozial-und Bildungsarbeit)

I. PRESENTATION OF IB

IB is a non-partisan and non-sectarion, independent and non-profit organisation. IB was set up in 1949 with the aim to give homeless young people and refugees advice and to help them to find a home and if possible a job. IB developed over the years from youth and social work to education and vocational training. Today IB is one of the bigger independent organisations to both, youth and social work as well as to education and vocatinal training. (APPENDIX I and APPENDIX II)

IB is the great provider of continuous training in the Federal Republic. The IB HQ is in Frankfurt am Main.

From a formal point of view IB is a registered society with statutes and regulations. The members of the society meet every two years to elect the members of the committee of the society. (Members of this committee are people from politics and public life, representatives of employers and unions, experts in finance, social work and continuous training). The committee meets 5 to 6 times a year. A Board of Managers supervises the work of the everyday activities of IB.

IB's turnover in the last three years has been about DM 1 billion per year. IB mainly is financed by the Employment offices/agencies, various Ministries of the Federal Republic and of the Länder, i.e. the Ministry for Work and the towns' social work services (and the ESF).(APPENDIX III and APPENDIX IV)

The IB staff is very qualified (university degrees or diplomas recognised at a national level, i.e. vocational training diplomas). IB also hires teachers, pedagogical staff, advisors for special or short time jobs on a free-lance basis.(APPENDIX V and APPENDIX VI)

In the vocational training sector in 1999 IB did supply services in full-time-

courses to about 35.000 persons (jobless young people, unemployed adults, 

migrants etc., details see APPENDIX VII)

There are a lot more part time courses and services in the sectors social and youth work. 

The main problems result from the fact that new legislative and financial conditions tend to cut down the financing an the duration of (re)training which will lead to a creaming effect, which means that the training centers will have to choose the best candidates out of the unemployed, which on the other hand means that a growing number of unemployed will have never a chance to get a job again..

IB ist working with a lot of international partner-organisations in Europe. IB is trying to get a foot into international work outside of Europe. Actual IB is working on two projects in Northern Africa (Libya and Egypt).

APPENDIX I

Geschäftsfelder im IB -Ressort Bildung

(Education and vocational training: the areas that IB is operating in:)

RB 1

Bildung
Education

RB 2

Berufsvorbereitung

Prevocational Training

RB 3

Berufsausbildung

Vocational Training

RB 4

Reha-Maßnahmen

Vocational Training for disabled people

RB 5 
Ausbildungsbegleitende Hilfen 

Special suplementary training and advice for trainees 

of « normal » firms 

RB 6
Weiterbildung
Retraining of unemployed adults, 

further training for employed adults

RB 7
ABM und Beschäftigung

Employment and qualifying projects for unemployed young people and adults on supplementary benefit; (Job Creation Schemes)

RB 8

Internationale Arbeit
Inter/transnational Projects

 APPENDIX II

Geschäftsfelder im IB - Ressort Soziale Arbeit

(Social work: the areas, that IB is operating in)

RSA 1
     
Erziehungshilfen/Jugendwohnen



Educational guidance and advice/housing advice for young people

RSA 2

Jugendsozialarbeit




(mit Jugendarbeit und Freiwilligendiensten)


Social and advisory work for young people

RSA 3

Behindertenhilfe


Working for and with disabled people

RSA 4

Migrationshilfen


Working for and with migrants and refugees

RSA 5

Kinderhilfen




Working for and with children

RSA 6

Wohnungslosenhilfen


Working for and with homeless people

RSA 7

Altenarbeit
Working for and with elderly people
APPENDIX III
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APPENDIX  IV

EDUCATION AND VOCATIONAL TRAINING

In this area IB is working for and financed by the following agencies/funding bodies:
· The national and regional labour/employment offices

· National and State Ministries

· Social Work Departments of the Cities

· European Social Fund










APPENDIX V

PERSONNEL

· IB got highly qualified personnel.

· Most employees are qualified in Universities or they have a nationally recognized vocational training qualification. 

· All Trainers must be recognized by the Chambers of Commerce or equivalent. 

APPENDIX VI


Participants/Trainees in 1999

in full-time courses (38,5 hours/weeks)

APPENDIX VII

Participants/Trainees in 1999

In full-time courses (38,5 hours/weeks)

Language courses






3500

Courses for migrant women



  600

Prevocational training





6500

Vocational training (3 years/ 3 ½ years)

8000

Vocational training for young people 

with handicaps (3 years/ 3 ½ years)


3700

Retraining an further training for 

unemployed adults






9200

Job creation schemes including

qualifying moduls






3200

There are a lot more part-time courses and services in the areas social and youth work

II. ACCREDITATION OF PRIOR LEARNING IN GERMANY by Mr Peter Braune
Mr Braune represents the Chamber of Commerce, which is a important partner of IB. 123 trades are defined. Mr Braune is, along with other things, responsible for training. He advises companies and apprentices in all the fields of vocational training. About 16000 apprentices are employed in 400 companies in the region. 

A person who wishes to obtain a certificate asks the Chamber of Commerce where he/she will be met by an advisor. In this advice dialogue he/she will have to show the written proofs he/she has, the: school report (ex; 3-year apprenticeship), cv, and she/he will have to explain, what he/she exactly has been working within the last years, to show his /hers experience in the trade, etc. Shortcomings are possibly brought to light on the basis of the in-depth description of each trade (400). If the person can prove he/she has overvome such shortcomings, He/she can be admitted to take the exam. 

Usually he/she needs practical and theoretical training in special sectors.  There will be three possibilities:

· Theoretical and practical training during non-working time, done by a training provider (i.e. IB);

· Correspondence training, on the Internet;

· His/her own preparation based on the knowledge of the contents of the exams and the demands of his/her trade.

He/she can take the exam twice. It is the same exam as the one for apprentices.

The exam (written and oral test, practical exam) takes place on the same day throughout Germany. It has the same value for apprentices, people in retraining and those, who are applying for accreditation of prior learning.

Passing the exam will entitle the candidate to  a certificate testifying for the employer that the applicant to the job has all the trade qualifications required


The candidate to certification receives a one-year support from the State in order to update his knowledge and take the exam. The certificate obtained on the basis of experience is well looked upon by employers as it shows the candidate's will to obtain accreditation of his/her qualification
III.
ACCREDITATION OF PRIOR LEARNING IN GERMANY


by Mr Burkhart Weinheimer
Within the framework of the dual system of vocational education, there is in Germany a possibility of acquiring a certified vocational qualification at a later stage. This means that semiskilled and unskilled people, i.e. those who have been working for several years but who do not have a formal vocational qualification can acquire the usual, State-recognised vocational qualification with the usual certificate. 

The Vocational Training Law, § 40, describes the preconditions that have to be met.

Anyone who meets the following preconditions can register for the normal final examination that takes place (twice a year):

· he or she must have worked in the occupational field in which he/she wishes to register for the examination for twice the length of time as prescribed for the relevant training (i.e. depending on the occupation, 4, 6 or 7 years). (This must be proven by certificates of employment);


or

· he/she must credibly prove by means of references, certificates of employment or another way that he/she has acquired the knowledge and skills needed to sit the examination.

Registration for the examination takes place with the competent authority (Chamber of Commerce (IHK), Trade Corporations (HWK) or other authorites).

This authority  (IHK, HWK) examines in quite a long advisory interview and based on the certificates of employment produced, whether the necessary preconditions exist (enclosed copy of sheet for the IHK Frankfurt advisory interview).

Conditions are often set in this advisory interview, e.g. the applicant must continue to work for a given period in a given field because the relevant knowledge and skills are lacking, or the applicant is advised to attend a preparatory course in parallel to his/her work, so that he/she can acquire all the necessary theoretical knowledge and so on.

As soon as all the preconditions have been met, the applicant can register for the final examination. This final examination is the same as the one taken by trainees and those retraining. The examination certificate is also the same as that received by trainees and those retraining after passing the examination (e.g. the certificate of proficiency).

                                                  [image: image9.png]



IEFP

Contact person : Francisca Nobre

e-mail : francisca.nobre@iefp.pt

IEFP - PORTUGAL

(Instituto do Emprego e Formação Profissional)

I. Presentation of IEFP

The Institute for Employment and Vocational Training (IEFP), set up in 1979, depends on the Ministry of Labour and Solidarity which is tasked with implementing employment and vocational policies as laid down and approved by the government. 

Before and since 1962, IEFP’s assignments had been carried out by other bodies, including the Fund for the Development of the Labour Force, with specific services for employment, vocational training and training the trainers.

IEFP’s activities are regulated by a statute and published in a government decree establishing its assignments and structure.

Briefly, IEFP’s assignments, as described in this statute, are as follows :

· To enhance the knowledge and the diffusion of the issue of employment and qualifications by contributing to outline overall employment and vocational training policies ;

· To implement measures on employment and vocational training policy ;

· To enhance the organization of the labour market as a crucial element of economic development and improved status of workers, taking into account cultural, technical and professional values ;

· To enhance information, guidance, vocational training, rehabilitation and certification and the placement of workers, notably for young people from the educational system and for other disadvantaged social groups;

· To enhance the competitivity of companies through the most adequate training programmes ;

· To take part in co-operation actions together with national, European or third country organizations in the field of employment and  vocational training, including the disabled ;

· To contribute, in the main, to the design, definition and assessment of the overall policy for employment, vocational training and certification.

The following sketch shows the rôle of IEFP in the management of employment and vocational training policies :









To carry out these assignments, IEFP has central services in Lisbon and five regional delegations covering the whole of Portugal which are responsible for employment and training centres :























IEFP also co-ordinates the activity of 32 registered sectoral training centres, as a result of the agreements signed with company associations and trade unions.

It is important to stress that the organization’s regional and central services have partners’ representatives at all levels.

As a result of low school and vocational training standards at a national level, the Departments of Education and Labour and Solidarity have set up a Regional agency for the Education and Training of Adults, which, on the basis of accreditation, validation and certification of prior learning (AVC), enhances tailored training (both educational and vocational) by issuing vocational training  and school certificates of 1st, 2ns and 3rd levels. 

The reference systems for the vocational training section of Education and training courses for adults are those of IEFP’s.

Alongside all this, on the initiative of registered public and private centres, a network of AVC Centres is being set up, which,  on the basis of an AVC system and brief complementary training courses, will also be competent to issue certificates at the levels  above. AVC Centres of operators not included in the National System of Vocational Certification (SNVC) will not be allowed to issue vocational certificates. They will be allowed to issue school certificates only.

Within this framework, IEFP has more responsibility in this initiative, above all for the technical and vocational section. As far as the school section is concerned, the Institute operates like any other training operator. These functions are being integrated into the employment and training centres to take advantage of the already existing experience of similar procedures now being made available to different publics to those of EVTA’s. 

II. THE NATIONAL VOCATIONAL CERTIFICATION SYSTEM

1. Principles and structure of the system

As part of the activities arising from the legal framework that followed the Vocational Training Policy Agreement, and to combine efforts by all those on the Standing Council for Social Concertation, Decree-Law no. 95/92 of 23 May established the vocational certification system. This is based on training within the employment market and on work experience.

The National Vocational Certification System (NVCS) includes a series of principles and has its own structure.  The aim is to establish the conditions for effective attainment of vocational certification.

It is based on full co-operation between the social partners and government.  Their representation is reflected in the various bodies of the co-ordinating structure, in particular the Standing Commission for Certification, which depends on the administration board of the Institute of Employment and Vocational Training, and the sectorial Specialised Technical Commissions (CTEs).

Overall co-ordination of  the NVCS is provided by the Minister of Labour and Welfare, who establishes links with other relevant ministries or with the autonomous regions, depending on the subject, and provides for the involvement of the social partners, without prejudice to co-ordination with the education system.

Co-ordination and management activities are the responsibility of the Institute of Employment and Vocational Training, the Standing Commission and sectorial Specialised Technical Commissions.

The Standing Commission for Certification includes all the social partners and the ministries responsible for the several sectors. Its main attributions are to propose the creation of the Specialised Technical Commissions and to approve the professional profiles and the certification rules for each certificate. 

The sectorial Specialised Technical Commissions are also tripartite, including the social partners of a given sector, the ministry of education, the ministry of labour and the ministry responsible for that specific sector. The existing Specialised Technical Commissions are:

· Agriculture

· Arts

· Civil Aviation

· Bank

· Trade

· Building Construction

· Defence

· Education and Training

· Electricity and Electronic

· Energy

· Hotel, Catering and Tourism

· Graphic Art Industry

· Chemistry Industry

· Wood, Furniture and Cork

· Merchant Navy – Trade and Fishery

· Metallurgy and Metallomechanics

· Production and Transformation of Paper Paste

· Industrial and Ornamental Rock

· Health

· Harbour Sector

· Work Safety and Hygiene 

· Insurance

· Administrative Services

· Care Services – Hairdressing and Beauty

· Textile and Clothing

· Road Transport

The recently signed agreement on training politics reinforces the need to proceed 

to recognise and certify non-formal learning, as a contribution for the qualification 

levels improvement. Within the NVCS it was developed a methodology which 

allows the identification, recognition and certification of those competencies, even 

of workers with low level of education.

2. The Certificate of Professional Competence (CPC)

The concept of vocational certification is rooted in proving that an individual possesses a series of vocational skills, together with other requirements needed to carry out a given job.  This proof is provided by a Certificate of Professional Competence (CPC).

This certificate provides the formal basis of recognition, and has a social and economic role because it enables the holder's real skills to be exhibited.  

3. ELEMENTS OF REFERENCE FOR CERTIFICATION

The reliability of NVCS is based on the fact that certification is rooted in elements of reference - occupational profiles - where the activities and skills the holder of each certificate should have are objectively specified, previously agreed with the government and the social partners.  They are also based on the continuous involvement of the social partners, who ensure that interests are duly balanced and who have direct knowledge of the skills needed by industry.  In this way, such skills are systematically looked at and included, giving the system a legitimacy among companies.

The aforementioned occupational profiles are approved by the Standing Commission for Certification (CPC) after a favourable report has been received from the Specialised Technical Commissions (CTEs), making possible the job requirements profile to be compared to the individual's own profile.

Together with occupational profiles, vocational certification standards are the basic elements of reference for certification.  For each profile or series of profiles, the standards set out the specific conditions of access for each certification path, the requirements and general features of assessment for applicants who want to obtain a CAP and the general requirements for vocational training courses to be accredited.

This certification elements of reference are drawn up by the CTEs, approved by the CPC and recognised by the relevant government bodies, according to the economic sector.  It is then published as a formal document.

The vocational certification manual for each occupational profile provides the guidelines for all practices and for how to certify the candidates.  It is drawn up by the body responsible for issuing certificates of professional competence for a given sector or sub-sector of economic activity

The certification manual provides details on assessment of individuals’ skills and the technical/pedagogical assessment of vocational training courses, in line with legal provisions set forth by vocational certification standards. 

4. The Certifying Authority

The body responsible for issuing certificates of professional competence and for the evaluation of the vocational trainning is known, under the NVCS, as the Certifying Authority. For each profession or group of professions is designated a Certifying Authority, which will be responsible for the certification process.

5. Acceding to the CAP

Access can be gained through three ways:

· vocational training, after succeeding accredited training course;

· equivalence/recognition of certificates issued by other systems;

· work experience.

By opening up possibilities in this way, the aim is to encompass the largest possible

number of people, no matter the way in which they acquired their skills.

This will increase their value to companies, which is what such an instrument should 

promote.

5.1. CERTIFICATION THROUGH VOCATIONAL TRAINING

One of the ways to accede the CAP is through vocational training. The courses developed by training bodies are evaluated by the certifying authority and compared with the occupational profiles. If those training courses are considered appropriate in order to develop the competencies described in the profile, they will be recognised by the certifying authority. 

In this way, trainees that complete successfully recognised training courses may apply to the Certificate of Professional Competence.

5.2. CERTIFICATION THROUGH WORK EXPERIENCE

Work experience naturally includes all learning acquired in a range of situations, especially work, life experience, informal training, or any other context.  The chance to obtain a certificate of professional competence in this way embodies the philosophy and principles of validating informally acquired skills.

Regulatory Decree 68/94 of 26 November, which sets forth the general conditions for issuing aptitude certificates based on experience, states that the process of recognising skills acquired through work experience should include:

· the analysis of CVs

· a technical interview

· assessment tests (exams).

Specific certification standards for each profile specify the ways of ascertaining skills (analysis of CV, technical interviews and assessment tests) and the requirements linked to work experience that enable one to apply for certification.

All aspects of this skill-recognition process are set forth in the certification manual, including the type of tests, their duration, success criteria and the conditions under which they should be taken.

For those workers whose job depends on having the relevant CPC, i.e. jobs with a bearing on people's health and safety, experience is only considered for regulating workers who are already in the labour market when certification comes into force, taking account of the transitional period set forth for each situation.  In such cases, applicants must undergo assessment tests before a tripartite panel.

By including this possibility in a formal system, the real situation of the active population, employed or unemployed, within the Portuguese employment context has to be considered. This consists of low levels of schooling and vocational qualifications, and work that provides little opportunity to improve qualifications.

Although the NVCS's certification experience in this field is still slight, a set of methodologies, techniques and instruments have been developed and experimented and will be soon adopted in order to certify non-formal learning.

5.3. CERTIFICATION THROUGH EQUIVALENCE OF TITLES

The certification Department of the Institute of Employment and Vocational Training assures the recognition of professional titles issued by European community countries or by other countries with which Portugal as signed an agreement of mutual recognition of certificates. The analysis of this processes involves a comparation between training programs or other standards that may be considered as a reference. 

6. Certified Professions

6.1. Trainers - Pedagogical Skills

Start of process:1997.

Certifying Authority: Institute of Employment and Vocational Training

6.2. Taxi Drivers

Start of process: 1999

Certifying Authority: Ministry of the Social Equipment 

6.3
Machine Tool Operator, Turner, Boring Machine Operator, Grinding Machine Operator, Electrical Grinder Operator and Maintenance Fitter

Start of process: 1999

Certifying Authority: Institute of Employment and Vocational Training

6.4. Occupational Health and Safety Specialists 

Start of process: 2000

Certifying Authority: Ministry of Labour

6.5. Farmer Machine Operator

Farmer Operator

Start of process: 2000

Certifying Authority: Ministry of Agriculture

6.6. Graphic Art Professionals

Start of process: 2001

Certifying Authority: Institute of Employment and Vocational Training

The next sectors whose professionals can be certified within the SNCP are:

· Industrial and Ornamental Rock

· Care Services – Hairdressing and Beauty
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Contact person : Helena Martin

e-mail : evaluacion@inem.es

INEM - SPAIN

(Instituto Nacional de Empleo)

I. Presentation of INEM

Mr.Adolfo HERNANDEZ, head of the Vocational Training Unit for job seekers presented the Vocational Training and Education in Spain. 

Here are the main points of his presentation :

· Setting up of  the General Council for Vocational Training in 1997.

· Functions of the Council to ratify vocational training qualifications and to ensure the preparation of national vocational training programmes and the co-ordination of local supply bodies.

INEM’s roles :

· It is primarily responsible for granting subsidies, including unemployment benefits, on a monthly basis through a network of employment services and other services in Spain.;

· Registering employment contracts (and vacancies) up to 1,1 m a month;

· Measures for enhancing employment and guidance;

· Placement;

· Workshop training for  75 000 participants and

· Vocational and life-long training for wage-earners and job-seekers.

INEM has embarked upon a decentralization process of the functions and ratification measures above together with national responsibilities for national planning, a central databank, the definition of training profiles, and overall national financial monitoring. The co-ordination of the network of regional centres which have specialized in some professional techniques is also a national responsibility.

Further information on the Spanish educational system are also available.

II. Vocational Qualification and Certification System.

Items on the agenda were altered and Inem’s presentation started with the Vocational Qualification and Certification System in Spain by Mr Octavio CABEZAS MORO. Mr. CABEZAS made an in-depth review of the new vocational training and qualification system in Spain. There followed a debate which showed that, although the system is operational, it has not received any funds yet. 
The reform process of vocational training in Spain

When speaking about vocational qualification and certification systems in this country, it is essential to refer to the whole process of the reform of vocational training, which was very important in the last two decades. 

Since the mid-seventies and as a response to the oil crisis made obvious by a Taylor-Ford production system, it has become necessary, for our country, and for any other industrialized country, for the most active companies and unions and even for public services to find an alternative model. The latter is based on the application of communication and information technologies (CIT) to the production of goods and services.

This application has given rise to what is known under the generic name of flexibility, which can be defined as the adequacy of the production system, working organization and available human resources to the changes of qualitative and quantitative demand and to the diversification of products.

This flexibilization process has changed the framework of the production system : 

· decentralisation of production ; 

· organization structures of companies ; 

· labour flexibility (outsourcing, sub-contracting, operational mobility, wages flexibility, etc.) ; 

· flexibility of the production system itself and working organization.

All these changes have brought about important alterations in the organization of companies and production activities, on working requirements and, hence, on vocational qualifications and proper skills. 

So far as Spain is concerned, there was also a high level of structural unemployment, partly due to all these changes which led to a formidable challenge for the training and qualification of the active population. The vocational training supply needed urgent reform so that it matched specific demands and thus enhanced the creation of jobs and the upholding of employment. 

In the mid-eighties, the sheer weight of all these changes as well as the political decision of accepting responsibility for their consequences in terms of employment brought about the urgent need in Spain to reform vocational training. Social dialogue was deemed the most efficient tool to conduct this reform .

A. The institutional applications of this reform

The important institutional stages of this reform are as follows :

1) The signing in 1984 of the Social and Economic Agreement (AES) by the social partners and by the Government. This Agreement underlines “the need to adapt vocational teaching to the new requirements of the labour market” and also stresses the “crucial rôle of vocational training in improving the poor condition of the Spanish labour market”.

2)
Said Agreement included the government’s commitment to set up the General Council for Vocational Training, which was created by the Act 1/1986 on 07 January and which considers it as a consultative body for institutional participation - social partners, then in 1997, Autonomous Communities - and as an advisory body for the government in the field of vocational training. The creation of this Council marked the formal establishment of the social dialogue in this field and the participating and joint responsibility character of the process of reform of vocational training was thus recognized.

3)
In the early nineties, this reform was started concretely both by the Education Department and by the Labour Department. The legal bases of the reform of vocational training together with the educational system were laid down in the Act 1/1990  on the Restructuring of the General Reform of the Educational System of 3 October specifying that the goal of training is to prepare students for an activity in a professional sector and  to give them the necessary qualifications to exercise a trade, whilst training them in a comprehensive way which will allow them to adjust to changes in jobs that are likely to take place all along their lives.

4)
The following stage was the negotiation on the signing of the National Agreement for Life-long Training between the employers’ organizations and the trade unions (CEOE 1, CEPYME 2, CC OO 3, UGT 4, and CIG 5) and the Tripartite Agreement between these organizations and the government signed on 16 December 1992.

These Agreements marked the first experiment of joint management in Spain between a Public Service and the social partners for in-house life-long training, based on the following criteria :

1 CEOE : Confederación Española de Organizaciones Empresariales (Spanish Employers’ organizations)

2 CEPYME : Confederación Española de la Pequeña Y Media Empresa (Spanish Confederation for SMEs)
3  CC OO : Comisiones Obreras (workers’ union)

4  UGT : Unión General de Trabajadores (workers’ union)

5 CIG : Confederación Intersindical Galega (Galicia’s Inter-union Confederation)

a) Continuous adjustment the development of trades and of the contents of jobs and , hence,    

         Improvement of skills and qualifications of wage-earners and of the competitivity of companies ;

b)
Social promotion allowing wage-earners not to be rutted in their professional qualifications and to improve on their situation ;

c)      Prevention measures aimed at anticipating the negative consequences of the setting up of a European internal market and to cope with the difficulties facing the sectors and companies undergoing economic or technological restructuring.

FORCEM  (Foundation for life-long learning) was set up in 1993 to manage life-long training. It is a joint public body, financed by a percentage of the dues paid to vocational training, collected by  social security services and run by the National Institute for Employment (INEM 6), and by contributions from the UE’s structural funds, or directly from the ESF.


5)

But the decisive moment of this process was the starting of the first National Programme for Vocational Training that resulted from the social dialogue institutionalized within the General Council for Vocational Training and approved by the Council of Ministers when they met on 5 March 1993.




Its main features are as follows :



'
It is the first overall project of vocational training trying to structure the three existing training sub-systems into a consistent whole :




- Foundation Vocational Training (Formación Profesional Reglada) run by the educational system and aimed, above all, at young people ;




- Occupational Vocational Training , (Formación Profesional Ocupacional) run by the Labour Department and aimed at the unemployed ;




- Continuous Vocational Training (Formación Profesional Continua) aimed at wage-earners and , as mentioned above, is run jointly - social partners and public services - through a specific foundation, FORCEM.

6 INEM : Instituto Nacional de Empleo (National Institute for Employment)



'
It has an innovating approach in that it considers vocational training as unique and permanently aimed at the right preparation for a professional activity, and, hence, at coming by appropriate and significant employment skills and likely to facilitate integration and/or professional promotion.


'
Finally, it looks upon vocational training as an active employment policy related to the developing policies of the production system.



The most interesting aspect of the programme is related to the reform of the training supply which will affect the contents, the planning and the organisation of vocational training.



In terms of "contents" the need for reform is justified by “ the development of qualifications, the logical obsolescence of many of the present training courses available”, by the new academic measures envisaged by LOGSE 7 and by the need for co-ordination between the three sub-systems, “foundation training”, “occupational training” and “continuous training”.



To that end, according the National Programme,  the Education and Labour Departments, have embarked upon a reform process on the basis of a joint methodology, since the CV profiles and training courses have been designed thanks to a common denominator (appropriate and significant employment skills) “allowing for the creation of validation and matching systems between the teachings of foundation vocational training and the knowledge learned through working experience and occupational vocational training” .


Briefly, it can be said that the First National Programme for Vocational Training has achieved some of its fundamental objectives. A reform process of the training supply through its restructuring and updating by the Education Department and by the Labour Department has been started in a concrete way and on a joint methodological basis. This made it possible to define a common denominator between the c.v. profiles in the shape of MEC 8 qualifications and the professional experience and training courses validated by INEM’s Skill Certificates. 

7 LOGSE : Ley de Ordenación General del Sistema Educativo (Act on the General Restructuring of the Educational System)

8 MEC : Ministerio de Educación y Cultura (Ministry of Educarion and Culture)

On the basis of the objectives and of the directives of the First National Programme for Vocational Training and and on the legal basis of the Act on the General Restructuring of the Educational System mentioned above and of the Royal Decree 676/1993 of 7 May, establishing the general directives on the contents of Vocational Training Qualifications (Foundation Vocational Training) which, as a whole, is called the Catalogue of Professional Qualifications in the National Programme. It is now made up of 135 Professional Qualifications (61 of average level, 74 of advanced level, all grouped into 22 families of trades).

The qualifications determine the professional profiles meeting the needs for skills in the production system and are classified by units of skills defined as a set of professional capabilities. The social partners and the Autonomous Communities take part in the determination of such profiles. Training cycles for these Qualifications are organized in vocational modules including an in-house training period and meet the objectives of the new vocational training system as they not only allow for the acquisition of knowledge but of professional skills too. .


On its part, the Labour Department, and, more precisely, the National Institute for Employment, in the wake of the objectives of the National Programme for Employment and resting on the Employment Act 8/1980  (Articles 14 et 45), The Royal Decree 631/1993 of 3 May approving the National Training and Professional Integration Plan and the Royal Decree 797/1995 of  19 May laying down the directives on the objectives and contents of the Skills Certificates started, somewhat later in 1995, a process of in -depth reform of training (aimed at the unemployed and the wage-earners). This process was called “restructuring of occupational training” and its methods, as pointed out in the National Programme, focus on a new dimension of the trade based on the concept of professional qualification as “the whole set of knowledge, know-hows and capabilities a worker should show to carry out the activities related to his profession at the level required for the concrete execution of his work” .


This methodological direction together with the support from the social partners and the Autonomous Communities made it possible for the National Institute for Employment to reform training over a period of 2 years (1995/1996) and to draw up a structured set of classified trades (amounting to 541). This represents the new supply in occupational training services. Since the end of 1996, what we call Skill Certificates have been worked out on the basis of this set and in conformity with the priority criteria requested by the demands of the labour market. There are 130 of them, corresponding to as many trades divided up into the following economic sectors: 10 in the agricultural centre, 9 in the building centre, 71 in the industrial sector and 40 in the services sector. All the published Certificates add up to what the National Programme calls the Index of Skill Certificates.

All this process of reform of Occupational Training which led the Education Department to draw up a Catalogue of Vocational Training Qualifications and the Labour Department to draw up the Index of Certificates of Qualification should result in the setting up of a National System of Professional Qualifications, which was the main goal of the first National Programme. This system should be a reference for the production structures and, thus, facilitate professional mobility and the transparency of qualifications at a national and a European level and, finally, faithfully reflect the needs for qualifications of the systems of production of goods and services.

B.
Skill Certificates

I think it is now necessary to make a short digression into the history of the institutional development of the reform of vocational training in Spain in order to briefly refer to the Skill Certificates since they are the system of acquiring, assessing and certifying professional qualification as planned and run by the Labour department and more precisely by INEM.


1)
Goal

The first article of the Royal Decree 797/1995 of 19 May, a basic standard on this subject, stipulates that the Skill Certificate aims at validating professional qualification acquired through experience or during Vocational occupational or continuous training actions.

We can see there are two ways of coming by a qualification - through training or through professional experience which can be complimented by continuous training actions. Said qualification can be assessed and validated by the System of Skill Certificates.


2)
Objectives

The objectives of this Certification System for professional qualification are as follows :

•
Identify which professional skills proper to a trade can be validated; this will highlight the skill at the level of existing human resources and the real job supply.

•
Structure occupational vocational training around a system which ensures the effective acquisition of these professional skills.

In this respect, it is said that the Skill Certificate includes training contents which are deemed basic at a national level, so as to acquire the skills proper to a real job.

•
Finally, it has been established that Professional Certification would be valid nationally to facilitate the transparency of the labour market and professional mobility and to uphold a standard level of quality in Occupational Vocational Training.

3)
Contents

The Skill Certificate , as a set of standards, is approved by Royal decree, thus endowing it with its official character and validity at a national level and its contents are structured around the following elements :

•
The Professional Profile of the trade, with the definition of the professional skills required, grouped into significant and valid units of qualification for one or more working posts in the trade.

Such units of qualification will reflect the professional tasks and the criteria for carrying them out. The latter will become the basis of assessment of the professional skills defined in the corresponding Skill Certificate.

•
The training course organized in sequences by means of modules whose theoretical and practical contents correspond with a unit of qualification and whose objectives and assessment criteria are defined.

Such contents will make it possible for the trainee to come by the knowledge, know-hows and capabilities related to the professional qualification of the certified trade..

•
The whole duration of the training course and of each of its modules, expressed in hours.

•
The personal and material conditions to attend the training course corresponding with the reference trade.

4)
Process for implementing Certificates

The last aspect, which serves as a conclusion, is the process for implementing Skill Certificates at the level of workers. It involves an assessment system whereby the candidates are to take theoretical and practical, standardized and approved examinations precisely based on the execution criteria garnered at the level of the professional profile. Such examinations have been worked out by Assessment Commissions made up of experts in the reference trade. When the assessment has turned out to be positive comes the stage of accreditation/certification for this by the corresponding Labour Department, which, for various reasons that could not be explained hereto, has not been put into practice so far. I shall take up this point at the end of my presentation. 

THE NEW NATIONAL PROGRAMME FOR VOCATIONAL TRAINING

In order to come back to the presentation of the institutional development of the reform of vocational training in Spain (after the digression into the Skill Certificates), I should remind you that the first Programme for Vocational Training ended in 1996 without reaching the fundamental and most expected objective: setting up a National System for Professional Qualifications.

The Government, and more precisely the Education and Labour Departments, had  necessarily to continue to develop this process and complete it through the social dialogue within the General Council for Vocational Training. In July 1997, this body appointed a rapporteur tasked with drawing up the text of a new programme which was approved by the plenary assembly of the Council on 18 February 1998 and by the Government during the meeting held on 13 March 1998.

A.
The New National Programme for Vocational Training : conceptual Supports and Objectives

The new Programme for Vocational Training aims at taking up and reaching the objectives of the first Programme, in particular, the strengthening of an Integrated System of Vocational Training based on qualification and made up of three sub-systems (Foundation, Occupational and Continuous Vocational Training).

The new Programme rests on the following conceptual supports :

•
Vocational training looked upon as an investment in human capital.

•
The integration of Vocational Training into the active employment policies, with a common task.

•
The participation of the General State Administration, of the social partners and of the Autonomous Communities in the General Council for Vocation Training.

•
The setting up of a National System of Qualifications.

There are 6 fundamental objectives in the new Programme, of which I will only develop the first, which is the most important, i.e., “the setting up of the National System of Qualifications , with the co-operation of the Autonomous Communities; a system which would allow for life-long training through the three sub-systems of vocational training ".

B.
National System of Professional Qualifications

As the text clearly states, “the new National Programme for Vocational Training mainly rests on the conception of an integrated process of qualification and vocational training called “National System of Professional Qualifications” aimed at starting a system capable of succeeding in dealing with problems of qualification and vocational training in an overall, co-ordinated and consistent way.  


Qualifying the SNCP (National System of Professional Qualifications) is motivated by the three dimensions it should have, to cope with the challenges it faces :

•
Enhancing the development of professional qualifications. Vocational training needs a reference system of qualifications to guide the training actions towards the needs for qualifications of the production system. Such a reference system should be defined on the actual basis of the production system and keep up with the development of the various trades and of their profiles, at the level of the Autonomous Communities and in other States of the European Union.

•
Enhancing the development of the various forms of coming by professional qualifications.

•
Finally succeeding in materializing the vocational training supply through :

       -   an integrated modular catalogue of training associated with the System of   Qualifications 


-  a network of Training Centres offering the catalogue. 

1)
Assignments of and challenges to the system

The SNCP is tasked, by the Programme, with the following assignments :

•
In accordance with the other developed countries, meet the need for taking extension measures and for defining the features of the professional qualification to be reached in the various production sectors.

•
stimulate people to get a professional qualification and to develop it, 

•
Entice unions and employers’ organizations to recognize and validate successful qualifications within collective bargaining.

The achievement of these assignments will result in the System effectively facing the its three fundamental challenges :

•
Better qualification for the young and adults.

•
Improvement in the transparency of the labour market and of the adjustment of the supply and the demand to the working factor.

•
Increasing the quality and consistency of the vocational training system.

2)
Measures for implementing the SNCP

The new Programme defines a set of measures aimed at implementing the SNCP. I will tackle two of them which are fundamental : the setting up of the National Institute of Qualifications as well as the working out and approval of a fundamental standard “to regulate the National System of Professional Qualifications which would ensure the co-operation of the social partners and Autonomous Communities with it , with its implementation and with its development”.

•
The National Institute of Qualifications (INCUAL) was set up by the Royal Decree 375/1999 of 5 March, which defines it as “a technical instrument endowed with the capacity and independence to support the General Council for Vocational Training” as far as reaching the objectives of observation, determination, accreditation and development of professional qualifications is concerned, though, from an organizational viewpoint, it is still responsible to the Department of Labour and social.


The basic rôle given to INCUAL by the constituent Royal Decree is to “suggest the implementation and the running of the National Systems of Professional Qualifications ".

3)
Working out process and fundamental contents of the basic standard 

Ever since 1999, when INCUAL was set up, the working out process of a document garnering the fundamental contents of the basic standard for the future SNCP has required a lot of attention.

This process, which still applies, and on which there were a number of heated debates stressing different opinions on the guidelines of the future SNCP, started in 1999 with the setting up of working group A within the Standing Commission of the General Council for Vocational Training in which the representatives of the Board of education, Labour Ministry, INEM, Autonomous Communities and social partners participate. This group works on a set of projects on the implementation and running of the SNCP.


For the time being a stalemate has been reached, because of the different positions of some institutions involved in the working group and, while waiting for a high level political decision, the basic contents of the proposal can be summed up as follows :

•
The National System of Professional Qualifications is considered as the structured set of elements regulating identification, acquisition, accreditation, assessment and the register of the skills required from people to reach the objectives of production and employment 


To that end, professional qualification is to be understood as the specific skill required for production and employment, which endows its holder with professional know-how and validity at a national level .


The following requirements are mentioned at the level of qualification :

•
It should be adapted to the demand for skills from the systems for the production of goods and services.

•
It should be valid and significant in the field of employment.

•
It should meet a model of skill of the trade.

•
Eventually, it should involve a way of assessing the people skills which would ratify access to professional qualification.


The National system of Professional Qualifications is structured around the following fundamental elements :

a)
The Catalogue of Professional Qualifications

It represents the whole set of professional qualifications classified so that it can be used, understood and run. It includes the official definitions of skills needed for the most significant jobs and activities in the domestic economy.

It aims at enhancing the development of qualifications as it is the common reference system in terms of the definition of skill for the training actions of the various sub-systems of vocational training and for the assessments and certification procedures. It should include the professional qualifications at a national level and be official and valid throughout the whole territory to enhance the unity of the labour market and the free movement of workers .

b)
The Integrated Modular Catalogue

It should include all training courses associated with the Catalogue of Professional Qualifications and is defined as the whole set of foundation, and specific, theoretical and practical contents which are needed for the people to acquire the specific skill at the level of professional qualifications.

The Integrated Modular Catalogue is made up of the modules associated with professional qualifications and will be the framework and quality reference for all training actions, particularly as far as the supply of public establishments which try to take into account the skills specified in the SNCP is concerned.


c)
The network of Training Centres
The Integrated Modular Catalogue will be used by a network of Vocational Centres made up of private and public centres or of other organizations offering the training courses in the three sub-systems in conformity with the Integrated Modular Catalogue. The centres belonging to that network should have a method to ensure quality making the acquisition of the specified skill in the professional qualification reliable.

d)
System of Accreditation, Assessment and Certification of skills 

This the last of the basic structural elements of the National System of Qualification and it will be made up of a set of devices, standards, procedures and registers allowing reliably to recognize, to assess, to accredit and to certify the skills of people as stipulated in the Catalogue of Qualifications. 

This system enables people to access professional qualifications not only through training actions in the vocational training three sub-systems, but also through the accreditation of experience garnered throughout one’s professional life, including non formal learning . 

The assessment and certification process entails three stages : a stage of advice and guidance for the candidate; a stage of accreditation and assessment which can include examinations aimed at assessing the qualification and/or at observing the concrete activities the job entails and, finally, a stage of certification through an official body.  

Most of the discussions were related to the conception of the latter point since some of the institutions taking part in the Working Group, such as for example the National Institute for Employment thinks that all qualifications mentioned in the Catalogue of Professional Qualifications should be accredited through Professional Qualifications and or Skill Certificates. 

C.

Implementation of Skill Certificates

Given the situation and the ‘stalemate’ at the level of the approval of the basic standard regulating the National System of Professional Qualifications, which seems to be hindered by difficulties that turned out to be more substantial than was originally thought and that will take longer to solve than expected, INEM started a an already developed project : the alteration and the extension of standards established by the Royal Decree 797/1995 of 19 May on the acquisition of the Skill Certificate and the corresponding assessment examinations.

Besides, much has been taken into account in this decision of the important social pressure bearing on the Labour and Social Affairs Ministry and on INEM, in particular, to take the necessary legal and administrative steps concretely to implement Skill Certificates, by setting up a system of calls, working out and drawing up exams, access, and for the make up and operation of Assessment Commissions. 

As a conclusion, it should be stressed that ever since the first publication of the Royal Decree 797/1995, the vice-management of INEM’s Occupational Training had underlined that the system set up by Article 4.2 of said Royal Decree for obtaining Skill Certificates, in the sense that the worker who would attend, “with positive assessment all the modules of the training course of the corresponding trade” would automatically be entitled to the Certificate, did not tally with and ignored the meaning of what had been planned by the Skill Certificates on the labour market. Neither did it have the expected technical meaning in the sense that it was supposed to assess and certify a professional skill and not a training course. Thus, it was decided that the criterion deemed adequate in all cases, for the acquisition of the professional qualification either through training or through working practice and experience would entail that the candidates should pass the appropriate theoretical and practical access examinations as defined by the experts from the corresponding Assessment Commissions.

In this context, the National Institute for Employment, a few months ago, and later the Ministry for Labour and Social Affairs, tackled the urgent and necessary problem of altering the standard established by the Royal Decree 797/1995 for Skill Certificates, in order to clarify, precise and complement the preceding system (access to such certificates, with a procedure for the definition of exams and their implementation, ways of access and personal conditions for taking exams, make up and rôle of the Examinations Commissions etc…). In order to complement the Royal Decree and in conformity with the corresponding ministerial order, a legal and administrative would be established which would rule the organization of assessment examinations and the later sending of Skill Certificates in the most efficient way. Put concretely, there is a wish for starting an assessment system of the professional skill of workers, whether it was acquired through training or through professional experience whilst taking into account the professional profiles of the Skill Certificates now being published and those to be published in the future.
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I. The assignments of the Ministry for Education, Vocational Training and Sports

A. Education

International and regional co-operation - European Affairs - European Programmes:

SOCRATES (LINGUA, COMENIUS, GRUNDVIG), LEONARDO DA VINCI – European College of Technology.

Management supervision - planning.

Primary education  (nursery, kindergarten, primary education , special education, welcoming classes) - Teaching of religion in primary schools: staff, subsidies, wages - Admission to the function of primary school teacher

Secondary education - Technical secondary education - Training for teachers and IEES -Admission examination for teachers.

Programming and regulations of continuous training for teachers. 

Education for adults - Languages Centre.

Differentiated education.

Centre for School Psychology and guidance - Financial assistance for post primary studies - Boarding schools - Accomodation for Students.

Health jobs: training and accreditation of certificates.

Programming of school buildings - School equipment - Safety – School meals.

Service for the Co-ordination of Pedagogic and Technological Research and Innovation - Educational Technology Centre.

Relations of the State with public schools.

High Council of National Education - National Conference of Students .

Conference of the Education Ministers of countries where French is one of the national languages.(CONFEMEN).

Training action in State penitentiary  and socio-educational centre.
A. Vocational Training

Apprenticeship and skills development.

Continuous vocational training - National centre for professional education - National Institute for the development of continuous vocational training .

European vocational training programmes.

Training measures to fight unemployment - Local Action for the Young.

II.
Presentation of the certification system in Luxembourg.

Jos Noesen welcomed the group and introduced Jean-Paul Braquet. The latter, as a 

representative of MENFPS within EVTA again stressed the importance of the working out of concrete products, usable and ready for dissemination.

Making partial skills transparent at a social and technical level matters a lot in helping the unemployed to carry on with their social integration.

This accreditation of prior skills, whatever the way it is achieved, is also essential to “life-long education”, a theme which is high on the agenda at a European level. 

Jos Noesen then outlined the framework of the socio-economic structure. The economy of Luxembourg mainly rests on services, more particularly on the banking sector. The unemployment rate is of 2.3%. It mainly affects people under 25 (6.4%). 33% of the working population is made up of cross-border workers from France, Belgium and Germany. The immigrant population, mainly made up of Portuguese, accounts for 33% of the total population..

In Luxembourg, Education and Vocational Training are in the hands of the same Ministry. Districts are responsible for primary education. Secondary education depends on the Ministry for Culture, Secondary Education and Research. There is no comprehensive university education. Future graduates study in France (law), Belgium (medicine), etc.. 

Kindergarten education lasts for 2 years, primary education for 6 years. Then, 

there is guidance advice to general secondary education or to technical 

secondary education. Education is compulsory for an overall period of 9 years.

The objective of secondary technical education is as follows :

« secondary technical education is coeducational and in co-operation with the 

economic and social world prepares for professional life, whilst ensuring the students are taught general, social, technical and professional subjects. Therefore it gives access to advanced studies» (Act of 12 February 1999 on the implementation of the National Action Plan for Employment 1998 art. XV).

The lower cycle is made up of the 7th ,8th  and 9th grades. The basic languages are French and German. English is compulsory from the 9th grade onwards. 

As far as this point is concerned, it should be stressed that young people leaving the system at this stage have no official certificate except for that of the end of school obligation, which is not automatically released. 

As far as secondary technical education is concerned, three cycles can be 

distinguished :

· The lower cycle covers three years and its objective is to increase basic knowledge, prepare for the continuation of studies in the intermediate cycle or for transition to professional life. 

· The intermediate cycle covering a period from 2 to 3 years, according to the type of education, aims at teaching a job or preparing for passing on to the higher cycle of studies.
The intermediate cycle includes three types of education :

· Professional education or block-release training

· Technical education, full time training preparing for technical education at the higher cycle.

· Technical education, full time training preparing for the technical CGSE at the higher cycle.

· The higher cycle :
· Type of education preparing for professional life: this course reflects the demand of the economic world in relation to long-term training courses aimed at meeting the requirements of the working world. 

· Type of technical training preparing for advanced engineering studies in a subject corresponding with the earlier technical training. 

	Professional Apprenticeship System


	Type of public
	
	Initial qualification level of beneficiaries
	
	Institution heading the system

	Initial training 
(
Continuous training 


Training for job-seekers 

	
	Secondary 
(
End of Secondary


Advanced

	
	State Services
(
Region 


Province, county 


Boroughs/Districts


	Target Public
	Number of beneficiaries

	Young people from 9th theoretic grade, 9th polyvalent or practical grade. For the latter a mark above 40 points out of 60 is required for admission into some training courses 
	Number of students 1998/1999:  4082

	The system’s main objectives (qualification, employability…)

	· Teach young people a trade or a profession.

· Give them access to a professional qualification.



	The system’s features

	Initial qualification level/qualification level reached through the system
	Duration of training
	Place of training (training centre, company…)
	Contents (theoretical part,, block-release, sector of activity…)
	Certification, if any

	CATP : level 3 (end of  lower cycle of secondary education)
	3 years for CATP

(in the main)


	Theoretic training in technical secondary school

Practical training in company
	Vary according to the systems     (concomitant, mixed, or full-time)

In the main, 32 h practice + 8 h theory

or 20 h practice and  20 h theory

(in the main)
	In order :

· CCM (certificate of manual skill).

· CITP (certificate of technical and professional skill).

· CATP (certificate of technical and professional competence).

· .



	Heads of the system

	Ministry of National education, Vocational Training and Sports.



	Funding of the system

	Ministry of National education, Vocational Training and Sports




	System of training for technicians


	Type of public
	
	Initial qualification level of beneficiaries
	
	Institution heading the system

	Initial training 
(
Continuous training 


Training for job-seekers 

	
	Secondary 
(
End of Secondary


Advanced

	
	State Services
(
Region 


Province, county 


Boroughs/Districts


	Target Public
	Number of beneficiaries

	Young people leaving the 9th technical or polyvalent grade with a mark above 40outof 50 
	Number of students1998/1999 :  2433

	The system’s main objectives (qualification, employability…)

	· Offer an intermediate training path between the professional system of apprenticeship and the technical system .

· Prepare students to enter active life (designer of technical projects or production service head).

· Open access to advanced technical studies (BTS).

	The system’s features

	Initial qualification level/qualification level reached through the system
	Duration of training
	Place of training (training centre, company…)
	Contents (theoretical part,, block-release, sector of activity…)
	Certification if any

	Level reached: advanced technical studies (in the field studied only)
	4 years ( 10th and 11th grade of lower secondary school and 12th and 13th of higher secondary school)
	Technical secondary school 
	13 divisions :

· Administration and business

· Agricultural

· Artistic

· Chemical

· Electro-technical

· Civil engineering

· Hotel and tourism industries

· Mechanical

· Car Mechanic

· Data processing

· Forestry

· Viticulture

· Horticulture


	Diploma of technician

	Heads of the system

	Ministry of National education, Vocational Training and Sports.

	Funding of the system

	Ministry of National education, Vocational Training and Sports




	Technical System


	Type of public
	
	Initial qualification level of beneficiaries
	
	Institution heading the system

	Initial training 
(
Continuous training


Training for job-seekers 

	
	Secondary 
(
End of Secondary


Advanced

	
	State Services
(
Region 


Province, county 


Boroughs/Districts

	
	
	
	
	

	Target public
	Number of beneficiaries

	Young people leaving the 9th technical or polyvalent grade with a mark above 40outof 50 
	Number of students1998/1999 :  4080

	
	

	The system’s main objectives (qualification, employability…)

	· Train administrative and technical executives at a rather high .

· Prepare students to advanced techncial studies.

	The system’s features

	Initial qualification level/qualification level reached through the system
	Duration of training
	Place of training (training centre, company…)
	Contents (theoretical part,, block-release, sector of activity…)
	Certification if any

	Level reached: general access to university
	4 years ( 10th and 11th grade of lower secondary school and 12th and 13th of hicher secondary school)

5 years for professions concerned with health
	Technical secondary schools 


	Important part of theoretical  and general knowledge teaching  

3 divisions:

· administration and business

· professions concerned with health and the social field

· general technical field.


	Diploma of end of secondary technical studies 

	Heads of the system

	Ministry of National education, Vocational Training and Sports

	Funding of the system

	Ministry of National education, Vocational Training and Sports.




	Training for Advanced Technicians


	Type of public
	
	Initial qualification level of beneficiaries
	
	Institution heading the system

	Initial training 
(
Continuous training


Training for job-seekers 

	
	Secondary 
(
End of Secondary


Advanced

	
	State Services
(
Region 


Province, county 


Boroughs/Districts


	Target public 
	Number of beneficiaries

	Young people holdingh a technician’s diploma, a diploma of end od secondary technical studies or of end of secondary studies.


	Number of students1998/1999 :  203, 25 of whom in the cartoons section

	The system’s main objectives (qualification, employability…)

	Train advanced administrative and technical executives .

	The system’s features

	Initial qualification level/qualification level reached through the system
	Duration of training
	Place of training (training centre, company…)
	Contents (theoretical part,, block-release, sector of activity…)
	Certification if any

	Level reached CGSE +
	2 years


	2 specialized technical schools  (School for Commerce and Management and Technical Secondary School for Arts and Trades)
	Classical type of teaching plus in-house practical training periods

4 sections:

· marketing -international business 

· accountancy and company management

· office automation and secretariat

· cartoons.

.
	BTS

	Heads of the system

	Ministry of National education, Vocational Training and Sports

	Funding of the system

	Ministry of National education, Vocational Training and Sports.
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VDAB - BELGIUM

I. PRESENTATION OF VDAB

GENERAL SITUATION

Since 1989 the Flemish Employment and Vocational Training Service (VDAB) is responsible for the implementation of the Flemish policy concerning job-placement, pathway guidance and vocational training for workers and jobseekers. It is one of the institutions depending on the Flemish Government, in the sense that it is working with a management contract and a dotation regulated by the latter.

For more than ten years now, the VDAB has been operating fully independently from the service handling the unemployment administration (benefits, etc) with which it formed one entity before.

VDAB’s mission can be summarized as follows :

“To influence the labour market in harmony with economy and society”.

This can be subdivided into three clear assignments :

-
to match labour demand and labour supply

-
to adapt the labour force qualifications to the labour market criteria

-
to realise the periodical objectives as set by the Flemish Government.

VDAB is employing about 4,000 personnel, some 3,500 of them working on a full-time basis.

Since the beginning of the nineties, a management contract between the Flemish government and the Flemish Employment and Vocational Training Service has been determining the latter’s key objectives concerning job mediation and training, linking those objectives to specific operational funding.

The parameters that are used to measure the effectivity of the employment activities are the following : the number of vacancies filled in, the number of company contacts, the number of contacts with job-seekers, the measures for difficult target groups and the functioning of specialised counselling services.

For vocational training, the parameters are : the number of training hours, the results of the measures for difficult target groups, the number of hours per trainer and the output in terms of job-placement and further training actions.

STRUCTURE VDAB

Up to 1998, VDAB was structured and organised according to the division between two fields of activity : job-placement and guidance on the one hand, vocational training on the other, each of both departments having a separate orientation towards the job-seekers and towards the employers and their workers.

Since then, VDAB has been going through a thorough restructuring process, which was aimed at the integration of the employment/guidance and the vocational training activities. Both departments have been melted into one and redivided according to the distinction between “Services to jobseekers” and “Services to employers”.

1. Services for Jobseekers

VDAB undertakes to provide every jobseeker with the best it can offer to help him/her find a job. In order to do this VDAB has created a whole range of modern and effective tools, which are combined into a pathway suiting the individual.

- Job mediation between supply and demand 

- Careers advice and screening

- VDAB-On Line (information service)

- VDAB-Training & Study Courses 

- T-Interim (temporary jobs)

1.1 Job Mediation 

Job-seekers have access to vacancies via numerous channels, i.e. the employment consultants, teletext, radio and the online vacancies database (Work Information System - WIS), which can be consulted on the internet, and via consoles in lots of public places. The number of jobseekers consulting WIS levelled to an average of 174.967 per month, last year. There is also a call centre service available from 8 am to 8 pm. 

Together with local partners VDAB is creating ‘one stop shops’ in towns and important areas: low threshold, accessible contact points capable of answering every question about work, training, transport to work, kindergarten services etc. 

1.2 Careers Advice: Orienting the Available Labour Force

As soon as a jobseeker registers with the VDAB he/she is entitled to use the wide range of VDAB services. As a rule the first concern is to bring jobseekers into contact with employers, to keep the period of unemployment as short as possible.

But it doesn't stop there. The VDAB aims at giving every jobseeker who needs it intensive guidance from the moment of registration until the first new job. Since 1999 the support service has been reformed. Each jobseeker now receives tailor-made guidance through action in stages. A route to work is mapped out together with the consultant, taking into account the specific problems and needs of the client, and his level of training and job experience. 

Basic steps:

Basic Service Provision: registration as a jobseeker, more info regarding rights and

obligations, drawing up and adapting of personal file. 

Screening: in the course of one or more interviews the VDAB-consultant gauges the opportunities and expectations of the jobseekers and draws up a plan of action. 

Job Application Training: in groups jobseekers learn how to write an application letter and conduct themselves in an interview. 

Vocational Training: geared to individual needs and to genuine working 

situations. 

Personal Development Courses: here, the jobseeker learns what may be expected of him in a real work situation.

Coaching during On-the-Job Training: courses will be combined with periods of on-the-job training as often as possible.

Coaching during the Complete Pathway: following the jobseeker through all the 

phases of his personal pathway to a job and providing support. 

Management of Employment Programs:

The Flemish and federal governments have set up a number of employment programmes and are now re-organizing them and widening their scope and target public to reach groups that are difficult to place. Within those frameworks the VDAB trains the candidates, processes the applications, the qualifications and payment of the salaries and premiums. 

1.3 VDAB - On Line

The VDAB enables job-seekers to apply for jobs quickly and efficiently, making use of modern, customer-friendly, on-line services.

The WIS vacancy bank

Every day the VDAB offers more than 10 .000 vacancies in Flanders via the WIS computer. These jobs can be selected though a variety of entries - profession, studies, region or keywords. Job-seekers can make prints of  the job information that interests them most.

The WIS vacancy bank can be consulted from all VDAB offices, and from libraries, town halls, cultural centres, supermarkets, stations, shopping centres ....

The WIS system is more than a vacancy bank. The user can register as a job-seeker via the terminal but can also get information on training or enrol for a course. He can even ask for documents on line. The job-seeker can also consult the vacancies via the Internet or the teletext pages on the national and regional TV stations.

The KISS Application Bank

Jobseekers can use the VDAB KISS database to ensure that their personal CV is offered to the employer via the Internet. The employer selects and views the CVs of likely candidates (payable service) and then contacts them directly.

1.4 VDAB Vocational Training Courses

Well trained job-seekers have a better chance of finding a job quickly. With 1000 training courses in every sector, the VDAB offers the widest choice in Flanders. The individual’s curriculum is determined together with the employment consultant. It is also possible for jobseekers to view the entire range themselves and enrol via the Internet or WIS.

All training is offered with the help of business and industry. Training placements are a part of many training programmes. In this way the jobseeker is confronted with the real demands of the modern workplace.

Individual Vocational Training:

Sometimes the VDAB does not offer enough courses to get qualified candidates into jobs quickly. In such cases the employer can himself provide the training for his new employee, and the VDAB will refund part of the costs. Individual vocational training in the company means on-the-job training at the workplace. The VDAB monitors the training closely and after training the job-seeker is recruited. 

1.5 T-Interim

T-Interim, the VDAB's temporary employment agency, found work for 23.280 temporary employees in 1999. These employees are given the opportunity to familiarise themselves with the world of commerce and to gain important experience. At least one in five T-Interim workers is taken on permanently after the temporary assignment. T-Interim guarantees that the social rights of the temporary worker will be respected in full.

2. Employers’ Services

Through a series of (mostly paid) services the VDAB seeks to offer the employer a partnership that provides efficient personnel recruitment and training. The employer can either take the 'self-service' option or involve the VDAB consultant in the selection procedure. Employers can also use the VDAB's facilities for their recruitment and selection activities.

Services:

· Vacancies 

· VDAB-On Line 

· Made to measure services 

2.1 Vacancies
In 1999 the VDAB received 178,027 vacancies (excluding those relayed as information from the free employment agencies). Suitable candidates were found for 82.7% of the vacancies. The VDAB can fill 50% of the vacancies in the normal economic circuit within 37 days. Information on vacancies is widely disseminated via the Work-Information-System (WIS), the Internet, teletext and radio.

2.2 VDAB - On Line

The WIS vacancy bank

If the employer agrees, every vacancy will be posted on the WIS automatically, and free of charge. The vacancies are disseminated throughout the whole of Flanders via a network of interactive consoles. The huge number of visitors guarantees the employer contact with motivated job-seekers. In Flanders there are 253 VDAB terminals and 212 terminals at other locations. 20.6% of WIS users are not even registered with the VDAB.

The KISS Application Bank

VDAB's KISS application bank enables businesses in search of qualified personnel to browse through a data bank of tens of thousands of job seekers. The employers can access or even screen the CVs via the Internet.

The CV headings are given a quality label if the VDAB has checked the information.

At the end of December '99 the Candidate Information and Selection System (KISS) contained the CVs of 53.104 job-seekers. 

Technology Based Distance Education

The VDAB's on-line services also offer opportunities to train, for example, existing staff. As with traditional (paper based) distance training, the employees follow the training course entirely at their own pace, but now supported by materials on CD-ROM or on the internet. They can do this from the home or the workplace. The curricula can be adapted to the needs of each individual. The trainee may also use e-mail or other means to communicate with the VDAB instructor. The coach follows progress in the learning process. The courses on the Internet became available on 19 April 1999.

Made to measure services

a. VDAB-Consult

VDAB-Consult is a commercial service that provides professional support for a company's Human Resources Management departments. Businesses can use the experience and know-how available via VDAB-Consult for recruitment and selection, training and study courses, personnel advice, outplacement and career advice. VDAB Consult operates at competitive prices and provides made to measure services.

b. Recruitment and selection

VDAB Consult offers businesses a full programme of recruitment and selection. The entire procedure is planned together with the company. The VDAB looks intensively for candidates, using proven evaluation and selection techniques. VDAB Consult also offers an exceptional service to companies in the process of reorganising their workforces.

c. Training & Study Courses

The VDAB offers approximately 1200 training courses in just about every conceivable area of business. Refresher courses are available during office hours, in the evenings or over the week-end. They are given at one of the training centres or at the company's business premises. The VDAB will tailor its service to the company's needs. A selection of courses is also available in Open and Distance Learning (paper or technology based).

d. Personnel Advice

Professional personnel training and effective advice are becoming more and more important. This is why the VDAB has set up a team of specialists to advise businesses on their training plans and subsidies. There is also a team of specialised trainers for commercial skills, communication, management and team building.

e. Outplacement and Careers Advice

Employers faced with redundancies are entitled to call on the services of the VDAB. We help workers, who have been made redundant, to find appropriate new jobs. By offering individual counselling at the time of redundancy, coupled with training and professional interests, we allow the workers to rediscover their own capabilities and aptitudes.

The VDAB also offers appropriate programmes for individual redundancies or counselling for people who find it difficult to accept having reached the end of their career.

In 1999 this department dealt with 109 new cases, involving a total of 774 participants.

At the end of the projects 80% of the participants found work within 3 months of their redundancies.

f. T-Interim

T-Interim is the VDAB's own temporary employment agency, with its network of offices over the whole of Flanders. Temporary employees who have not mastered all the skills they need, are given extra VDAB training.

FOCUS ON VOCATIONAL TRAINING

In order to realise the training service to its clients, VDAB operates in several ways : through the organization of a continuously updated training offer in its own training centres, via a range of courses available in Open and Distance Learning (paper and technology based), and by means of co-operative schemes.  These schemes concern training initiatives on request of companies and of organisations and on request of workers themselves, sometimes in co-operation with third parties like sectoral organisations and training providers. They take the form of collective in-company training and of individual vocational training.

To make sure all trainers function well and are capable of giving high quality training, a train-the-trainer service, called Track 21, offering training to all VDAB personnel, is operational (see below).

VDAB’s vocational training department operates 77 training centres, the vocational training staff is composed of 1400 collaborators.  More than half of them are trainers, the others are training managers, trainers of trainers, courseware developers, sectoral managers, administrative and logistic support collaborators and project consultants.

The training offer consists of training curricula, programmes and modules for industrial jobs as well as for commercial, administrative, managerial and social profit jobs (together more than 1200 titles). 

The main economic sectors for which training is organised are the following : building, graphical techniques, CAD mechanics, metal working, welding/piping,  production automation, industrial automation, environment, telematics, transport, processing techniques, clothing & textile, business administration, business management, accountancy, office work, computerisation, office computerisation, languages, training and advice,...

VDAB has committed itself to co-operate with other actors in the vocational training field. Its Flemish domestic network is realised with the social partners (trade unions, employers’ organisations), sectoral and intersectoral professional organisations, sectoral funds, other training organisations, chambers of commerce, industry and local development agencies.  Also on the European level, networking is organised through partnerships with about 300 vocational training actors in the other member states of the European Union.

The planning of the training activities and initiatives is in the process of decentralisation.  Budget arrangements have created openings for more local training planning and local co-operation.

Whereas training for jobseekers is always free of charge, training for employees is mainly done on a merit basis, but there are a number of exceptions to this rule for workers at risk and SME-employees. 

Although on a yearly basis VDAB trains slightly more employees (average of almost 40,000) than jobseekers (approximately 33,000), the organisation invests more than 10 times more training hours in the latter group (8,850,967 hours), as the courses are often much longer, and the trainees require more intensive coaching.

A number of unemployed job-seekers is trained through a special scheme, which is a system of training individuals in companies or vocational schools, for those functions and crafts for which VDAB does not organise training or for creating a training possibility when waiting lists for a place in a VDAB-centre are too long.

The following percentages show which branches of the Flemish economy have the largest training need:

-
55% of all workers trained by VDAB attend training for office job qualifications in courses held on Saturdays;

-
about 50% of the jobless trained attend training for industrial jobs on weekdays;

-
25% of all training hours for job-seekers represent training activities in building construction and metal works;

-
equally 25% of all training hours for job-seekers represent training activities in centres specialized in training flexible, all-round office clerks.

As VDAB organises training for almost all sectors: from high tech to building construction, from ready-to-wear clothing to PC training, VDAB has built an extended network of specialised training centres with a modern infrastructure (machinery, computer rooms, new multimedia and computer supported tools and courses) enabling the trainee to be duly prepared to function in the modern labour environment.

The training demand often varies from one region and period to another. That is why the training programmes are regularly adapted to the needs on the labour market., but they always aim to provide practical knowledge and skills in a modular, accessible form, closely linked with economic reality. 

Some courses only take a few days and concentrate on practice-oriented exercises and simulation. Others take several months and combine different training methods and tools. VDAB training is run in close co-operation with companies and sector organisations.

A year ago VDAB introduced technology-based distance learning, as a new, computer aided training method. After screening the trainee gets access to a training material on CD-ROM or on the Internet. He can go through the course individually, either at home or at the office. Communication between trainee and coach occurs by means of e-mail, telephone, contact sessions or even video conferencing.

Quality has always been an important element of all VDAB’s activities, but within the new structure a special quality department has been created, which can now take up a crucial role of anticipating new developments on the labour market, next to safeguarding the quality of existing and new products and services. All VDAB personnel working on new (training products) has now been brought together in a separate department developing new training material and better training methods.

EUROPEAN INITIATIVES

A number of these new labour market developments are taking place within the setting of European Union programmes and initiatives, some of which VDAB is taking part in. 

For the realisation of such projects VDAB has, for more than ten years now, also been working together with national and transnational partners, like VIZO, the Flemish Institute for Independent Entrepreneurship, with schools and universities, with all institutions and funds of the different industrial sectors, with the social partner organisations (employers organisations and trade unions), with an important number of training institutions in other countries of the European Union, and with companies.

VDAB is a member of the following European networks:

· European Vocational Training Association (EVTA), to which also belong: OAED (Greece), FAS (Ireland), LERNIA (Sweden), AFPA (France), ENAIP (Italy), IB (Germany),AMS(Denmark),HRDA(Cyprus),MENFPC(Luxemburg),FOREM(Belgium),IEFP(Portugal),AIKE(Finland),COLO(The Netherlands) and INEM(Spain).

· Public Employment Systems (PES) – other members are ANPE (France), AMS (Denmark), INEM (Spain), IEFP (Portugal), AMS (Austria) and FOREM (Belgium);

· Job Rotation Network;

· EUROPEN – the European network of training companies (VDAB co-ordinates the Belgian branch);

· The European Training Foundation;

· CEDEFOP;

· The European Federation of Open and Distance Learning;

· The ILO network of Modular Employment Skills;

· EURES;

· The EuroPass network;

Whether as a promoter or as a partner, VDAB has been involved in projects under the following programmes: Force, Petra, Eurotecnet, Leonardo da Vinci, Euroform, Youth Start, Integra, Now, Adapt, Adapt-Bis, Interreg, Modernisation of Public Employment Systems, ESF Objective 2, 3, 4 and 5B and the DGXII Telematics Programme.

During the past ten years, VDAB has been playing a part in realizing more than 80 projects, of which only a few can be mentioned here. The Work and Training Information System (WATIS) is guaranteeing a much wider dissemination of job market information. ‘Inspire’ stands for interaction between social partners in 5 European regions, combining 3 objectives: linking vocational training in the regions to the responsibilities of the social partners for SME employees. Within ‘DITRA’ a distance trainer profile and curriculum were developed, while ‘Changes’ is looking at the ever changing role of the distance coach, building on that material.

Other important projects:

· Desmos: guidance and training for ex-convicts

· Workable Languages: languages for specific purposes with the universities of Louvain and Amsterdam

· Qualifying by doing: practical training for office workers

· HRD for SMEs

· Clothild: new developments in the clothing industry

· Spread: training for building/construction works

· PRINTEGRATOR: 5 new, task oriented training packages on important subject in the prepress area (graphics) - on CD-ROM

2) FRAMEWORK FOR A MODEL OF IDENTIFICATION/RECOGNITION OF PRIOR LEARNING IN FLANDERS 

The purpose is presenting a definition of the competency concept and translating the policy concept RPL into aims, roles and levels. It is a model of identification/recognition of prior learning in Flanders.

Terminological clarification

A terminological clarification is essential in handling the policy concept RPL:

· Competencies

· Formal and non-formal learning

· RPL

· Levels of identification and recognition of prior learning

Competencies :

· the concept competency covers the real and individual capacity to use knowledge (theoretical and practical knowledge), skills and attitudes in acting, in the concrete, day-to-day and changing work situation as well as in personal, domestic and social activities. 

· Types of competencies:

· general (transferable) competencies as well as occupational (sectoral) ones;

· explicit as well as tacit and unconscious ones.

· Acquisition of competencies:

· Formal, through an educational system;

· Non-formal, via semi-structured and informal learning

We can distinguish formal and non-formal learning (semi-structured and informal learning) in the way competencies are acquired. 

Formal learning encompasses all types of learning that take place in a structured learning context. 

Non-formal learning includes all activities which are not explicitly designated as learning, but which contain an important learning element (semi-structured learning embedded in planned activities in a work).

Informal learning, being (mainly tacit and/or unconscious) learning resulting from day-to-day activities of the individual in the personal, domestic, professional and social context.

According to this distinction, on-the-job learning can be both formal and non-formal learning (semi-structured and informal).

Competencies are per definition individual, process-oriented and contextual. Assessment and recognition of competencies means confronting these individual and real competencies with reference frameworks to obtain a civil effect. 

Levels in the process of identification and recognition of prior learning. 

· Identification of competencies means making individual competencies visible by specifying and defining the boundaries and contents of competencies.

· Assessment of competencies refers to the process of evaluating competencies by a reference framework.

· Recognition of competencies is the process of granting a civil effect or official status to individual competencies..

In an RPL model, recognition of competencies acquired through formal learning outside the formal educational system can lead to recognition of prior qualifications. The concept qualification refers to certificates of accredited training or training organisations, diplomas and titles.

Recognition of competencies from non-formal learning can lead to certification of competencies as real and individual action capacities. Recognition of competencies affects the procedure of admissions to and exemptions from training courses and recruitment policy.

The concept competency in Flanders

In the Flemish context, what is meant by ‘formal learning beyond the formal educational system’ is especially important from an institutional point of view.

Diagram 

Competencies acquired through formal learning in Flanders

Formal learning

Regular training systems:

Formal educational system: compulsory education, university and higher education, continuing education, second chance education, open higher education etc.

Public training systems: VDAB vocational training for employees and job-seekers; VIZO (Flemish Institute for Independent Entrepreneurship) entrepreneurship training and training activities for self-employed people, company managers and SME employees; VFSIPH training, agricultural education, training of Welfare, Health and Cultural affairs, etc.

Non-regular training systems:

Intermediate training initiatives: sectoral training funds with initiatives for students from regular education, employees and job-seekers

On-the-job learning:

In-company training for employees, internally or externally organised and/or carried out

On-the-job training via work experience programmes, Interface, Individual Vocational training in the company

Private training initiatives

Educational systems in Flanders can be divided in regular educational systems on the one hand and non-regular training systems on the other hand.

Regular educational systems are those recognized and financed by the government. Competencies are recognized through official ratification by the Flemish Community in a broad sense, i.e. recognition by the various departments. At present, this training leads to recognition of competencies in the form of granting a proof (certificate, modular certificate, diploma) which has more or less civil effect and official status.

The mutual exchangeability and equality of this evidence constitute an action item of a recognition of prior learning system.

Non-regular training systems are those that are not recognized by the Flemish Community. Competencies gained through such training may lead to a ‘proof of attended training’ or a ‘proof of presence’ and are highly appreciated among the sectors and companies involved. However, they are not always transferable to other sectors or companies.

Competencies acquired in non-regular educational systems can obtain formal recognition in two ways, either by formal recognition of competencies as individual and real action capacities or by formal recognition of the training systems.
Policy concept RPL

The RPL policy model departs from the framework of ‘lifelong and lifewide learning’ and starts from the individual’s perspective. The purpose of an integrated RPL model is to increase individuals’ employability, and more specifically arm them on the labour market as well as in society.

The target group encompasses all citizens, without any restrictions. The RPL model does not only address employees and job-seekers, but also self-employed people, volunteers, unqualified school-leavers, newcomers, persons re-entering the labour market etc. 

Moreover, the model does not only cover professional competencies, even though the labour market plays a central role in individuals’ identification/recognition of prior learning. The development and recognition of other competencies, such as citizenship competencies, are part of an integrated RPL model as well. 

Thinking in terms of competencies increases the individual involved’s employability on the internal and external labour market and in society.

When outlining the policy concept RPL, we made an analytical distinction between the summative and formative role of RPL. This distinction makes the concretization of the different RPL model objectives easier. The summative role refers to the recognition and transfer of all learning achieved, of an individual’s competencies. The formative role emphasizes the methodologies and tools to support the learning process of individuals within the framework of their career planning (life course planning). In practice, both roles are usually not so strictly separated.

Summative role

Objectives

General aim is to increase individuals’ employability by formal recognition and transfer of competencies by granting a civil effect to the recognition of competencies. This means that competencies gained outside the formal educational system are provided with an equivalent civil effect as competencies acquired within the formal system where access to education/training and to the labour market is concerned. 

· breaking down the barriers to the labour market

· optimalizing training pathways tailored to the individual.

Concrete objectives

· equivalence of diplomas;

· granting a civil effect to certificates of trainees from regular and non-regular educational systems;

· access policy;

· exemption policy for parts of training courses/allowing shortened learning pathways;

· flexible learning pathways: demand steering for a better matching education-labour market, tailor-made for the individual involved, alternative learning environments and learning types.

Roles

· Recognition of formal training acquired outside the formal educational system;

· Recognition of non-formal competencies, wherever and whenever acquired.

Levels

· The model should be operational on a sectoral and Flemish (and federal) level;

· The model should fit in the European policy.

Formative role

General objective is to increase individuals’ employability through competency development. This competency development is framed in the individual’s’ lifelong learning. Concretely, it involves the development of a system of lifelong learning guidance, accessible to all citizens.  

Competency management on a company level and company training plans fit within the framework of a company’s HRM plan, while RPL and personal training plans are framed in a ‘lifelong learning’ strategy. From this line of thought, there is no direct link between RPL and waging.

Concrete objectives

· individual right to information and guidance;

· individual right to lifelong learning;

· matching of competency management to micro-, meso- and macro-level.

Roles

· Guidance (not only in training, but in all aspects that are important to career development and lifelong learning);

· Information (e.g. sign posting in the training landscape);

· Screening (e.g. detection of training needs);

· Orientation;

· Assessment (judging competencies);

· Feedback (feedback on the learning process).

Levels

· Sectoral and intersectoral initiatives have to fit in the Flemish policy model;

· Sectoral and intersectoral initiatives have to fit in the European policy.  
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