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Summary  

General project idea  

EU is facing a severe economic crisis, more adult learning can help Europe overcome it, meet 

the need for new skills, and keep its ageing workforce productive. Learning is also essential for 

social inclusion and active citizenship. These days, people cannot just rely on the skills they 

acquired at school to last them till the end of their working life. The participation of adults in 

learning varies significantly between EU countries: from 1.4% to 31.6%, and the overall trend is 

that numbers are stagnating at country level. The future European labour market will be 

simultaneously confronted with an ageing population and shrinking cohorts of young people. As 

a result, adults – and in particular, older workers – will increasingly be called upon to update 

and broaden their skills and competences. This increased need for lifelong learning means we 

should have more flexible modes of delivery, tailored training offers and well-established 

systems of validation of non-formal and informal learning. The potential of information and 

communications technology (ICT) can be used to boost adult education and training through 

distance learning. 

Innovation is needed in the European educational sector and especially in the adult education 

sector, as many adults need new skills and competences. The EC and the national agencies offer 

funding of courses for the people who teach the adults – in formal or non-formal set-ups. 

Training and innovation in ICT for adults are therefore priorities for the European Union. It is 

important to increase and improve the supply of skilled personnel in ICT also for trainer and 

educators in Adult education.  

Our project aimed to promote the use of ICT in combination with soft skills techniques in the 

adult learning focusing on ICT tools for distance learning, on the basis of exchanging good 

practices between the partners and in response to the priorities of the Programme. The main 

objective of this partnership was to develop an educational guide for a course with a focus on 

Soft skills for adults in order to bring them back to the labour market. The proposed course is 

based on good distance learning and teaching practices and is the outcome of the combination 

of methodologies deriving from the multidisciplinary approach of the members of the 

partnership as well as from the experience gained during the teaching in the various 

participating countries. 

Objectives are: 

- enhancing focus on Soft skills for Adults in the processes of learning, teaching, training at 

various levels: promoting access to and learning through OER; supporting ICT-based teaching, 

training, as well as ICT-based assessment practices. Supporting teachers, trainers, educational 

staff in acquiring or improving the use of ICT for learning and related digital competences;  

- developing adult educators’ competences to deal with diversified groups of learners, make use 

of new technologies for better outreach and teaching outcomes; 

- improving and extending the offer of high quality learning opportunities tailored to individual 

adult learners, including through innovative ways of outreach and delivery;  

This project will help educators, trainers with an open innovation online guide for:  
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- Develop a new approach to adult education and training which focuses on learning outcomes 

and learner responsibility and autonomy. 

- Encourage the development of effective lifelong guidance systems, as well as integrated 

systems for the validation of non-formal and informal learning. 

- Ensure flexible arrangements adapted to different training needs of adults, including in-

company training and workplace-based learning. 

- Developing mechanisms for ensuring that educational provision better reflects labour market 

needs and that it provides possibilities for acquiring qualifications and developing new skills 

which increase people’s capacity to adapt to the new requirements of a changing environment. 

- Promoting the acquisition of transversal key competences, such as learning to learn,  

- Making better use of ICT in the context of adult learning, as a means of widening access and 

improving the quality of provision 

Projects needs to be realized transnationally in order to have a wide impact in Europe and to 

cope the distance among countries in which ICT education is well developed to those countries 

that has less experience in this field. The transnational partnership allows to mix a variety of 

expertise that is an add value. All transnational meetings enabled partners to share and 

evaluate good practices, and to develop innovative educational approaches in teaching ICT for 

adult learners.  

Achievements: 

- Develop the Soft Skills guide that support the development of content, services, 

methodologies and practice in the adult distance learning on the ICT-basis; 

- Create a successful relationship between the partner organizations; 

- Raise cultural awareness during the meetings; 

- Exchange ideas and know-how across the partner organizations 

In order to create well prepared entrepreneurs and to encourage business spirit, we will 

prepare adults for the process by transferring them relevant skills and competences in various 

fields that will increase their soft skills. They will improve their skills as well as their 

opportunities individually, both for personal and professional development. We will transmit 

motivation strategies and encourage participants to take firs step into inclusion in the labour 

market and expand it through a well-elaborated approach learned from the previously 

conducted activities. Participants will be encouraged to take initiatives and develop a 

sustainable model of inclusion. Strategical approach will increase the productiveness as well as 

active partnership and engagement in activities. 
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Main task of our research  

Our project will take a systematic approach for determine what would be a real and sustainable 

Methodology for future work and to develop such a system that will provide solid tools for the 

future tackling of this issue. This new methodology will clarify what and who to be trained and 

will ensure that the training will provide the correct competencies addressing the needs of the 

business community. It will also identify existing gaps in training provision. 

Doing that we will strongly consider: 

- the needs of the possible employer institutions;  

- the level of current competencies of adults in participating countries; 

- training methods which will be most suitable to transfer skills; 

- cost; 

- effectiveness; 

TASKS to be performed: 

1. Planning (agreements on the objective of the structure, methods, communication with 

partners etc)- all partner organizations; 

2. Collecting information (using combination of techniques) - each partner organization in his 

country; 

4. Analyzing of the findings- first intern each partner organization, afterworlds all partners; 

3. Setting training objectives- jointly all partner organisation;  

4. Prioritizing Training needs - jointly all partner organisation;  

5. Preparing a Summary Report of the Training Needs Analysis - jointly all partner organizations;  

6. Preparing Comparative analysis for all 3 countries-  responsibility of applicant; 

7. Preparing Best practices/suggestion for the trainings in all countries - each partner;  

6. Printing/publishing - responsibility of applicant organisation; 

7. Dissemination- all partner organizations 
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General project results and expectation  

The main result of the project is to develop an educational guide for a course on Soft Skills for 

Adults. The proposed course is based on good distance learning and teaching practices and is 

the outcome of the combination of methodologies deriving from the multidisciplinary approach 

of the members of the partnership as well as from the experience gained during the teaching in 

the various participating countries. 

An extensive dissemination can guarantee a diffusion of project results and an increasing 

awareness on the importance of the topic among Adult education centre, Adult trainers, 

education providers, but also in the general public authorities and stakeholders.  

Inevitably change processes have led to the disposal of special techniques, processes, that 

thanks to the project will be exploited such innovative elements for the access to ICT in Adults 

learning. Partner will organize seminars and workshops aimed at spreading the strength of the 

values of local making using new digital tools that are now part of the life of future generations. 
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Methodology of research 

As it is indicated in the title, this chapter includes the research methodology of the document. In 
more details, in this part the authors outlines the research strategy, the research method, the 
research approach, the methods of data collection, the selection of the sample, the research 
process, the type of data analysis, the ethical considerations and the research limitations of the 
project.    
The research held with respect to this dissertation was an applied one, but not new. Rather, 
numerous pieces of previous academic research exist regarding the role of skills in adulst 
employability, not only in North Macedonia in specific, but also for partner countries and other 
countries of the world. As such, the proposed research took the form of a new research but on 
an existing research subject. 
However, the effectiveness of qualitative research is heavily based on the skills and abilities of 
researchers, while the outcomes may not be perceived as reliable, because they mostly come 
from researcher’s personal judgments and interpretations. 
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The research approach that was followed for the purposes of this research was the inductive 
one. According to this approach, researchers begin  with specific  observation,  which  are  used  
to produce  generalized theories  and conclusions drawn from the research. The reasons for 
occupying the inductive approach was that it takes into account the context where research 
effort is active,  while  it  is  also  most  appropriate  for  small  samples  that  produce qualitative 
data. 

All participating country will conduct research of documentation in the areas in order to achieve 

a firm basis for further development of the document. Methodology used was in the framework 

of research of documentation and creation a research of primary and secondary sources.  

Definition of analytical method  

Comparative research is a research methodology in the social sciences that aims to make 

comparisons across different countries or cultures. A major problem in comparative research is 

that the data sets in different countries may define categories differently (for example by using 

different definitions of poverty) or may not use the same categories. 

Comparative research, simply put, is the act of comparing two or more things with a view to 

discovering something about one or all of the things being compared. This technique often 

utilizes multiple disciplines in one study. When it comes to method, the majority agreement is 

that there is no methodology peculiar to comparative research. The multidisciplinary approach 

is good for the flexibility it offers, yet comparative programs do have a case to answer against 

the call that their research lacks a "seamless whole." 

There are certainly methods that are far more common than others in comparative studies, 

however. Quantitative analysis is much more frequently pursued than qualitative, and this is 

seen by the majority of comparative studies which use quantitative data. The general method of 

comparing things is the same for comparative research as it is in our everyday practice of 

comparison. Like cases are treated alike, and different cases are treated differently; the extent 

of difference determines how differently cases are to be treated. If one is able to sufficiently 

distinguish two carry the research conclusions will not be very helpful. 

Secondary analysis of quantitative data is relatively widespread in comparative research, 

undoubtedly in part because of the cost of obtaining primary data for such large things as a 

country's policy environment. This study is generally aggregate data analysis. Comparing large 

quantities of data (especially government sourced) is prevalent. A typical method of comparing 

welfare states is to take balance of their levels of spending on social welfare. 

In line with how a lot of theorizing has gone in the last century, comparative research does not 

tend to investigate "grand theories," such as Marxism. It instead occupies itself with middle-

range theories that do not purport to describe our social system in its entirety, but a subset of 

it. A good example of this is the common research program that looks for differences between 

two or more social systems, then looks at these differences in relation to some other variable 

coexisting in those societies to see if it is related. The classic case of this is Esping-Andersen's 

research on social welfare systems. He noticed there was a difference in types of social welfare 

systems, and compared them based on their level of decommodification of social welfare goods. 

He found that he was able to class welfare states into three types, based on their level of 



  IO2  

Enhancing new age skills for adults 

 

9 
 

decommodification. He further theorized from this that decommodification was based on a 

combination of class coalitions and mobilization, and regime legacy. Here, Esping-Andersen is 

using comparative research: he takes many western countries and compares their level of 

decommodification, then develops a theory of the divergence based on his findings. 

Comparative research can take many forms. Two key factors are space and time. Spatially, 

cross-national comparisons are by far the most common, although comparisons within 

countries, contrasting different areas, cultures or governments also subsist and are very 

constructive, especially in a country like New Zealand, where policy often changes depending on 

which race it pertains to. Recurrent interregional studies include comparing similar or different 

countries or sets of countries, comparing one's own country to others or to the whole world. 

The historical comparative research involves comparing different time-frames. The two main 

choices within this model are comparing two stages in time (either snapshots or time-series), or 

just comparing the same thing over time, to see if a policy's effects differ over a stretch of time. 

When it comes to subject matter of comparative inquiries, many contend there is none unique 

to it. This may indeed be true, but a brief perusal of comparative endeavours reveals there are 

some topics more recurrent than others. Determining whether socioeconomic or political 

factors are more important in explaining government action is a familiar theme. In general, 

however, the only thing that is certain in comparative research issues is the existence of 

differences to be analysed. 

Development 

As Moutsios argues, cross-cultural and comparative research should be seen as part of the 

scientific spirit that arose in Greece in the 6th century and the overall appreciation of 

knowledge and learning that was characteristic of the 5th century. In other words, it is part of 

the emergence of episteme and philo-sophia, as a love for knowledge that is independent from 

material benefits. Episteme, as a form and activity in the field of logos, marked the break of 

cognitive closure and advanced empirical inquiry, logical argumentation and the search for 

truth. And the high esteem for intellectual activity gave rise to a genuine curiosity about other 

cultures – which has lain thereafter at the heart of comparative inquiry. 

Moreover, behind the Greek comparative gaze also was the philosophical and political 

questioning which characterised the life of the democratic polis. Philosophical inquiry, from the 

Milesians down to the Sophists, questioned the representations and the cognitive traditions of 

their own people; the inquiry of the traditions of other peoples was, as Herodotus’ Histories 

demonstrate, an activity associated with the ethos of philosophical critique that characterised 

democratic life in Greece. Similarly, questioning of the Greek laws and institutions and its 

related values and practices (e.g. isegoria and parrhesia), as part of Greek politics, is associated 

with the effort of the first historians to reflect on home institutions through researching those 

of others. 

According also to Karl Deutsch, we have been using this form of investigation for over 2,000 

years. Comparing things is essential to basic scientific and philosophic inquiry, which has been 

done for a long time. Most authors are more conservative in their estimate of how long 

comparative research has been with us. It is largely an empty debate over the definition of the 

tradition with those questioning whether comparing things counts as comparative research. 
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Textbooks on this form of study were beginning to appear by the 1880s, but its rise to extreme 

popularity began after World War II. There are numerous reasons that comparative research 

has come to take a place of honor in the toolbox of the social scientist. Globalization has been a 

major factor, increasing the desire and possibility for educational exchanges and intellectual 

curiosity about other cultures. Information technology has enabled greater production of 

quantitative data for comparison, and international communications technology has facilitated 

this information to be easily spread. 
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Key point of innovation of the project and research  

Innovation is a driver for change and a way to turn challenges into opportunities and concrete 

improvements on the ground.  

Our innovative approach to this challenge is to make practical progress through on-field 

research and knowledge exchange, sharing know-how about Soft skills, and working with 

professionals and experts to continually improve skills, quality and performance. We are also 

piloting new ways of ensuring participants have a real say in the research that is done in their 

name, with shaping the priorities for our research and sharpening their own experimental skills 

through our ‘field labs’.  

This project is fundamentally about bringing adults from several countries to learn from each 

other and develop ideas, knowledge and innovative actions together. It aims to build bridges 

between theory and practice, in particular through practical innovation projects, bottom-up 

approaches, partnerships and networking activities. The project will synthesize the scientific and 

practical knowledge available about Soft Skills and identify the best methodologies for 

exchanging this knowledge. Based on this, easily understandable advisory material will be 

developed. It will create a European network of adult participants to exchange experiences and 

discuss the advisory material developed by the project. 

Furthermore, the innovativeness of the project lies in developing an acceleration programme 

for Soft Skills training intended to adults and arranged according to their needs. Such an 

innovative programme will be strongly focused on the use of ITC methods and tools in bringing 

this topic closer to the adults and in an adult-friendly interface and it will incorporate the best 

practices developed in Europe. Moreover, such a programme is of a first kind in Macedonia, 

where the Soft Skills trainings for Adults has not been widely developed and is mostly an area of 

interest of youth only. The project will pave the way to a strategic approach to this topic in 

Macedonia. In the same time, the guidelines will be widely distributed using the online channels 

with an idea to provide producers with the most important information in their countries: 

legislatures, funding, promotional activities. This guideline will incorporate also information on 

networking opportunities and alternative source of financing organic projects that will be 

beneficial for our target group. 

Finally, the project will create an on-line platform accessible on the participating's organization 

web-pages offering evidence-based advisory material as well as facilitating learner-to-learner 

learning. This platform will be a virtual meeting place for farmers, advisers and researchers that 

would otherwise not be able to meet. 

The partner consortia was chosen based on their experience or knowledge in specific fields. The 

applicant organisation main mission and competences are to generate programs and projects 

that have impact on society, the environment and the local community. We want to bring social 

and economic transformation of the country and contribute to the objectives of the Europe 

2020 Strategy. The Impact Hub contributes to the creation of a favourable environment for the 

development of programs for social business in Macedonia. Education is mainly aimed at young 

people and older category of persons are on the side-lines of educational opportunities.  
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On the other hand, the project partners have a wide network of local companies, incubators, 

hubs and co-working spaces where the learners can be mentored by specialists and tutors and 

where they can improve their skills and knowledge. They have a lot of experience in organizing 

studies and meetings with professionals who share their experience with the students.  They 

also count on collaborators with a strong experience in project management, business 

management and entrepreneurship, and all the administrative and pedagogical aspects of 

European mobility projects, in order to provide the sending partners with all the necessary 

support. 

The partner organizations involved in the project have been in contact with each other and have 

joined different initiatives as partners. The applicant representatives are well familiar with their 

work of and see this project as a great opportunity to crown the networks and contacts with 

precise collaboration activity where a joint product will be developed.  

The project is based on regular communication, the partners were defining the details of the 

project application in the application phase as well as send all the necessary application 

documents in a timely manner. However, the applicant organization will be in charge for the 

overall project management. In the same time, the transfer of knowledge will go from the 

European partners to Macedonia, where the organizations will send staff members to 

Macedonia to share their knowledge and good practices directly on the ground. The applicant 

organisation as a leading partner will set the kick off meeting will share their so-far experience, 

will participate at the transnational meeting and will take part in the evaluation meeting.  

The applicant organisation will select participants and will be in regular communication with the 

partners. On the other hand, the other partners will send representatives to the kick-off 

meeting, will host representatives, as well as will participate at the transnational meetings and 

at the evaluation meeting. 
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European changing markets  

‘New Skills for New Jobs’ is the policy initiative developed at EU level to build stronger bridges 

between the world of education and training and the world of work. In December 2008, 

the European Commission proposed a strategy to help ensure a better match between skills and 

labour market needs and to organise the assessment of the Union’s future skills and jobs 

requirements on a permanent basis. As a result a group of experts was set up in March 2009. 

Their mandate was to provide independent advice on developing the initiative further in the 

context of the EU’s future 2020 strategy for growth and jobs through a series of key 

recommendations. The expert group met five times from April 2009 to January 2010 when it 

presented this report to the Commission.  

The economic crisis has had a dramatic impact on the European labour market. Even in the best 

case, it is likely that employment growth in Europe will only recover gradually over the next 

decade. But there is also good news for Europe’s employment prospects. According to 

Cedefop’s latest forecast of the skills demand and supply  in Europe, around seven million more 

jobs will be generated by 2020 (new jobs created less jobs lost elsewhere) than there are today 

– despite the recession. In addition it is estimated that another 73 million job opportunities will 

be created due to the need to replace workers who, for example, retire or change jobs. 

Consequently, the total number of job opportunities over the next decade is projected to rise to 

around 80 million. 

Even though new jobs will be created, it is estimated that today there are 10 million fewer jobs 

than were expected before the crisis. Assuming a modest recovery, employment in 2020 may 

reach just below its peak of around 235 million in 2008. 

More knowledge- and skill-intensive occupations.  Although there will be job openings for all 

types of occupations, in line with recent trends, most new jobs, projected to be around 8.5 

million, will be in knowledge- and skill-intensive occupations, such as high level managerial and 

technical jobs. 

The number of skilled non-manual workers is not expected to increase significantly, but the 

structure of jobs within this group is expected to change. While demand for occupations such as 

office clerks is estimated to fall by around a million, demand for occupations in service activities 

such as sales, security, catering and caring may increase by more than two million. 

At the lower end of the skill spectrum, demand for elementary occupations is expected to 

increase by around two million. But over four million job losses are forecast for skilled manual 

workers. Many of these are likely to be routine jobs replaced by new technologies. These 

changes signal a risk of job polarisation, with increased demand at the upper and lower ends of 

occupations, and decreases or stagnation in the middle. 
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A higher demand for qualifications The projections suggest that the demand for skills (as 

measured by formal qualifications) is likely to continue rising. The nature of industrial and 

technological change is increasing the demand for the highly- and medium-qualified groups, but 

at the expense of the low-qualified. 

 

In practice, the supply of skills also affects employment patterns. The projections of 

employment by qualification assume that historical trends will largely continue. This means that 

demand continues to grow for highly- and medium-qualified people even in lower-level 

occupations, while the demand for those with low (or no) formal qualifications continues to fall. 

This also leads to upskilling in many jobs previously occupied by low-qualified people.  

As a result, demand for highly-qualified people is projected to rise by over 16 million, while 

demand for low-skilled workers is expected to decline by around 12 million. The share of jobs 

requiring high-level qualifications will rise from 29 % in 2010 to about 35 % in 2020, while the 

number of jobs employing those with low qualifications will fall from 20 % to 15 %. The share of 

jobs employing those with medium level qualifications will remain significant, at around 50 %. 

A continuing trend towards jobs in services Recessions usually hasten sectoral change. However, 

the move towards a service economy and away from primary and basic manufacturing activities 

is projected to be similar to pre-crisis trends. A further substantial decline in employment in 

primary industries is forecast, with a loss of around 2.5 million jobs, especially in agriculture. 

Another two million job losses are expected in manufacturing and production. The main areas 

of employment growth with around seven million jobs are services, especially marketed 

services. Significant increases are also expected in distribution and transport. Employment 

growth in nonmarket services such as health care and education will be offset by reduced 

labour demand in public administration due to public budget constraints. 
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Labour supply by qualification level is largely predetermined by demography and educational 

and training decisions already made. Most people aged 15 and 24 are still acquiring 

qualifications. 

The number of people in the working population aged over 15 with high- and medium-level 

qualifications is to rise, with around 16 million more people expected to hold a university 

degree or equivalent. The supply of those with medium-level qualifications, mainly vocational, is 

expected to increase by much less, around one million – but they will still account for 50 % of 

the labour force. The low-qualified are projected to fall by around 15 million, as higherqualified 

young people enter the labour market and many less well qualified older people leave it. On 

average, women are expected to be better qualified than men in the future, although at 

medium qualification level the rates of increase are higher for men than women. The fall in the 

number of people with low-level qualifications is expected to be sharper among women than 

men.  

 

For those aged 25 and older, the numbers with high-level qualifications will rise sharply, with 

those aged between 25 and 34 experiencing the largest increase. The number of people having 

only a medium-level qualification is projected to decline for those up to 34 years old, but to 

increase for those aged 35+. This reflects the ageing of the labour force and the fact that 

younger people are generally better qualified. Those aged 55+ in 2020 will be more highly 

qualified than the same cohort today. Labour market participation rates among older age 

groups are expected to increase as the need, ability, or desire to work increases and working 

lives become longer. 
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Despite the recession, high- and medium-qualified workers still have more chance of finding 

better jobs than those with low qualifications. But forecast results also suggest that many 

people with higher- and medium-level qualifications will work in lower-level jobs. For some, this 

may be a temporary phenomenon (e.g. graduates taking up jobs in restaurants and bars); the 

longer it lasts, however, the more frustration it causes to those affected. On the other hand, 

such mismatches can allow individuals to enrich their job in ways that employers may not have 

anticipated. Imbalances may also reflect increasing job requirements for many occupations 

which are not yet captured in traditional classifications. 

Results on imbalances should not be interpreted too literally. Trends in supply (towards a more 

highly educated workforce) and in demand (towards greater use of such people in employment) 

are hard to predict precisely, and interact in complex ways. In any case, other Cedefop research 

suggests that formal overqualification is not a problem per se. But under utilisation of skills and 

competences is certainly a potential problem for individuals, employers and society as a whole. 

 The results of Cedefop’s forecast show that the occupational structure of Europe is moving 

towards knowledge and skill-intensive jobs. Policy-makers clearly need to ensure the best use of 

currently available skills. For instance, as women will be more qualified than men, measures 

should help to use their potential and provide better opportunities to reconcile work and family. 

We also need to know more about what people really know and are able to do in particular 

jobs. Greater use of validation of non-formal and informal learning as well as lifelong guidance 

could support a better match of skills and jobs. Europe needs to make sure its human resources 

can respond to the economy’s needs. Policy must enable people to raise and broaden their 

skills. Upskilling is not just something that allows people to get a better job: it is also what 

enables them to shape the jobs of the future, and thus to actively contribute to an innovative 

economy. Fast-developing nations such as Brazil, Russia, India, China (the so-called BRIC 

countries) are also aiming to increase their shares of high-level jobs. Europe has no room for 

complacency. 

Until recently, there was no system for making consistent skills projections at European level. 

Cedefop has put in place a firm foundation for such forecasts which will be updated every two 

years. Anticipation of changing skill needs lies at the heart of Europe’s New Skill for New Jobs 

agenda. The new Cedefop forecast of changing skill demand and supply up to 2020 updates the 

forecasts carried out in 2007/08. It applies new data and improved methods to estimate the 

medium-term impact of the financial crisis of 2008, and the subsequent recession. The forecasts 

can be further improved in many ways. There is a need to improve data sources, develop new 

surveys and to study occupational requirements in more depth. Cedefop will continue to 

improve the forecasts through research into skill mismatch, sectoral skill needs, in particular the 

demand for green jobs and by developing and piloting a new European employer survey on skill 

needs. 

In order to enforce common employment policies, the EC was in search of innovative 

governance methods, as it became increasingly difficult to get directives approved in areas 

which remained under the sovereignty of the member states.   
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European employment strategy 

The European employment strategy (EES) dates back to 1997, when the EU Member States 

undertook to establish a set of common objectives and targets for employment policy. Its main 

aim is the creation of more and better jobs throughout the EU. 

It now constitutes part of the Europe 2020 growth strategy and it is implemented through the 

European semester, an annual process promoting close policy coordination among EU Member 

States and EU Institutions. 

In particular, the implementation of the EES - supported by the work of the Employment 

committee - involves the following four steps of the European Semester: 

1. Employment guidelines are common priorities and targets for employment policies 

proposed by the Commission, agreed by national governments and adopted by the EU Council. 

2. The Joint employment report (JER) is based on (a) the assessment of the employment 

situation in Europe (b) the implementation of the Employment Guidelines and (c) an assessment 

of the Scoreboard of key employment and social indicators. It is published by Commission and 

adopted by the EU Council. 

3. National Reform Programmes (NRPs) are submitted by national governments and 

analysed by the Commission for compliance with Europe 2020. (database – NRPs prior to 2011) 

4.          Based on the assessment of the NRPs the Commission publishes a series of Country 

reports, analysing Member States' economic policies and issues Country-specific 

recommendations 

 The implementation of the European Employment Strategy  

The EES has the achievement of full employment as one of its objectives. The policy mix open 

for coordination in the EU is, however, limited and leaves out important elements of 

employment policies, which are pillars of the functional mechanisms of national labour markets, 

in particular industrial relations and wage policy5. The EES is basically a supply-side strategy to 

supplement macro-economic policies which promote economic growth (in the main fiscal and 

monetary policy) and thereby labour demand. The EES is applied in countries with as diverse 

historically grown institutions of the labour market as Sweden, the UK, France and Italy, every 
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one of those countries representing a distinct model of social organisation as pointed out by 

Esping-Andersen (1996). Not surprisingly, the labour market and social policy outcomes differ 

between those countries as a result of different incentive systems emanating from a different 

set of institutions, taxes and socio-economic systems (Biffl, 2004, 2007). Hence, in order for the 

EES to be effective in terms of employment creation, a significant convergence of labour market 

and social institutional arrangements is required. 

The steps taken by the EES towards this end are complex, necessitating interactive, multi-level 

policy coordination and development which engage many levels of government, social actors 

(NGOs), the Commission, the Council of Ministers and academics. The instruments decided 

upon by the Council of Ministers to meet the objectives of the EES − higher employment rates, 

more active labour market policies, more employment intensive economic growth, systems of 

flexicurity, equal opportunities − are centred around employment guidelines. The first 

guidelines, nineteen in total, which give specific meaning and content to concepts and ideas, 

were approved in December 1997. They are formally structured around four pillars:  

 • Employability,  

• Entrepreneurship,   

• Adaptability,   

• Equal Opportunities. 

Every member state is to draw up a National Reform Programme6 (until 2005 National Action 

Plans), incorporating instruments and methods to combat unemployment and promote 

employment. These programmes are planning documents, indicating the road to be taken in the 

next year, and reporting documents to evaluate progress made in the past year. The 

implementation of policies is monitored on the basis of annual country reports, which, by using 

common input and output indicators, render policies transparent. The efficiency of instruments 

and measures (inputs) and the success of the outcomes are carefully examined and evaluated 

by independent agents in the member countries. The policy input/output coefficients provide 

insight into the efficiency of various policy instruments. The reporting and monitoring system 

provides ample information on measures which work and which do not work, it raises 

awareness about problems which have not been taken into account to begin with and/or which 

evolve in the course of integration, globalisation, technical and socio-economic change. 

Consequently, the scope of the guidelines widens and the knowledge base on the functional 

mechanisms of labour markets improves. 

An annual Joint Report reflects upon the employment in Europe and the achievements of the 

EES7. The Commission has significant power by guiding the process of co-ordination of 

employment and integration policy. By 2000, i.e., at the occasion of the Lisbon summit, the 

Council went beyond giving policy guidelines by starting to set targets. The Council agreed upon 

the benchmark of an employment rate of 70 percent (of the 15-64 year olds) by 2010 (currently 

65 percent). Another target was introduced, i.e., that at least 20 percent of the unemployed are 

included in active labour market policy measures, e. g., education and training or employment 

subsidies. Thus, the EU-employment strategy introduces competition between the member 

states by developing benchmarks for employment creation and reduction of unemployment, in 

particular long-term unemployment. This may be one objective of the European Commission, 

since research studies suggest that intergovernmental competition increases governmental 
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responsiveness to its citizens and creates more efficient state and local governments.  The 

overall strategy of the EES is, to preserve the European Social Model by reforming it. It does that 

not by traditional legal changes (directives) but by soft law, which aims to hit a compromise 

between hard core neo-liberal promoters of the 'minimal state' and the defenders of a social 

democratic powerful state. Thus, the EES represents something like a 'third way' by promoting 

flexibility and risk taking in order to promote innovation and employment while at the same 

time diversifying the system of social protection to act as a safety net for the individual 

(flexicurity), (Kenner, 1999). According to Sabel (2000) the EES is an innovative governance 

method, which is capable of solving employment and social policy challenges of increasingly 

diverse post-industrial globalised societies; point out that the EES is a move away from the 

objective of a Single European Labour Market with high and uniform social and employment 

standards. They acknowledge, however, that the fears of the opponents of a Single Currency 

that it would destroy the Social Model have not materialised. As a matter of fact, the 

preservation of social and labour standards is increasingly seen as an important factor of supply 

side management promoting productivity and economic growth. 

Unbalanced performance of the EES 

 While the open method of coordination has been an important tool to implement activation 

policies of the unemployed at the expense of passive measures, to promote the reform of public 

employment services and to reduce the gender wage gap, i.e., objectives under pillar one and 

four, it has not been as successful in encouraging entrepreneurship and the adaptability of the 

work force and employment system. This is particularly true for Austria. This is due to the often 

difficult integration of other ministries with the Labour Ministries into the system of policy 

coordination. In MS with a well established social partnership concept, inroads were being 

made towards a reduction of taxes on unskilled and low wage labour while at the same time 

raising minimum wages to make work pay. While some MS, in particular the UK and the Nordic 

countries, managed to offset the reductions in revenue by raising taxes on energy, this was not 

the case in countries like Austria.  Two of the best examples of a positive impact of the EES, are 

the modernisation of public employment services (Biffl, 2000, European Commission, 1998) and 

the development of territorial employment pacts (TEPs). 

As public employment services were given a key role in the implementation of the employment 

guidelines, the EES gave priority to the modernisation of these services. Jobmatching is the core 

business of the Public Employment Service (PES). Another important feature is the 

implementation of labour market policies to reduce the mismatch between labour supply and 

demand. Furthermore, the PES provides information about labour market developments. Since 

the PES administers and pays out unemployment benefits, registers jobseekers and job 

vacancies, it has a good insight into the development of labour markets and thus plays an 

important role in rendering labour market mechanisms more coherent and easily understood. 

Information about the labour market is a source of empowerment of every actor in the labour 

market. It is a public good which increases the efficiency of the job matching process and 

ensures equitable access to information.  In order to promote geographic mobility within the 

EU, the European Employment Service (EURES) was established in 1993. It took a slow start but 

is becoming an increasingly important instrument of organised labour mobility within the EU. 

Increasing cross-border mobility of seasonal workers from Germany to Austria in the wake of 

the 'Hartz' laws has become an important source of labour for Austria since the early years of 

2000. This latest experience ndicates that to optimise its potential, EURES needs to become 
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strongly rooted within the different national PESs. The reformed PES also played a key role in 

the development of TEPs. In Austria, the PES − referred to as the Labour Market Service (LMS) − 

is a key partner in every Territorial Employment Pact, i.e., an institutional partnership of the 

main socio-economic institutions and actors developing and executing labour market policies at 

local level8. TEPs are social pacts which constitute a specific form of heterarchical governance, 

linking labour market policies with regional socio-economic development plans. They promote 

mutual understanding between the various socio-economic actors of local governments and 

provide opportunities for cross-disciplinary learning9. TEPs are integrated in a larger national 

and EU-wide framework of the EES, i.e., they are integral parts of the National Reform 

Programme, thereby linking vertical and lateral institutional settings and development 

strategies. 

The Austrian experience suggests that TEPs are partnerships which evolve over time such that 

their impact can only be judged after a certain passage of time (Huber, 2001, 2003). In Austria, 

TEPs have become increasingly important institutional partnerships focusing on regional labour 

market problems, providing the necessary bridges between institutions for organising and 

financing further education and training in line with regional industrial employment and growth 

strategies. They also provide the necessary expertise to ensure a flow of funds from the EU 

structural funds thereby promoting regional economic development. So far labour market 

policies, in particular activation measures, have been in the forefront of policy coordination. The 

development of social services and entrepreneurship has been limited, however, as it would 

imply a change in the national tax and transfer system which currently tends not to promote 

marketisation of household production, in particular care work (Biffl, 2007). All that said, the 

implementation of the EES has contributed to a change in paradigm in Austria, away from the 

promotion of early exit routes from the labour market towards increased participation of 

mature workers, as well as a shift away from passive labour market policy measures towards 

activation measures. The implementation of TEPs as an innovative element of local governance 

has raised awareness amongst local players of the interrelationship of economic and 

employment policy and created understanding for the need of equal opportunities legislation 

and its implementation in order to ensure socio-economic participation of groups of persons 

which otherwise tend to fall by the wayside or tend to be discriminated against. It has, however, 

not been able to provide impetus to economic and employment growth. This is not surprising in 

view of the limited scope of the EES. While it improves the functional mechanisms of the labour 

markets by increasing transparency, reducing transaction costs and wastage of resources, 

promoting the efficiency of matching an increasingly diverse labour supply and demand, and by 

raising the effectiveness of policy through targeting, it can not on its own create demand (Graph 

2). It can at its best raise the productive capacity of the work force but in an economy which is 

moving towards the technological frontier, as is the case of Austria, more efforts have to be put 

into R&D and entrepreneurial activities and into innovative systems of social organisation, 

which promote the marketisation of household services, to effectively raise employment and 

economic growth in the medium to long run. 
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Employment policy  

Coordination of employment policy at the EU level: A short history The responsibility for 

employment policies in the EU is primarily with its Member States.  

However, over the course of the EU integration process, the EU institutions have taken on some 

role in coordinating, monitoring and supporting employment policies in the Member States. 

 

Despite their lack of competence, the predecessor institutions of the EU had already provided 

support to workers affected by restructurings in the coal industry in the 1950s3 and supported 

Member States in tackling unemployment through the European Social Fund set up under the 

1957 Treaty of Rome. 

In 1993 the European Commission (EC) published a White Paper on Growth, Competitiveness 

and Employment which stated that employment was one of the most important areas of 

concern to the European Community. This message was underlined by the European Council 

during its subsequent meeting in Essen, Germany in December 1994. In its conclusion, it put 

forward five common employment objectives4 that later became known as the Essen Strategy. 

The Strategy called on Member States to transpose these objectives into national policy and 
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asked the EC and the Council to monitor and report annually to the European Council on the 

progress achieved.5 The 1997 Treaty of Amsterdam6 provided the legal basis for the 

coordination of employment policy at the EU level with the insertion of the “Employment Title”. 

Provisions under this Title required Member States to work towards a coordinated strategy for 

employment creation and to draft annual national employment reports. Furthermore, the 

Treaty requested the EC and the Council to assess the employment situation in a joint annual 

report on the basis of which the European Council would adopt conclusions which in turn would 

serve as the basis for EU Employment Guidelines for Member States to be adopted by the 

Council.7 It also provided the basis for the Employment Committee (EMCO), an advisory body 

composed largely of representatives of the EU Member States. The mechanisms foreseen in the 

Treaty of Amsterdam were implemented already in 1997 through the Luxembourg Process8 

kick-started by the ‘Jobs summit’ which led to the adoption of the European Employment 

Strategy (EES). The EES included measures to better coordinate the employment policies of 

Member States in line with the provisions foreseen in the Treaty of Amsterdam. Many of the 

elements and mechanisms set up under the Treaty and the Luxembourg Process exist to this day 

(albeit in revised form) and have been integrated in new strategies and frameworks. In 2000, 

the EU adopted the Lisbon Strategy (2000-2010)9 which set out the broad overall priorities for 

the EU in different areas – employment, environmental, economic and social. In its March 

conclusions that same year, the European Council introduced a new Open Method of 

Coordination (OMC) to achieve convergence towards the EU’s main economic and employment 

goals by enhancing the coordination of Member States’ policies in different areas (see Section 3 

for more details). The Lisbon Strategy was re-launched in 2005 with a focus on growth and jobs, 

and a simplified and streamlined governance structure including employment coordination. This 

included the integration of the Guidelines for the Employment Policies of Member States and 

the Broad Economic Policy Guidelines into the Europe 2020 Integrated Guidelines for the 

Economic and Employment Policies of Member States with a three year governance cycle.10 In 

2010 the Lisbon Strategy was succeeded by “Europe 2020 – a European Strategy for smart, 

sustainable and inclusive growth” (2010-2020).11 This new strategy continued to set overall 

targets in a range of areas and proposed several flagship initiatives outlined in Table 1 below. Its 

implementation and monitoring has, since been integrated into the European Semester, an 

annual cycle of economic policy coordination set up in 201012 (see Table 2 for details). Apart 

from the European Semester policy coordination cycle, the EU institutions have adopted 

targeted policy initiatives to address specific issues related to employment and labour markets. 

Noteworthy recent initiatives include the Employment Package (April 2012),13 the Youth 

Employment Package14 (December 2012), and the New Skills Agenda for Europe15 (June 2016).  

2. Employment policy implementation framework: Key elements, main actors and process  

This section sets out the key elements of employment policy coordination at the EU level, its 

main actors, and the Open Method of Coordination (OMC) as the main process for 

implementation.  

2.1 Key elements of employment coordination  

As the monitoring of the Europe 2020 strategy (including its employment targets) has been 

integrated in the European Semester of economic policy coordination, the main elements for 

employment coordination coincide with and complement the European economic governance 



  IO2  

Enhancing new age skills for adults 

 

24 
 

system. Key elements for the coordination of employment policy at the EU level include the 

following six elements.  

A. Overall objectives and targets set at EU level Overall quantified objectives and targets in the 

area of employment are set at the European level, under the Europe 2020 framework (see Table 

1). These targets go beyond employment and include targets in other areas such as 

environment and climate change as well. 

 

 

These EU targets have been translated into national targets by the Member States. Member 

States regularly report on the implementation of these targets.  

B. Guidelines for the employment policies of Member States 

The Guidelines for the Employment Policies of Member States16 set broad policy priorities for 

the EU Member States in line with the Europe 2020 targets. 17 Since 2005, the Guidelines have 

been integrated with the Broad Economic Policy Guidelines to jointly form the Europe 2020 

Integrated Guidelines. The Integrated Guidelines for employment policies are reviewed annually 

while the Economic Guidelines remain valid for a period of several years.18 The European 

Commission (EC) makes a proposal for these guidelines, which are then agreed upon by the 

Member States and adopted by the Council. The European Parliament has to be consulted, 

while the European Economic and Social Committee (EESC) and the Committee of the Regions 

(CoR) provide non-binding opinions.  

C. Joint Employment Report (JER) The Joint Employment Report (JER)19 provides an annual 

overview of key employment and social developments in the EU as well as Member States' 

reform actions in line with the Guidelines for the Employment Policies of Member States. The 

report includes a scoreboard of key employment and social indicators on the basis of which EU 

countries are benchmarked. The draft JER is published in November as an annex accompanying 

the Annual Growth Survey (AGS) as well the Alert Mechanism Report, both published on the 

same day. The AGS sets the EU’s general economic priorities for the coming year and kicks off 

the annual European Semester process. It takes account of the findings of the draft JER and the 

Alert Mechanism Report for macroeconomic imbalances. The Alert Mechanism Report analyses 

potential macro-economic imbalances in EU member states. Since 2015 it includes three 

employment indicators (activity rate, long-term and youth unemployment rate) in its main 

scoreboard of indicators. However, these employment indicators cannot trigger the 
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macroeconomic imbalances procedure. A number of other social and employment indicators 

are included in its auxiliary scoreboard. The JER is published by the EC and adopted by the EU 

ministers of employment meeting at the Employment, Social Policy, Health and Consumer 

Affairs Council (EPSCO), usually in March.  

D. Country Reports Based on the information provided in the AGS, the Alert Mechanism Report 

and the draft JER, the EC publishes country reports in February which analyse the areas of 

macroeconomic and social importance for each Member State and assess their respective 

budgetary situation. Furthermore, they assess progress made in implementing the previous 

years’ country-specific recommendations20 as well as the country-specific Europe 2020 targets. 

Discussions with the Member States take place before and after the country reports are 

published (see Table 2). 

F. The National Reform Programmes (NRPs) National Reform Programmes (NRPs) are action 

plans drawn up by national governments which set out how their respective countries will 

implement the targets and objectives set under the Europe 2020 strategy (Table 1), including 

their employment targets. Jointly with the NRPs, EU Member States also submit their 

stability/convergence programme reports21 to the EC for assessment in March/April. Member 

States are asked to consult with their national parliaments, social partners and civil society 

before submitting these documents to the EC.  

G. Country-Specific Recommendations (CSRs) The EC assesses the NRPs and the 

stability/convergence programmes. Based on its assessment of the documents submitted as 

well as on the analysis of the country reports, the EC proposes country-specific 

recommendations (CSRs), usually in mid-May. The CSRs are tailor-made recommendations to a 

Member State as to which economic, budgetary, employment or social issues should be 

addressed in the coming 12-18 months. In 2015, as part of broader efforts to streamline the 

European Semester, the number of CSRs have been reduced to 2-5 overall recommendations 

per country, possibly including that on employment policy. The employment and social aspects 

of the CSRs are discussed with the Member States in the EPSCO and its advisory body, the 

Employment Committee (EMCO). These bodies may also propose amendments to the proposals 

issued by the EC. The overall CSRs are then endorsed by the European Council in June and 

formally adopted by the economic and finance ministers meeting in the Economic and Financial 

Affairs Council (ECOFIN) in June/July. 

2.2 Key actors and bodies  

A. The Member States Member States remain key actors when it comes to implementing 

employment policy. In the coordination framework at the European level, they are obliged to 

draw up and submit annual NRPs and have the political obligation to implement the CSRs. 

National parliaments are involved in the translation of the overall EU targets into national 

targets as well as in the drafting of the annual NRPs. 

 B. The Council of the EU The Council of the EU brings together ministers of the EU Member 

States in different formations. The EPSCO formation meets usually four times per year to discuss 

and adopt policy and legislative initiatives related to employment and social affairs.22 In the 

framework of employment policy coordination, it adopts the JER, the Guidelines for the 

Employment Policies of EU Member States and provides input for the discussions on the country 
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reports and the CSRs in the areas of employment and social policy within the European 

Semester.  

C. The Employment Committee (EMCO) The EMCO23 is the main advisory body to the EPSCO 

Council in the area of employment. It is composed of two representatives plus two alternates 

(at technical level) per EU Member State as well as two representatives of the EC. It meets 

regularly during the year and holds regular exchanges with the European social partners. It is 

supported by two sub-groups: 

1) the policy analysis group, which provides advice on EMCO work; and 

 2) the indicators group, which carries out technical work related to the indicators which are 

used to monitor EU employment strategy implementation. Most of EMCO’s work is focused on 

supporting the EPSCO ministers with the European Semester. For instance, EMCO provides an 

opinion to the EPSCO on the employment and social aspects of the European Semester and the 

progress of the individual Member States. It also proposes amendments to the CSRs on 

employment, supports the drafting of the Council Conclusions adopted by EPSCO on the AGS, 

provides input to the Guidelines for the Employment Policies of EU Member States, and agrees 

on the final text of the JER. Since 2011, EMCO has monitored the progress achieved by Member 

States in implementing reforms in the framework of the Europe 2020 targets and within the 

European Semester. The tools it uses to carry out this multilateral surveillance include 

 o The Joint Assessment Framework (JAF),25 an analytical tool based on a set of commonly 

agreed indicators showing progress towards the main Europe 2020 targets.  

o The Employment Performance Monitor (EPM), a joint EC-EMCO report summarising the JAF 

assessment and the key challenges it identifies. It is adopted twice a year by the Council26 and 

contains a benchmarking tool for comparison of performance against the EU average. 

 In addition, EMCO plays a role in the review of Member State policy initiatives to tackle the 

challenges identified in the CSRs or the EPM. These assessments constitute an important basis 

to assess new EC proposals for CSRs under the European Semester.  

D. The European Commission (EC) The EC plays a key role in both the formulation and 

monitoring of EU employment targets as well as in providing support (in particular financial 

support) for their implementation at the Member State level. The EC elaborates and launches 

the AGS, proposes the Employment Guidelines, formulates and issues the country-specific 

recommendations, and analyses NRPs and convergence/stability programmes submitted by 

Member States. The various Directorate-Generals in the EC play a role in this process, with the 

Directorate General for Employment, Social Affairs and Inclusion being particularly involved in 

the employment and social aspects of the country reports and the CSRs. 

E. The European Council The European Council brings together the Heads of Government of the 

EU Member States and sets the overall policy priorities for the EU. During its March meeting, 

the Heads of State discuss the EU’s economic situation and endorse the priorities in the AGS of 

the European Semester. In its June meeting, this body endorses the CSRs each year before they 

are formally adopted by the ECOFIN Council. 

F. Other actors with supporting roles: 



  IO2  

Enhancing new age skills for adults 

 

27 
 

o The European Parliament (EP) has to be consulted on the Employment Guidelines before their 

adoption by the Council. Its role in the European Semester process is limited. It adopts opinions 

and reports during the Semester (e.g. on the employment and social aspects of the AGS and its 

implementation) and discusses them with the EC. The EP has been supportive of recent EC 

policy packages (e.g. the Youth Guarantee, the Council Recommendation for Long-term 

Unemployment, and the New Skills for New Jobs initiative).  

o The European Economic and Social Committee (EESC) brings together employers, workers and 

civil society representatives in a consultative role and provides opinions on EU policy initiatives, 

including employment coordination, Europe 2020 and the European Semester. 

 o The Committee of the Region s (CoR) represents local and regional authorities in the EU and 

has the same role as the EESC, providing opinions on EU initiatives. 

2.3 The general process for employment policy coordination – The Open Method of 

Coordination (OMC)  

Responsibility for the implementation of employment policy is primarily a competence of the EU 

Member States, and according to the Treaties, the EU can merely encourage coordination, 

support and where necessary complement the actions of Member States while respecting 

national competences. 27 Hence, employment policy coordination is primarily implemented 

through the OMC within the Council of the EU (particularly through the EMCO and EPSCO).  

The OMC is a “soft governance” policy-making and coordination process which neither leads to 

binding EU legislative measures nor requires Member States to change their laws. Rather, it 

aims to foster the exchange of good practices and thereby achieve convergence among the EU 

Member States.28 The OMC is applied not only to employment policy coordination, but also in 

other areas in which Member States have primary competency such as research, integration 

and social protection. While in the preceding paragraphs it has already been described how the 

OMC fits in the European Semester, in general it works in several stages. First, policy goals are 

agreed upon by the Council of the EU which are then translated by EU Member States into 

national goals. Subsequently specific benchmarks and indicators are established to measure 

progress and identify best practices. The results are monitored and evaluated. As this approach 

is decentralized - the policies are implemented largely by the Member States and supervised by 

the Council – the EC has principally a monitoring role.  

2.4 Timeline of the European Semester (aspects related to employment policy coordination)  

• November. The EC publishes the AGS which sets out the economic priorities of the EU for the 

following year as well as the draft JER and the Alert Mechanism Report.  

• February. The EC publishes Country Reports for each EU Member State,29 followed by 

bilateral discussions with the national government. While in the preceding paragraphs it has 

already been described how the OMC fits in the European Semester, in general it works in 

several stages. First, policy goals are agreed upon by the Council of the EU which are then 

translated by EU Member States into national goals. Subsequently specific benchmarks and 

indicators are established to measure progress and identify best practices. The results are 

monitored and evaluated. As this approach is decentralized - the policies are implemented 

largely by the Member States and supervised by the Council – the EC has principally a 

monitoring role.  
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• March. Usually in early March the EPSCO Council holds a policy debate on the employment 

and social aspects of the European Semester and adopts the draft JER as well as conclusions on 

the AGS (focusing on the employment and social aspects).30 The spring meeting of the 

European Council takes stock of the overall macroeconomic situation and progress towards the 

Europe 2020 targets, and provides policy orientations covering fiscal, macroeconomic and 

structural reforms.  

• March-April. Member States submit their NRPs and their stability/convergence programmes 

to the EC.  

• May. The EC assesses the programmes submitted by the Member States and proposes CSRs as 

appropriate. These recommendations provide tailor-made policy advice to Member States in 

areas deemed as priorities for the next 12-18 months. These are discussed by the Council and 

endorsed by the European Council in its June meeting.  

• June/July. The Council (ECOFIN) formally adopts the CSRs 

3. Accountability system  

Where recommendations are not acted on within the given timeframe, policy warnings can be 

issued. The funds provided by the European Commission (EC) to Member States to implement 

the Country-Specific Recommendations (CSRs) are an important lever for implementation. To 

implement the policies and ensure wide ownership, the EC cooperates closely with the 

European Parliament, the EU advisory bodies (CoR and EESC) and the Member States, notably to 

organize the fact-finding missions and bilateral meetings between the national authorities and 

the EC. Such cooperation involves national parliaments, social partners, regions and other 

stakeholders.  

As mentioned above, the main implementation process is a soft governance tool – the Open 

Method of Coordination (OMC). In terms of accountability and monitoring, important tools at 

EU level are the Joint Employment Report (JER – including the monitoring tools developed by 

EMCO) and the Country Reports of the EC, which assess progress made in terms of 

implementation towards the Europe 2020 goals and the implementation of the CSRs. At the 

national level, the National Reform Programmes (NRPs) are an important accountability 

instrument.  

4. Financing system 

 The main instruments to support the implementation of the employment policy and targets are 

the European Social Fund (ESF) and the EU Programme for Employment and Social Innovation 

(EaSI). 

4.1 European Social Fund (ESF) 

The ESF was created in the Treaty of Rome in 1957. It is the EU's main financial instrument for 

supporting employment, and promoting economic 

and social cohesion in the Member States. The aim of ESF is to support the creation of more and 

better jobs in the EU by co-funding national, regional and local projects that improve the levels 

of employment, the quality of jobs, and the inclusiveness of the labour market in the Member 

States and their regions. The ESF strategy and budget is negotiated between the EU Member 

States, the European Parliament and the European Commission (EC). The strategy defines the 
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objectives of ESF funding. For the current ESF funding cycle (2014-2021) these objectives are: 1) 

the regional competitiveness and employment objective - to reinforce regional competitiveness, 

employment and attractiveness for investment; and 2) the convergence objective - to stimulate 

growth and employment in the least-developed regions. The second objective receives more 

than 80 per cent of total ESF funding. For the richer Member States and regions, ESF funding 

complements existing national employment initiatives; for less-wealthy Member States, ESF 

funding can be the main source of funds for employment-related initiatives. While the strategy 

definition is done at the EU level, implementation of ESF funding is the responsibility of EU 

Member States and regions. Once the strategy and budget allocation have been agreed, a 

shared approach to programming is taken. Seven-year Operational Programmes are planned by 

Member States and their regions together with the EC. These Operational Programmes describe 

the fields of activity that will be funded, which can be geographical or thematic. Implementation 

of the ESF on the ground is achieved through projects which are applied for and implemented 

by a wide range of organizations, both in the public and private sector. These include national, 

regional and local authorities, educational and training institutions, non-governmental 

organizations (NGOs) and the voluntary sector, as well as social partners, for example, trade 

unions and work councils, industry and professional associations, or individual companies. The 

Member States designate national ESF management authorities that are responsible for 

selecting projects, disbursing funds, and evaluating the progress and results. Certification and 

auditing authorities are also appointed to monitor and ensure compliance of expenditure with 

ESF regulations. 

4.2 EU Programme for Employment  

The EaSI programme brings together three existing programmes (PROGRESS, EURES33 and 

Progress Microfinance34) previously managed separately; it is managed directly by the EC. 

Concerning the implementation of employment policy, its PROGRESS axis is important as it 

supports the EU and its Member States in the thematic areas of employment (especially 

addressing youth unemployment), social protection, inclusion and working conditions. It aims to 

generate and disseminate analytical and comparative knowledge, facilitate mutual learning and 

information sharing, provide financial support to test innovations in social and labour market 

policy 
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Legal basis on European employment  

Article 3(3) of the Treaty on European Union (TEU) and Articles 8-10, 145-150, 156-159 and 162-

164 of the Treaty on the Functioning of the European Union (TFEU). 

Objectives 

Important principles, objectives and activities mentioned in the TFEU include the promotion of a 

high level of employment by developing a coordinated strategy, particularly with regard to the 

creation of a skilled, trained and adaptable workforce and labour markets responsive to 

economic change. According to the horizontal clause in Article 9 of the TFEU, the objective of a 

high level of employment must be taken into consideration in the definition and 

implementation of Union policies and activities. 

Achievements 

A.The early stages (1950s to 1990s) 

As long ago as the 1950s, workers were benefiting from ‘readaptation aid’ in the European Coal 

and Steel Community (ECSC). Aid was granted to workers in the coal and steel sectors whose 

jobs were threatened by industrial restructuring. The European Social Fund (ESF) (2.3.2), created 

in the early 1960s, was the principal weapon in combating unemployment. 
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In the 1980s and early 1990s, action programmes on employment focused on specific target 

groups, and a number of observatory and documentation systems were established. 

To encourage free movement and help workers to find a job in another Member State, the 

former SEDOC system was improved and renamed EURES (European Employment Service) in 

1992. EURES is a network for cooperation between the Commission and the public employment 

services of the EEA Member States (plus Switzerland) and other partner organisations. 

B.Towards a more comprehensive employment policy 

1. The White Paper on Growth, Competitiveness and Employment (1993) 

In a context of high unemployment in most EU countries, the White Paper launched a debate on 

Europe’s economic and employment strategy by bringing the issue of employment to the top of 

the European agenda for the first time. 

2. The contribution of the Amsterdam Treaty (1997) 

The new Employment title in the Amsterdam Treaty, which entered into force in May 1999, 

provided the basis for setting up the European Employment Strategy and the permanent, 

Treaty-based Employment Committee with advisory status to promote the coordination of the 

Member States’ employment and labour market policies. The sole competence for employment 

policy remains, however, with the Member States. The inclusion of a ‘social protocol’ in the 

Treaty enhanced the involvement of the social partners. 

3. Luxembourg process: European employment strategy 1997-2004 

The extraordinary Luxembourg Job Summit in November 1997 launched the European 

employment strategy (EES) together with the open method of coordination — the so-called 

Luxembourg process, which is an annual coordinating and monitoring cycle for national 

employment policies based on the Member States’ commitment to establishing a set of 

common objectives and targets. The strategy was built around the following components: 

 Employment guidelines, formulated by the Commission and adopted by the Council; 

 National action plans (NAPs); 

 Joint Employment Report, published by the Commission and adopted by the Council; 

 Country-specific recommendations (CSRs), formulated by the Commission and adopted 

by the Council. 

The EES set a high level of employment on the same footing as the macroeconomic objectives of 

growth and stability. 

4. The Lisbon strategy (2000-2010) 

In 2000, the Lisbon European Council agreed on the new strategic goal of making the EU ‘the 

most competitive and dynamic knowledge-based economy in the world’, embracing full 

employment as an overarching objective of employment and social policy, and on concrete 

targets to be achieved by 2010. 

The EES was reviewed in 2002 and re-launched in 2005, with the focus on growth and jobs and 

with the aim of simplifying and streamlining the Lisbon strategy. Revisions included the 
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introduction of a multiannual time framework (the first cycle being 2005-2008). Since 2005, the 

employment guidelines have been integrated into the broad economic policy guidelines (BEPG). 

5. The Europe 2020 strategy (2010-2020) 

This 10-year strategy for jobs and smart, sustainable and inclusive growth defined for the first 

time a number of headline targets, including: 

 Labour market: increase the labour market participation of people aged 20 to 64 to 75% 

by 2020; 

 Social inclusion and combating poverty: lift at least 20 million people out of the risk of 

poverty and exclusion; 

 Improving the quality and performance of education and training systems: reduce the 

proportion of early school leavers to 10% (from 15%), and increase the share of 30- 34-

year-olds having completed tertiary or equivalent education to at least 40% (instead of 

31%). 

All five headline targets must be translated by Member States into national targets, taking into 

account their relative starting positions and national circumstances. 

The 10 integrated guidelines contain six broad economic policy guidelines (Article 121 of the 

TFEU) and four employment guidelines (Article 148 of the TFEU). The employment guidelines 

adopted by the Council in October 2010 provided for increasing labour market participation by 

women and men, reducing structural unemployment and promoting job quality; developing a 

skilled workforce responding to labour market needs and promoting lifelong learning; improving 

the quality and performance of education and training systems at all levels and increasing 

participation in tertiary or equivalent education; and promoting social inclusion and combating 

poverty. 

In October 2015, the Council adopted revised guidelines showing a strong labour market 

orientation: 

 Boosting demand for labour (job creation; labour taxation; wage setting); 

 Enhancing labour supply, skills and competences (relevant skills and competences; 

necessary investment; tackling structural weaknesses in education and training systems; 

reducing barriers to employment, in particular for disadvantaged groups); 

 Enhancing functioning of labour markets (‘flexicurity principles’ to reduce labour market 

segmentation; involvement of social partners; improved active labour market policies; 

better public employment services; labour mobility); 

 Ensuring fairness, combating poverty and promoting equal opportunities  (modernising 

social security systems, healthcare and long-term care systems; principles of ‘active 

inclusion’; targeted social policies to prevent early school leaving and social exclusion). 

6. Supporting financing instruments and policy initiatives 

The EU programme for employment and social innovation (EaSI) 2014-2020, adopted by 

Parliament and the Council, brings together three existing programmes: 

 PROGRESS (Programme for Employment and Social Solidarity), which provides for the 

generation of analytical knowledge and supports information-sharing and mutual 

learning; 
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 EURES (European Employment Services), which is a job mobility network that provides 

information, guidance and recruitment/placement services EU-wide; 

 Microfinance and Social Entrepreneurship, which includes access to microfinance for 

individuals and micro-enterprises and capacity-building for micro-credit providers, and 

fosters social enterprises, i.e. businesses whose main purpose is social. 

While the European Social Fund (ESF) can support a broad range of initiatives in the Member 

States, the European Council agreed in February 2013 to create a Youth Employment Initiative. 

Its budget accounts for EUR 8.8 billion (4.4 billion from the ESF and 

4.4 billion from a specific budget line) for the 2014-2020 period (2.3.2). It targets young 

people aged 15-24 who are neither in employment nor in education or training (NEETs) in 

regions particularly affected by unemployment. 

These and other European funding instruments help to support policy initiatives in the field of 

employment, such as the: 

 Council Recommendation on establishing a European Youth Guarantee (April 2013), 

which aims at ensuring that all young people under the age of 25 receive a good- quality 

offer of employment, continued education, an apprenticeship or a traineeship within a 

period of four months of becoming unemployed or leaving formal education; 

 European Alliance for Apprenticeships (launched in July 2013); 

 Council Recommendation on a Quality Framework for Traineeships (March 2014). 

 Commission proposal for a Council Recommendation on a European Framework for 

Quality and Effective Apprenticeships (October 2017). 

In December 2016, the Commission proposed establishing a new European Solidarity Corps for 

young people with a focus on help in the event of natural disasters or social issues in 

communities. Further policy initiatives were launched to cope with challenges from the crisis 

and changing labour markets. 

In February 2016, the Council adopted the Commission’s proposal for a Council 

recommendation on the integration of the long-term unemployed into the labour market. Its 

focus is on registration with an employment service, an individual in-depth assessment and a 

job integration agreement. 

The New Skills Agenda for Europe, a policy package issued by the Commission in June 2016 

brings together 10 key actions to equip citizens with skills relevant for the labour market (e.g. 

Council Recommendation of 19 December 2016 on upskilling pathways for adults, the revision 

of the European Qualifications Framework (EQF) adopted by the Council in May 2017, and a 

Commission proposal for a decision by Parliament and the Council on the revision of the 

Europass Framework (October 2016). 

To improve working conditions, including social protection and fair mobility, all three European 

institutions supported in November 2017 the European Social Pillar in a common proclamation . 

 Role of the European Parliament 

Parliament’s role in this area has developed gradually. Since the Amsterdam Treaty came into 

force, Parliament must be consulted on the employment guidelines before they are adopted by 

the Council. In addition, the open method of coordination has enhanced the role of parliaments 
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— not only that of the European Parliament, but also that of the national parliaments, which 

should be involved in the setting and achievement of national targets. 

Resolutions and other contributions reflect the fact that the European Parliament considers 

employment and social inclusion to be one of the EU’s most important priorities, and believes 

that the EU and the Member States need to coordinate their efforts. 

During the 1996 Intergovernmental Conference, Parliament called for a specific employment 

chapter in the Amsterdam Treaty. 

Parliament has given its strong backing to the Europe 2020 strategy. A number of the initiatives 

aimed at combating youth unemployment go back to Parliament proposing concrete, practical 

actions, namely the EU Youth Guarantee and minimum standards on internships. Since 2010, 

Parliament has strongly supported the establishment of the Youth Guarantee Scheme, and it 

monitors its implementation. In its resolution of 17 July 2014, it called for a European legal 

framework introducing minimum standards for the implementation of the youth guarantee, 

including the quality of apprenticeships and also covering young people aged 25-30. As regards 

the European Solidarity Corps, in its resolution of 6 April 2017 Parliament called on the 

Commission to include in its future legislative proposal a clear description of the budgetary 

arrangements in order to avoid a negative impact on existing EU programmes aimed at young 

people. Furthermore, Parliament supported the approach taken in the Recommendation on 

long-term unemployment in its resolution of 29 October 2015. Parliament’s intensive work on 

skills development had an impact on the New Skills Agenda for Europe issued by the 

Commission in June 2016. 

  

 

 

 

Main mission and vision of our research  

Upgrading, adapting and widening the skills portfolio of individuals to create and fill the jobs of 

tomorrow is one of the greatest challenges facing Europe today. Everyone needs to step up and 

be more ambitious for their futures – individuals, private and public employers, the education 

sector and governments at all levels. 

Improving people’s skills  is a real ‘win, win’ for all – for the economy, for society, for employers 

and, of course, for individuals themselves. In every single EU country, unemployment rates 

systematically vary with qualification levels. The employment rate for those with high skill levels 

across the EU as a whole is approximately 85 %, for medium skill levels 70 % and for low skill 

levels it stands at 50 %.  

And yet, it is an inconvenient truth that, despite progress in recent years, much of Europe is still 

not sufficiently skilled. Nearly one third of Europe’s population aged 25-64 – around 77 million 

people – have no, or low, formal qualifications and only one quarter have high level 

qualifications. Those with low qualifications are much less likely to upgrade their skills and 

follow lifelong learning.  
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Another major challenge is to ensure that people have the right skills. This is not just a question 

of short-term employability, but of our capacity to adapt to and shape the jobs of tomorrow. 

During the last decade education and training systems in Europe have become more relevant 

and responsive to the needs of society; but labour market mismatches still exist and create the 

painful and wasteful situation of both skill shortages and skill gaps co-existing with 

unemployment: an economic and social exclusion.  

We can, we must, do better. Increased global competition means that European countries will 

no longer be able to compete on cost and price, but need to produce higher quality and more 

innovative products and services, delivered by higher skilled people. Encouraging creativity and 

entrepreneurship throughout the learning process is fundamental for future growth. The crisis, 

and the recovery from it, is also accelerating the pace of economic restructuring, with a lasting 

structural effect on the volume and types of skills needed.  

Future demographic trends will add further pressure to tackle this challenge. Fewer and fewer 

young people will graduate from schools and universities, and the only growth of the labour 

force is likely to be amongst those aged over 50. The numbers of over-65s in relation to those 

aged 15-64 will increase from 26 % in 2008 to 38 % by 2030. Clearly, with an increasing old-age 

dependency ratio, those in work also need to become more productive in order to support 

those outside the labour market.  

These challenges, and opportunities, come at a time of serious fiscal restraint facing most, if not 

all, Member States as well as the EU itself. This requires explicit and sensible choices about 

priorities for public funding of education and training. We must strongly encourage individuals 

and employers to invest more heavily in their skills development, not only to secure the best 

‘value for money’ but to reap the benefits of people’s potential. Our vision for 2020 We want to 

see a Europe where citizens have more and better skills. Where people as well as organisations 

are able to make betterinformed choices about which education or training to invest in, 

depending on which jobs they have, would like to develop in, or apply for. Where education and 

training systems propose innovative and equitable approaches such as flexible learning 

pathways, and focus on developing essential skills as well as intellectual and job-specific skills. 

Our vision  

We want to see a Europe where citizens have more and better skills. Where people as well as 

organisations are able to make betterinformed choices about which education or training to 

invest in, depending on which jobs they have, would like to develop in, or apply for. Where 

education and training systems propose innovative and equitable approaches such as flexible 

learning pathways, and focus on developing essential skills as well as intellectual and job-

specific skills. 

We want to see a Europe where these efforts will have helped the EU not only to recover 

successfully from the crisis, but also to fundamentally change the way Europeans think about 

‘education and training’, about ‘work’ and about the relation between them. ‘Education and 

training’ and ‘work’ will no longer be two separate worlds, but will be much more integrated 

into a single lifelong learning process, open to innovation and open to all. The foundation stone 

for success is to ensure that more, many more, people, businesses and public bodies recognise 

the value of skills. We need to persuade more people and organisations that their future 

prosperity depends on broadening skills and raising skill levels. Overall investment in education 
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and training must increase, even if fiscal constraints are present, and must be efficient and well 

targeted. This can be achieved only if Member States promote a stronger, shared responsibility 

between government, employers and individuals for investing in skills. 

How can this be achieved?  

1. Investment in skills must be massive and smart. It requires the right incentives to upgrade 

and better use skills for individuals and employers: we need better incentives and services for 

citizens of all abilities, and better incentives for firms of all types to invest in, and make the best 

of, people’s skills.  

2. We need to bring the worlds of education, training and work closer together. We need 

innovation to make education and training more flexible and open as well as to develop more 

effective relationships between providers, employers and guidance and placement services. 

More interaction will promote more skills–based qualifications and ensure continuing and 

lifelong education and training for all. 

3. We must develop the right mix of skills. Specific job related competences learned throughout 

education and training must be underpinned by transversal competences, especially digital and 

entrepreneurial competences, in order to both encourage initiative rather than simple 

reproduction of received knowledge and to better adapt to learners and employers’ needs.  

4. We need to better anticipate future skills needs, through improved labour market 

information, developing early-warning systems and opening up to global talent.  

These four priorities are detailed in 34 specific recommendations. These will not be achieved 

without the sustained commitment and engagement of governments, local authorities, 

employers, education and training providers and individuals.  

This is both a powerful and a challenging ambition and one which we must achieve if we are to 

secure prosperity in Europe in the decade ahead. 

 

 

Reach of our project research  

Upgrading, adapting and widening the skills portfolio of individuals to create and fill the jobs of 

tomorrow is one of the greatest challenges facing Europe today. Everyone needs to ‘step up’ 

and be more ambitious for their futures – individuals, ‘private and public employers’, the 

education sector and governments at all levels. There are great benefits in stepping-up – for 

ourselves, our communities, our economies and for society as a whole. Our prosperity, today 

and tomorrow, depends on how many people are in work and how satisfied and productive 

they are when they are in work. Skills, the right skills, are the key to moving us out of recession 

into recovery, and the best guarantee of our ability to sustain our growth and secure lasting 

economic success. Skills also underpin personal development and well being. A more highly 

skilled workforce is a more employable workforce (e.g. across the EU, those with medium level 

qualifications are 40 % more likely to be employed than those with low level qualifications). A 

more highly skilled workforce is also a better paid workforce and a more productive and 

satisfied workforce. And yet, it is an inconvenient truth that, despite progress in recent years, 

much of Europe is still not sufficiently skilled. Nearly one third of Europe’s population aged 25-
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64, around 77 million people, have no, or low, formal qualifications and only one quarter have 

high level qualifications. And those with low qualifications are much less likely to participate in 

upskilling and lifelong learning. Furthermore, of the five European benchmarks in education and 

training set for 2010, only one is likely to be reached. Worryingly, the latest figures show that 

14.9 % of pupils leave school early with several countries suffering from extremely high drop-

out rates; the performance in reading literacy is actually deteriorating. This is not only 

unacceptable but means that we are way off meeting the 10 % European target of early school 

leavers. We are, indeed standing on a ‘burning platform’. Europe aims to be amongst the most 

highly skilled regions in the world, yet many European countries are not even in the top 20. We 

can, we must, do better: the countries that succeed in their exit strategies from the current 

crisis will be those that best educate and train their people for the future. Old certainties are 

largely gone, many of the jobs in 2020 do not exist today and cannot be foreseen yet; this 

requires the development of broader and better knowledge, skills and competences. It can 

mean individuals moving up one step within a formal qualifications framework, it can mean 

individuals acquiring additional qualifications related to other occupational fields, it can mean 

better recognition of skills acquired outside formal contexts. Most of the 2020 workforce is 

already in work, so raising skill levels is not just about our young people in school, college and 

university, but is about all of us – employed and unemployed, young and old, men and women, 

employees and managers at all levels. Working life for individuals should be an active and 

continuing process of skills development, where there are high stakes to keep up with the pace 

of change and to be able to move easily from one job to another. Government, employers and 

individuals should see training and upskilling as an investment in a sustainable future, rather 

than as a cost to be minimised. People’s skills are essential to social and economic success. 

Employers should encourage their staff to achieve the ‘one step up’. More and better jobs will 

only be possible if we also raise the demand for skills by raising employer ambition and create a 

‘virtuous circle’ where more skills are both available and utilised in the workplace. Working 

environments need to encourage people to use their potential to the full to the benefit of their 

work and their own development. Leadership is crucial. We envision a Europe where citizens 

have more and better skills, where people have shifted from job seekers to job shapers. 

We want to see a Europe which is known as one of the most highly skilled parts of the world. 

People will be able to apply their skills in jobs where they are needed. Citizens as well as 

organisations will be able to make betterinformed choices about which education or training to 

invest in, depending on which jobs they have, would like to develop in, or apply for. Education 

and training systems will propose innovative and equitable approaches such as flexible learning 

pathways, and focus on the development of essential skills (4) as well as job-specific skills. These 

are needed to help adapt to rapidly changing circumstances, to seize new opportunities, but 

also to shape the future, to innovate, to turn ideas into actions and to create new jobs. Our 

schools, universities, training and workplaces will foster equal opportunities, entrepreneurship, 

trust, co-operation, and a sense of responsibility, creativity and innovation that will contribute 

to economic prosperity, societal good, engaged citizenship and personal well-being. To achieve 

this vision, we need to be much more ambitious. Coherent efforts and policies for our education 

and training systems as well as labour markets are needed, where all stakeholders will raise 

their game. We want to see a Europe where these efforts will have helped the EU not only to 

recover successfully from the crisis, but also to fundamentally change the way we think about 

‘education and training’, about ‘work’ and about the relation between them. ‘Education and 

training’ and ‘work’ will no longer be two separate worlds, but will be much more integrated 

into a single lifelong learning process, open to innovation and open to all. Education and training 
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systems will need to take into account people’s prior learning as well as their life situations, 

including gender, educational disadvantage and age, in order to enable education and training 

to cater to all kinds of learners and to pursue both excellence and inclusion – equally important 

goals for European society. Education and training especially needs to respond to the 

requirements of the labour market, just as employers should commit to investing in professional 

and competence development and how skills are best deployed in the workplace. A highly 

skilled and well organised workforce will certainly contribute to improved business 

performance. Improving the level, quality and relevance of citizens’ skills is not an end in itself. 

It will promote job creation, technological and social innovation, economic growth and greater 

competitiveness. Our societies will be more cohesive, as everyone will, irrespective of their 

background, nationality or education, have the chance at every stage of their life to enhance 

their skills and competencies. So everyone can make better use of their potential, both within 

and outside work. The best way to include the more vulnerable, including migrants and 

minorities, is through better skills and employment opportunities. As people’s skills will match 

much better the needs of the labour market, unemployment levels will be lower, skill shortages 

will be fewer and employees, employers and the self-employed will greatly benefit. This is both 

a powerful and challenging ambition, and one which we must achieve to secure prosperity in 

Europe in the decade ahead. 

 

 

 

 

 

 

 

 

 

Skills to make a difference  

We have to think about skills in the context of a ‘skills ecosystems’ in which individuals, 

employers and the broader economic and social context are in permanent dynamic interaction. 
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Improving people’s skills is a real ‘win, win’ for all – for the economy, for society, for employers 

and, of course, for individuals themselve. Improved skill levels help you ‘get in’ (to work in the 

first place, from education or from unemployment), ‘stay in’ (keep in work after entering the 

labour market) and ‘get on’ (progress through the labour market into better jobs). 

In every single EU country, unemployment rates systematically vary with qualification levels. 

The more highly qualified you are, the greater the likelihood there is of you being in work. The 

employment rates, for those with high skill levels across the EU as a whole is 83,9 %, that for 

medium skill levels is 70,6 % and that for low skill levels is 48,1 %. And, in just about every EU 

country, the more highly qualified you are, the more you earn on average. It is perhaps no 

surprise that, over the last three years, in the EU the number of jobs employing people with 

higher level skills has actually increased, while the number of jobs employing people with low 

level skills has decreased. 

Adequate skills and competences are crucial to participate in working life, but also in social and 

civic life. They are the basis of community cohesion, based on democracy, mutual 

understanding, respect for diversity and active citizenship. Creativity, openness and 

interpersonal competences are also necessary for personal fulfilment and happiness. According 

to recent research, the reform of an education system providing adequate skills for all citizens 

could increase GDP by as much as 10 % in the long term. A better-trained workforce also 

benefits the economy as a whole and increases its competitiveness. It makes it easier for 

enterprises to adopt new technologies, innovate in products and services, processes or work 

organisation. Companies that train their staff are 2.5 times less likely to go out of business 

compared to those that do not. The lack of foreign language skills, and not just English, in small 

and medium-sized European enterprises alone results in a loss of more than €100,000 per year 

for each business on average. 

New challenges on the market  
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While upgrading the skill levels of our citizens is a key challenge, ensuring that people have the 

right skills is just as important to increase employability and help create today’s and tomorrow’s 

jobs. It is both lack of knowledge about and visibility of the current and future supply and 

demand of skills, and the inertia of education and training systems alongside labour market 

failures, that prevents a better match between supply and demand, i.e. between the skills 

we have available and those that are required by the labour market. Too many individual 

education and training decisions are made in the absence of competent career guidance and 

counselling, with a lack of understanding of people’s strengths or of the real dimensions and 

opportunities of different careers, labour market realities and employment prospects – 

a situation which often leads to inappropriate training and career choices. There are also too 

many schools, training programmes and tertiary education institutions where the content of the 

curriculum and teaching methods could do much more to prepare people for the world of work. 

Too many vocational training programmes focus too much on obsolete skills and knowledge and 

too little on transversal key competences. During the last decade education and training 

systems in Europe have become more relevant and responsive to the needs of society, but the 

extraordinary potential of skills development to contribute to sustainable growth is not yet fully 

harnessed. Moreover, workers’ skills are too often underutilised in the workplace. When 

workers have acquired skills, it is essential that these are effectively put to work in the right jobs 

which draw on these skills and maximise their impact. Many companies could use their skilled 

workforce more productively if they moved up the value chain, moved into higher value added 

products and services or altered work organisation, human resource or management practices 

to get the best out of people, for example, through greater employee engagement. A lack of 

equal opportunities also prevents skills from being fully used. For instance, regardless of their 

educational attainment, migrants – especially female – are likely to end up in jobs that are well 

below their educational level (9). In order to rise to these challenges, education and training 

must be made more relevant to labour market needs, and more responsive to learners’ needs. 

This requires more than tinkering with systems and institutions: it compels us to rethink what 

we want from education, training and employment. Future demographic trends will add further 

pressure to tackle this challenge. Europe is witnessing a shift to a society in which the older 

segment of the workforce and the elderly will form a new majority. And, in terms of the labour 

force, the only expected actual growth is amongst those aged over 50.  
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The numbers of those aged over 65 in relation to those aged 15-64 will increase from 26 % 

in 2008 to 38 % by 2030. The growing number of older people will require more care and 

medical support and therapies in their homes or in senior citizen residences. By 2020, the 

largest number of job vacancies – both newly created jobs and vacancies to replace people 

leaving for retirement – is expected to come from this sector, the so-called ‘white jobs’. But the 

biggest impact of demographics is on the supply side: on people and their skills. Fewer and 

fewer young people will graduate from schools and universities, and the working age population 

will start to actually decline from 2013 onwards. Between 1985 and 2007, the numbers of 

people in the EU aged under 30 fell by nearly 30 million (or 14 %): the overall population of 

working age in the period between 2007 and 2020 is likely to decline by 6 million. Clearly, with 

an increasing dependency ratio, those in work also need to become more productive in order to 

support those outside the labour market. To help compensate for this, we need to secure an 

increase in labour market participation – in particular of women and of older workers. Proactive 

immigration policies, ‘reaching out’ to talent and skills, will need to be another component of a 

long-term solution to the threat of labour shortages in Europe. And, critically, it is vital to get 

the unemployed back to work, not only as an aim in itself but to reduce the waste of talent, 

skills and human capital that it represents. It will be crucial to make the most of our people’s 

skills, but it will also be necessary to adapt them. People in work will need to be more adaptable 

and productive, which does not necessarily mean working longer and harder but working better, 

and this is only possible through increasing skills levels and ensuring that these are appropriate 

to social and labour market needs. An older workforce also means a growing risk of skills 

obsolescence. The possibility of renewing and expanding skills throughout careers in order 

to have the possibility to stay employable, work longer and make career changes, will be crucial. 

At the same time, an older workforce means that there will be a greater mix of older and 

younger people in the workplace, and such diversity of experience can have a positive impact on 

innovation. Similarly, language training and skills adaptation will be necessary to enhance the 

skills of migrants. Adult education and continuing training will need to seize upon the 

opportunity to adapt and acquire a greater role. Employment, education and training policies 

should also think globally and act at all levels. Increased global competition means that 

European countries will not be able to compete on cost and price, but need to produce higher 

quality products and services, delivered by higher skilled people. In Europe, as in the rest of the 

developed world, the widespread penetration of information and communication technologies 

will also lead to less routine manufacturing and office jobs. This powerful combination of 

globalisation, increased competition, technological and organisational change substantially 

increases the need to raise skill levels as consumer expectations rise and require ever more 

sophisticated and personalised products and services. The world of work requires continual 

adaptation of competences, especially digital competence, communication skills and 

adaptability to changes in work organisation. In terms of technology and communication, the 

spikes of places with skills and talent will increasingly be the key differentiating factor in 

competitive success, especially in high-wage economies. In the global race for talent Europe is 

currently losing part of its highly skilled workforce, as many high-skilled individuals migrate to 

the US, Canada and Australia. This global competition for talent is likely to grow in the future; 

in spite of the abundance of labour in both countries, Indian and Chinese companies are now 

reporting a lack of high level skills in, for example, product expertise, R&D and programme 

management, that they could find in Europe. In the short term, more needs to be done to avoid 

the coexistence of unemployment and labour shortages and mismatches. With high levels of 

unemployment, one might expect that companies looking to recruit employees would find 



  IO2  

Enhancing new age skills for adults 

 

42 
 

appropriate jobseekers to fill their posts: not so when the skills job seekers have are not those 

that employers seek. With no action taken, the mismatch between skills demand and supply can 

perpetuate itself even after economic recovery sets in. The crisis is also accelerating the pace of 

economic restructuring, which will have a lasting structural effect on the volume and pattern of 

skills demand. Some industries will not bounce back to pre-crisis growth levels and sectors like 

car manufacturing, steel production, construction and other industries that are experiencing 

temporary plant closures may eventually face permanent job losses. At the same time, the crisis 

will breathe new life into other sectors. New investments in job creation, also supported 

through stimulus packages, will create new jobs, with potentially radically different skill needs, 

for example, in low carbon sectors, care of the elderly, life/biosciences and some 

professional/business services. Anticipating future challenges and establishing early warning 

systems should become a priority as and when labour demand will be revitalised, 

the composition of jobs and skills needs will have changed, with new drivers of growth in jobs 

and sectors that do not exist today. These challenges and opportunities need to be addressed in 

a period of serious fiscal restraint facing most, if not all, Member States as well as the EU itself: 

explicit and sensible choices about priorities for public funding of education and training are 

essential: individuals and employers must be encouraged to take greater responsibility for the 

quality of their skills portfolios. 
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Employability in the years to come  

There are 22.9 million unemployed people in the EU, including more than 5 million young 

people. This is an economic, social and personal burden which falls particularly heavily on the 

low skilled. In the current crisis, too many young people leave school too soon, and fall straight 

into long-term unemployment. Many people lose their jobs through redundancy or remain 

unemployed for a time as they seek to change their jobs; others finish school, college and 

university every year and enter the market place, with an uncertain prospect to find work that 

secures their future. At the same time, many if not most employers are developing their 

companies, changing their products and services, as well as how they do things, looking for new 

markets and new sources of competitive edge, all are fighting for people with the right skills to 

help them get there. 

The latest projections up to the year 2020 show that due to the crisis we can expect a smaller 

number of new job opportunities to become available. It is not all doom and gloom: in the next 

decade, we expect some 80 million job opportunities to arise, including almost 7 million new 

additional jobs. Most of these jobs will require a more highly skilled workforce. As we can see in 

Figure 3 and 4, the ‘skill intensity’ of jobs has been rising in recent years and is expected to 

continue to do so. Most job creation is projected for higher level occupations but also for 

occupations involved in service activities. As a result we expect the proportion of jobs 

employing high qualified people to increase to over a third, the proportion employing those 

with low qualifications to decrease to 15 %. Those requiring medium level qualification will 

continue to constitute half of all jobs.  

So what needs to be done? The challenges ahead can only be overcome with a much more 

concerted and dedicated effort by individuals, private and public sector employers, trade 

unions, education and training providers, public services and governments at all levels, working 

closely together towards a common agenda. In the second section of the report we therefore 

suggest a number of urgent areas of action. Some are relatively new; others less so, although 

their impact so far may have been limited by weak implementation, something – with the crisis 

and the urgency of the challenges – we can no longer afford. 
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Action plan for adult employability  

Skills matter. The foundation stone for success is to ensure that more and more people, 

businesses and public bodies recognise the value of skills. We need to persuade more people 

and organisations that their future prosperity depends on raising skill levels. But, in the end, 

people and organisations will only prioritise increasing skills if they believe it to be worthwhile 

to do so.  

There has to be a higher scale of effort from all concerned. Now is the time for building and 

consolidating by integrating on-going efforts. It is essential that investment in skills is seen by all 

stakeholders as a key part of the solution to overcoming the crisis and sowing the seeds for 

sustainable recovery; it will help to keep the workforce in work, support strategically important 

sectors and lay the basis for future sustainable job creation. The crisis has also hit some groups 

particularly hard, including young people and migrants: ensuring their employability is also a 

matter of social justice. Prioritisation and effective choices are the key to the targeting of skills 

development. The pressure on public expenditure and the importance of skills as a means to 

secure prosperity require rethinking the share of responsibilities between the government and 

public institutions, employers and individuals. It will be crucial that both employers and 

individuals ‘raise their game’ in terms of demand for skills acquisition. Public institutions have a 

key role to play, not least by acting as enablers in the system and by influencing the attitudes 

and behaviour of the key players, but also because public institutions are sizeable employers 

themselves. Measures to increase the benefits – or diminish the costs – of skills investment in 

the workforce are likely to increase the volume of skills investment by employers and 

individuals. National governments have the overall responsibility of improving their 

employment, education and training systems. The efficiency of funding streams will be 

especially important in these difficult economic times which put pressure on public 

expenditures. Governments therefore need to consider the responsiveness of the system to 

learners’ and employers’ needs; the effectiveness and sustainability of integration between 

employment, education and training; and the potential for achieving greater impact. The 

performance and responsiveness of our education and training systems will be a decisive factor 

in helping to overcome the current crisis and creating a solid basis for long-term growth.  

We have organised our further recommendations into four streams. Each one is necessary, and 

taken together they make up, we believe, a coherent and balanced action programme to match 

the urgency of the agenda and the benefits that can be achieved:  

1. Provide the right incentives to upgrade and better use skills for individuals and employers.  

2. Bring the worlds of education, training and work closer together.  

3. Develop the right mix of skills. 4. Better anticipate future skills needs. 
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Investment in skills 

Investment in skills must be massive and smart, so we need the right incentives to encourage 

governments, local authorities, individuals, employers, and education and training providers to 

take action. Without the commitment of all players this ambition will fail.  

Better incentives and services for individuals Incentives need to be designed to attract people 

into training, and to help individuals complete their learning for life and for work; they also need 

to be coupled with initial and ongoing advice to encourage ‘non-learners’ to demand skills 

development, and to help learners make more informed choices. Individuals need to take over 

more responsibility for lifelong learning and develop ‘career management’ skills. They need 

adequate support – including at school – to learn how to do so. The aim is to increase individual 

choice and make education and training providers more responsive to learners’ needs. Two 

tools to do this are learning vouchers and learning accounts; in the latter an employee can save 

and accumulate public and private funding and time off from work in order to undertake 

periodical training(11). Both have been tried as pilot projects in several countries, with 

promising results. The systematic recognition of prior learning, as well as knowledge and 

competences acquired in work and life outside the school system, is still the exception in 

Europe. Validating this learning experience may help individuals to better understand their own 

capabilities and encourage further learning, employability and career development. Public 

institutions, education and training systems and Public Employment Services (PES) should set an 

example by transforming themselves into modern, flexible and adaptable service providers and 

establish transparency with respect to their performance in order to help to effectively direct 

their resources. Public spending on labour market programmes, education and training should 

not be reduced in times of uncertainty, but rather directed to effective preventive and curative 

measures. When the number of job seekers greatly exceeds the number of job openings, the 

two basic functions of Active Labour Market Policies (to match and retrain workers to jobs and 

to maintain the participation of the unemployed in society) are seriously challenged. The 

participation of job seekers in successive rounds of programmes which do not lead to a job is as 

wasteful as long-term unemployment. PES should consistently design their training schemes 

according to market needs as well as to stimulate entrepreneurship and self-employment. In 

order to make the most of people’s skills, traditional matching processes focusing solely on 

occupations will no longer be sufficient. A systematic matching of job profiles, breaking down 

job vacancies to their individual components (both of job specific and generic skill 

requirements), can serve as the basis for effective and efficient matching. PES should 

incorporate these techniques into the design of active labour market programmes to increase 

the employability of members of disadvantaged groups, particularly in the use of individual 

action plans or employability development plans. 

Key actions: 

~ Develop and implement cost-efficient approaches to identify and validate prior learning and 

practical experience, and make this an enforceable element of collective agreements and work 

contracts. Raise awareness about schemes for recognition and certification and guidance and 

counseling and assist jobseekers with analysing their own skills better – including key 

competences. Improve the integration of existing tools, e.g. develop further Europass , by 

including enhanced self assessments tools, raising awareness and encouraging its broader use 
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and acceptance across multiple sectors and at all levels of education and training to make 

qualifications, skills and competences visible.  

~ Make greater use and better evaluate the impact of learning accounts or learning vouchers, 

especially for low-skilled workers, based on the principle of ‘co-investment’ by government, 

individuals and employers, as appropriate. Use tax relief or lower interest rates on borrowing to 

provide investment by individuals/employers at preferential rates. Establish co-investment as 

part of collective agreements and work contracts for people in work, and via counseling/PES for 

the unemployed.  

~ Prioritise guidance and counselling services and motivational support for individuals, improve 

the quality of these services and ensure that they tackle stereotypes. Publicise in a visible and 

comparable format on the web the opportunities and offers, as well as the prices and returns, 

of public and private education and training courses, so that individuals can make informed 

choices. Further develop in Public Employment Services profiling systems including internet and 

skill-based matching tools such as the EU tool ‘Match and Map’. 

Better incentives for employers to invest in, and make the best use of people’s skills  

More employers need to act in a more sustainable, non-cyclical way with respect to skills. In an 

economic downturn there is temptation to reduce investments in training, and more alarmingly 

risk a drain on skills through lay-offs. It is crucial for companies to maintain their human capital. 

With the beginning of recovery and employment growth, skill shortages become more acute. 

Companies that can identify emerging business needs and skill demands at an early stage, 

should be encouraged to invest in skills in times of crisis. Companies that invest in the skills of 

their workforce do reap the benefits. And the best way to encourage other companies to invest 

in their workforce is through peer pressure and peer learning. Collaboration between 

companies, the use of competitive pressure and the establishment of employer networks, on a 

sectoral, geographical or supply chain basis, can inform companies not only of the benefits of 

skills development but of best practices. They can encourage innovation and change. Having 

better skills is important. But, how these skills are then managed, more effectively mobilised 

and made use of in the work organisation, is equally important. Even if a person has the best 

skills possible, it does not guarantee that they will achieve their goal or that the organisation 

employing them will benefit. Only when the best possible match is made between the skills of 

an individual and a job vacancy and only when, within an organisation, skills are put to their best 

use, will skills bring out their full potential. Good management and leadership practices among 

businesses are particularly important. Improving skills utilisation in the workplace is to a large 

degree a matter of work management and organisation. Work organisation is often based on 

‘fitting’ an individual and his/ her skills or professional qualifications to a job. New ways of work 

organisation and management can make better use of people’s skills as well as to encourage 

employees to develop their skills. 

Key actions:  

~ Enhance skills development policies through public procurement, and promote tax incentives 

to stimulate targeted investment in low-skilled and older workers, avoiding redundant spending. 

~ Explore further the benefits of treating capital investments and investments in training on an 

equal basis. Consider knowledge and skills acquired by employees during the course of their 

duties as adding value to the company, so that part of the expenditure on training and salaries 
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during the training period can be depreciable in tangible fixed assets and transferred 

accordingly on the balance sheet. 

 ~ Provide incentives for companies to encourage skills upgrading in their suppliers.  

~ Communicate the benefits of a skilled, adaptable workforce and on how to improve skills 

utilisation in the workplace, involving key intermediaries such as education and training 

providers, social partners or PES, and disseminate the results of successful skills investments by 

companies, for example through awards schemes or other recognition.  

~ Support the further development of employer collaboration networks to share information 

and good practices in skills development and skill use. 

 ~ Provide better support for SMEs: a) in leadership/strategic planning and training for 

management including in effective skill utilisation, and b) in training for staff in effective skill 

development. Support SME by building up regional qualification infrastructure to enable them 

to pursue skill upgrading. 

Managing and leading an ‘organisation of skills’ as opposed to running an ‘organisation of job 

posts’ requires a fundamental managerial rethink and new ways of leadership. It is employers 

who decide how jobs are designed, filled and executed. The skill levels of managers themselves 

are also a key to success. 

There is scope therefore, to improve business performance by encouraging the take-up of 

established good management practices especially in SMEs and owner-managed organisations. 

They are the backbone of most national economies in Europe, but often lack human resources 

expertise. Public Employment Services will also have to re-invent their services, building up 

professional Labour Market Information Services and special counselling services to help SMEs, 

for instance, to optimise skills utilisation.  

Incentives for education and training institutions 

 Incentives are also needed to enhance the adaptation of all schools, universities and training 

places, encourage dialogue with the world of work and make them more effectively concentrate 

on the development of relevant competences. Although there are many valuable and relevant 

initiatives this is far from being enough. The accelerating changes in the skill needs of 

workplaces, especially in the light of the expected post-crisis restructuring processes, require 

further and more dynamic adaptation. Future efforts should build on the achievements of the 

last decades and on the results of already existing programmes. All incentives should convey a 

more coherent and stronger message. Their aim should be to accelerate the shift of education 

systems towards achieving greater relevance and more openness.  

Key actions:  

~ Provide the right incentives to intensify cooperation between the providers of education, 

training and businesses. Increase the coherence between instruments and measures such as the 

definition of curricular standards, including the appropriate formulation of learning outcomes, 

the mechanisms of assessment, evaluation and managing quality, the training and continuous 

professional development of educators, and institutional leaders. 
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Education, training and work to join forces  

Make education and training more flexible and more open for innovation and enhance 

relationships between skills providers and employers 

Education and training can be effective and innovative if the institutions themselves are 

innovative, ‘learning organisations’ open to interactions with the world of business and work. 

There is a need to make regulatory environments, incentives and support mechanisms more 

coherent, so that schools, higher education and training institutions can adapt to changing 

conditions. Priority should be given to the development of institutional leadership, capacity 

building and quality improvement efforts enhanced including in human resource development.  

Key actions:  

~ Encourage greater collaboration between education and training providers, employers and 

professional bodies, including through partnerships between their national bodies and through 

national/ regional tripartite and/or multi-stakeholder arrangements and bodies wherever they 

are available.  

~ Give priority to the development of institutional leadership across the board, and to the 

enhancement of quality assurance efforts including in human resource development 

~ Ensure the responsiveness of education and training systems at all levels, including through 

legal frameworks, institutional structures and financing mechanisms which facilitate openness, 

co-funding and stakeholders’ involvement. Encourage employers to co-invest and participate in 

the activities of education and training institutions in professional or governance and advisory 

board roles. Develop criteria to measure, monitor and evaluate progress.  

The structural funds and in particular the European Social Fund of the European Union are 

already widely used to upgrade skills and to enhance the modernisation of education and 

training systems. There is a need to consider how the structural funds can better support the 

goal of bringing education, training and work closer together as well as modernising education 

and training systems overall.  

Establish skills–based qualifications 

 In order to ensure that the qualifications people obtain are actually of value to them on the 

labour market, and so that employers can employ people who possess the skills they need, 

cooperation between ‘work’ and ‘education and training’ should be much more intensive and 

more substantial. These two worlds need to address and overcome existing barriers between 

them and understand that only a joint approach will deliver what people really need and want, 

be it in transitions from initial education and training to work or in training or education during 

their careers. 

Both need to understand that educating and training people is their shared responsibility. A 

more flexible, responsive education and training system is good for learners, good for 
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employers, good for the economy and good for the community(ies) it serves. It will help balance 

the labour market and ensure that individuals and employers acquire the skills they need. And, 

a focus on ‘learning outcomes’ can encourage this relationship. A focus on learning outcomes is 

potentially profound in its implications. The rapid development of national qualifications 

frameworks in all Member States creates bridges between education and training and work, and 

makes traffic on these bridges permanent and more intensive. The European Union should 

continue to support these developments and reforms. Communication, trust building and 

increasing transparency should become key elements of the reforms of qualifications systems. 

This requires leadership from the highest political level and commitment of all, including trade 

unions and employers’ organisations. Consultation must also be reinforced at the local level. 

Key actions:  

~ Develop outcome-based qualifications and a common language between education/training 

and the world of work, communicate the potential of European Qualifications Framework and 

national qualification frameworks, and ensure the involvement of all actors, including PES, 

employers and social partners. Encourage and facilitate the use of learning outcomes in 

planning and delivering educational and training programmes at all levels, including higher 

education institutions.  

~ Adapt pedagogy and training and assessment methods, to align them more clearly to learning 

outcomes. Make labour market needs analysis and the definition and implementation of 

appropriate learning outcomes a priority in institutional leadership and strategy, as well as in 

institutional level information and quality management. 

From initial education and training to continuing and lifelong learning – an opportunity for all 

Most education and training systems, and the labour market, are still largely based on the 

‘linear’ assumption that most people will first go to school, then move onto vocational 

education or university, and then go to work and finally, retire. This reflects neither the needs of 

employees and employers nor today’s reality: formal and informal education and training, 

taking place in work, at the workplace and, increasingly, in digital environments. This continuing 

skill acquisition is just as important as initial education and training, especially given both 

demographic trends and the continuing need to upskill and re-skill throughout working life. 

Even within the education and training system different parts such as vocational education and 

training and higher education have too limited links to each other. This makes it difficult to 

combine courses, programmes and qualifications in the best way and may limit participation 

and progression. Current reforms across Europe should continue to support more flexible 

learning paths, foster motivation and value individual learning. 

Key actions:  

~ Break down barriers and widen access to education for a variety of audiences, including adults 

and vulnerable groups, through accreditation of prior learning and flexible pathways 

Bridging the worlds of education and work aids the transition of the individual to the labour 

market, brings innovation and diversity to the two worlds and helps makes the right mix of skills 

happen. 

The right skills portfolio 
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Job and subject specific competences learned throughout education and training need to 

be underpinned by transversal competences in order to both encourage initiative rather 

than a simple reproduction of received knowledge and to better match learners’ and employers’ 

needs. Employers are interested not only in a person’s academic or vocational qualification, but 

also in other competences that would add value to their organisation. Moreover, young people 

often complain that they feel unprepared for the world of work when they get there. 

The missing link, in part, lies in a set of desirable skills such as the ability to work quickly, analyse 

and organise complex information, take responsibility, handle crisis, manage risk and take 

decisive action. This calls for the development of ‘T-shaped’ individual skills profiles: individuals 

should combine such transversal core skills (the horizontal bar) with the specific skills needed 

for a job (the vertical bar). These competences should be acquired as soon as possible, but they 

could also be developed throughout life. Digital skills showcase the importance of the right mix 

of generic competences and technical skills. E-Skills range from the informally acquired 

functional digital skills to specialist practitioner skills. At one end of the spectrum, it is almost 

universally true that any job will require some level of e-skills. Digital and media literacy will be 

crucial both for life and work, and we should tend to the new goal of digital fluency. For an 

increasing number of jobs, indeed, digital fluency is increasingly required. 

New jobs in the low-carbon economy will require heterogeneous skills portfolios. Environmental 

awareness will also need to become a component of core skills the same way as IT skills have 

become in the past, as every workplace and job has the potential, and the need, to become 

greener. Other growing areas of jobs will require new curricula, such as in the ‘white economy’ 

linked to the ageing of the population.  

Key actions:  

~ Develop the integration of the key enabling competences such as creativity, innovation, 

entrepreneurship, and citizenship, in schools, in higher education and initial and continuous 

vocational education and training. Develop and provide tools for individual self-assessment.  

~ Embed digital and media literacy at all levels in education and training, and map competences 

towards a goal of digital fluency for all citizens.  

~ Develop Europe-wide indicators to measure levels of transversal key competences. Set 

quantitative targets (e.g. access to entrepreneurship education; or digital literacy), and provide 

the metrics to monitor progress. 

 ~ Ensure an adequate flow of qualified workers to facilitate the transition to the low-carbon 

economy. Include environmental awareness in all curricula irrespective of the level of education 

or training. 
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Adapt curricula content, teaching, delivery methods and assessment to the intended learning 

outcomes  

There is little point in setting relevant learning outcomes and developing innovative 

qualification frameworks, if education and training institutions lack the capacity to create 

appropriate learning environments to achieve the intended outcomes. Consistency between the 

formulation of learning outcomes, assessment, pedagogy and the initial education and 

continuous professional development of teachers and trainers is required. Schools, universities 

and training places can more effectively concentrate on the development of the competences 

that are the most relevant for work, adult life and lifelong learning. Too often, modes of formal 

assessment and evaluation are too narrowly defined and do not capture the range of outcomes 

desired; a situation compounded by ‘teaching to the test’ which results in a narrowing of the 

taught curriculum. We should develop ways to assess, test and recognise whether people have 

acquired and improved transversal and key competences and whether our institutions are 

successfully encouraging them. Key competences require different kinds of teaching and 

learning methods than those traditionally applied. The skills and competences needed today 

and in the future cannot only be learned through subject teaching but also require more cross-

curricular and innovative approaches, such as, learning-by-doing or project-based learning. 

Learning through experience is seen as one of the most efficient learning methods for 

professionalisation and stimulating creativity and innovation. Workplaces could play a more 

active role in providing real spaces for learning in real life projects, as is already the case for 

work-based VET systems. All education and training can better promote a culture of receiving 

students in the workplace for field and project work, internships or apprentices. 

Key actions:  

~ Introduce and mainstream field studies, project-based learning, employee volunteering in 
cooperation between schools, universities, vocational training and other education bodies and 
business/NGO/ public institutions (‘skills and employment partnership agreements’).  
~ Ensure alignment between reforms of national qualifications systems and of 
assessment/quality assurance systems, linked to the European instruments such as EQF: create, 
adapt and develop new assessment methods and tools to capture and reflect the complexity of 
hard and soft skills and competences of learners.  
~ Encourage public-private partnerships to map qualification and competence needs for a low-
carbon economy and to design relevant qualification profiles and curricula 
To achieve such ambitious goals, teachers need to develop their competences accordingly and 

need access to the appropriate training opportunities. Alongside academic training, new 

creative systems of educating, re-training and encouraging the professional development of 

teachers must be developed. 

Key actions:  

~ Reinforce in teachers’ education curricula ‘work-related’ issues: skills development, 

entrepreneurship and professional guidance. Ensure that newly qualified teachers come from 

initial teacher education with the appropriate skills and practical experience in fostering 
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transversal competences; ensure they can engage with digital media across the curriculum and 

inside and outside of the classroom; re-skill as many existing teachers as possible. 

 ~ Enhance the recognition of more practice-oriented teacher education programmes. Develop a 

European competence framework for teachers, monitor its implementation and strengthen the 

exchange of good practice on teachers’ professional development. Encourage teachers and 

institutional leaders to spend time in workplaces in industry or other services and apply the 

experiences made, as it is already the case in vocational education and training. 

The learning sector: a provider of skills, but also an employer with its own skills needs 

The learning sector, a major value-producing sector, has become one of the main employers 

and is expected to expand further in the future. It comprises not only the traditional areas of 

formal education but also an increasing number of profit and non-profit companies providing or 

producing various education related services, teaching materials, digital educational resources, 

educational technologies and other products. It may also include other services related with 

education and personal development, such as guidance services, company based human 

resource development and community development. Major upcoming challenges for the sector 

include making more effective use of on-line learning and teaching increasingly heterogeneous 

groups of pupils. Teachers will need to take on the role of trainers to serve lifelong learning, 

while the population of young cohorts will start to shrink. The ageing of the learning sector 

workforce itself is a major challenge: for instance, 53 % of primary teachers in Germany, and 59 

% of lower secondary teachers in Italy are over 50. Unless appropriate action is taken, shortages 

may increase as more teachers retire. Countries should anticipate by training and recruiting 

more teachers, and work to improve the teaching profession’s attractiveness. Gender 

imbalances should also be tackled to bring more men into the teaching profession: if 97 % at 

pre-primary school teachers in OECD countries are women, they are only 39 % in tertiary 

education(15). Women are under-represented in positions of responsibility and management at 

many levels in the sector. 

Updating skills, knowledge and motivation among teachers, trainers, other educational staff and 

especially those who have been engaged in teaching or training for a long time should become a 

priority. Effective and innovative pedagogies can only flourish if teachers and trainers have the 

incentives and opportunities to develop their own skills. Indeed, teachers call for it. 

Key actions:  

~ Strengthen continuing training of teachers, in particular by facilitating placements outside the 

education and training sector, strengthening communication with enterprises and other users of 

qualifications. Make similar efforts to develop the skills of other key actors in the ‘learning 

sector’ such as specialists in pedagogical support, curriculum development, assessment, career 

guidance and providers of other education related services. 

However, all these developments in gaining a better mix of skills amongst learners, occur as it 

were, from ‘within’ the education and training sector, albeit with enhanced engagement with 

the world of work. A further more radical means of aligning the skills that are available and 

acquired with those required by the labour market is to seek to identify the major ‘imbalances’ 

between the skills people have and those needed by the labour market and then find 

mechanisms to encourage the stakeholders – providers of education and training, learners and 

employers – to adapt their behaviour in order to secure a better balance of skills available with 
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skill needs, to the benefit of all. This is in line with encouraging changes in behaviour so as to 

reduce skill shortages, and skill gaps on the one hand, and unemployment and under-

employment on the other. This leads us directly onto the issue of the better anticipation of skill 

needs as a key means of better aligning skills supply and demand. 

Better anticipate future skill needs 

Clarity is vital to better inform individual learners, skills providers, employment services, 

employers and public policy. A more over-riding message that has emerged from these difficult 

times is the fact that skills supply and demand need to be closer aligned. Labour Market 

Information (LMI) can help to create market transparency on skills, raise placement efficiency 

and support a more balanced market. It provides helpful ‘signals’ to all stakeholders – 

individuals, employers and education and training providers, as well as government and public 

agencies – of how well the ‘market’ is working, where the problems are, and what the trends 

are. And, by informing everyone, LMI itself encourages adaptive behaviour from participants. 

Most Member States have started to develop and refine the methods for collecting and 

analysing LMI to effectively direct the efforts of employers, employees, social partners and 

policy makers on the field of upskilling and prevention of skills and labour market imbalances. 

The role of LMI is to assess both the existing skills needs and to provide a longer term 

perspective, so that we not only anticipate future requirements but also actively shape them. 

Traditionally, the focus has been on Member States for coordinating and gathering their own 

LMI. But in order to make the most of the free movement of labour within Member States and 

to inform labour mobility from third countries, we need to develop tools which enable us to 

make cross-national assessments of sectoral, regional and national progress on these issues. 

LMI systems should also be developed so that the qualitative information they provide can be 

easily accessed and used by education and training providers. They should provide better 

qualitative information about the nature of competences needed, which can be translated into 

relevant learning outcomes and orientate education and training decision-makers. The simple 

availability and communication of this intelligence will inform all parties and potentially lead to 

some changes in decisions and choices, especially if made easily available on a comparable basis 

e.g. employment outcomes and wage gains associated with the successful completion of 

programmes and courses. However, Member States could also consider further encouragement 

in the form of financial incentives/disincentives (e.g. course fees, bursaries or awards) as a 

means of increasing or decreasing skills availability in key areas of shortage or surplus, 

respectively. At a more ‘macro’ level, evidence could be made available of the 

employment/wage gains associated with different levels of qualification or type of provider. 

There is a strong need to establish EU-wide, national and local labour market monitoring based 

on reliable data, in order to assess current and prospective employment opportunities and 

challenges by sector and region, and be informed about trends regarding skill requirements for 

different sectors and regions. Data collection needs to done in close cooperation with 

employers. Top class labour market intelligence should also allow us to identify where upcoming 

changes in the industrial environment (e.g. technological breakthrough) or the existing labour 

market (e.g. ageing workforce) will lead to a need for a major change, or where the capability of 

our economies to sustain a leading position in a sector or enter emerging areas could be 

undermined by critical shortages, without a major development in skills supply. There is much 

valuable work underway at both the European and national levels which should be more widely 

known and used(18). In order to respond to the identified needs, it is necessary to build strong 

provider/employer partnerships through institutions such as national tripartite bodies and 
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Sector Councils. These institutions, managed by the social partners often in co-operation with, 

or even led by, governments, are emerging as centres of expertise in labour market and training 

issues, carrying out activities such as research, consulting and mediation and can help align 

training to the needs of the economy and labour market. There are some common elements 

that need to be considered across Europe when using LMI to help shape investment in skills. In 

the past, a great part of the centrally-directed activity revolved around attempts at planning for 

different levels and types of education and training provision, often with the aim of getting skills 

supply to ‘match’ demand. However, this type of rigid planning approach at a national sectoral 

or regional level is very complex and deeply problematic and it has to be doubted whether it is 

possible or even desirable. Instead, the emphasis should be on building an agile system that 

responds to market signals and where LMI informs consumers, providers and funders, helping 

them to make more informed decisions, rather than the state ‘planning’ provisions at a micro 

level. LMI’s primary function is to help independent actors (employers, individuals and 

education and training providers of all kinds and policy makers) decide on investment in skill 

formation and career choice. The better informed they are about the labour market, the more 

effective their decisions will be, allowing European citizens to acquire the right skills sets 

required by employers, and Member States to develop responsive and strategic policies to 

encourage/discourage labour market and skill trends through information, incentives or 

priorities, rather than attempting to centrally plan supply to match demand. In any case, it is 

dangerous to take ‘demand’ as given, especially in economic circumstances where it may be 

desirable to restructure/develop/reposition an economy for the future. The key is therefore 

excellent information, outstanding intelligence (interpretation and analysis of the information) 

and accessibility to it. Citizens, employers, and policy makers could all benefit from a re-focusing 

and ‘opening up’ access to labour market information. Young people in particular would benefit 

as students’ decisions are too often made in the absence of competent career guidance and lack 

understanding of labour market realities. However, career guidance later in life is also crucial. 

LMI-supported counselling can help adults in making the choices that allow them to enter into 

promising fields. Moreover, guidance can break down traditional barriers, like those, for 

instance, that arise due to gender stereotyping. Wider availability of appropriate LMI would 

also benefit employers (in their recruitment and human resource development functions); 

education and training providers (in their strategic and business planning); as well as 

Government and public agencies (in their policy development and priority setting). 

Key actions:  

~ Improve the capacity to anticipate future skill requirements, using a combination of different 

methods at European and national level in a coordinated way, combining skill supply and 

demand forecasts with qualitative information on actual skills needed (e.g. EU-wide employer 

surveys, sectoral studies and scenarios, advisory sectoral bodies and/or groups of experts 

analysing emerging, evolving and changing occupations and labour market conditions). Ensure 

good quality statistical data on jobs and skill/ competence requirements, especially at EU level.  

~ Develop measuring tools of structural imbalance between skills supply and demand 

(shortages, surpluses, skill gaps, over- and under education, skill obsolescence). Make the 

resulting information widely available, and establish labour market monitors by exploiting the 

full potential of digital media, both to link the existing LMI sources and to make the 

LMI available in targeted, user-friendly and accessible formats.  
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~ Involve potential contributors, including statistical offices, employment agencies, research 

organisations, NGOs, sectoral bodies and tripartite employment and skills bodies, in the 

anticipation of skills needs, and create and disseminate good practices on better production and 

use of LMI at European, national and regional level, including its policy function and relevance 

for education and training offer, migration policy and activation measures.  

~ Develop comprehensive systems to track and monitor learners’ success on the labour market, 

and make this part of quality criteria for education and training institutions.  

~ Create EU sectoral councils, bringing together existing national networks at EU level for the 

analysis of the skills needs and the development of proposals for updated qualifications in each 

sector. Encourage the emergence of a new and specific body representing all key stakeholders 

of the learning sector at EU level. 

PES are often the natural moderators of labour market monitors as they have direct access to 

relevant labour market data on the local and national level and are also able to provide the IT-

infrastructure needed. PES and the private sector through Public Private Partnerships (e.g. in the 

fields of temporary labour, placement services) can share innovative strategies for analysing skill 

demands and matching workers and vacancies. 

Open up to talent, widening access to skills development for all  

We need to open up to talent, inside and outside. One example made is to high lack of 

employment of Roma whose talent is clearly wasted and where restricted access to learning is 

one source of this. There is clear evidence that the potential of migration is not fully valorised. 

Employment rates of immigrants are not satisfactory particularly for some immigrants with 

lower skills levels, in particular women and those who have come to the EU most recently. 

Migrant workers are more likely to work in jobs where their skills and qualifications are under-

utilised than citizens of host countries. Taking into account future global competition for talent 

and likely future labour shortages in some occupations, one of the top priorities will be to 

effectively manage the human capital represented by migrants not only by recognising and 

improving their skills but also by managing labour migrant inflows according to the skills needed 

and encouraging them to become entrepreneurs. 

Key actions: 

~ Share information on surplus and shortages of skills across EU countries, and take it into 

account in immigration policies, on the basis of the expanding legal framework on admission 

schemes both at EU and Member State level.  

~ Set clear and transparent rules for the recognition of degrees and qualifications to better 

recognise migrants’ skills. 
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Comparative analysis of partner countries and adult employment 

North Macedonia, Spain, Portugal and Bulgaria  

 

Comparative analysis North Macedonia  

General information 

1. A landlocked country with an estimated population of 2.022.5471 , the Republic 

of  

Macedonia has achieved relatively stable growth over the last 15 years elevated its status from 

lower-middle in 2000 to upper-middle income economy. Among 188 countries, Macedonia 

ranked 82nd in 2016 (stepping back from the 81st kept in 2014 and 2015) and is in the group of 

the countries with high human development2 . 

2.  The efforts towards the maintaining macro-economic stability in the face of the 

global recession and the slowdown in the Eurozone resulted in the GDP growth 

of 3.7% in 20153 but only 2.6% in 20164 . In 2016, the employment rate of the 

working age (15-64) population was 49.1% and recorded an increase by 5.7 

percentage points from 2009. However, employment rate of young population 

(aged 15-24) remains low comprising 16.2%5 .  

3. The poverty indicators showed a slight improvement during the last 5-6 years. 

Thus the poverty headcount ratio at national poverty lines decreased from 

26.8% of population in 2010 to 22.1% in 20156 .  

4. The unemployment rate, although decreased from 32.3% in 2009 to 24% in 

2016, still remains rather high. Youth unemployment drops as the level of 

education rises but is more than two times as high as the average – 48.2% (47.9 

for men and 48.8% for women)7 . In 2016, 25.2% of the persons between 15 

and 24 years of age have neither been included in the education system nor 

have been employed.  

5. During the last years, most of the job vacancies were created in the sectors of 

processing industry, construction, transport and warehousing, administrative 

and supporting activities and art, entertainment and recreation. Аround 53% of 

new jobs related to the secondary vocational education and 34% to lower levels 

of education. In future most of the vacancies will appear in the processing 

industry (40%) and trade (9%) at the levels of secondary/vocational (62%) and 

higher education (10%)8  
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6. During the period of 2009-2015, the net migration was continuously increasing 

from 1,065 to 4,342 – mostly due the number of foreigners with temporary stay 

– but registered decrease to 4,113 in 2016. Atthe same time, the net migration 

of the country citizens slightly improved remaining, however, negative (from -

510 in 2009 to -157 in 2016) 

7. The largest group of emigrants are those with secondary education (25.0% of all 

emigrants in 2016, 31.0% in 2014, 34.4% in 2013 and 41.8% in 2012) followed 

by the graduates of Universities (including those with Master degree) 

comprising 9.8% of emigrants in 2016 (10.7% in 2014, 11.2 in 2013 and 9.0% in 

2012). The cohort of emigrants with primary education was – 6.1% although 

much bigger in the previous years: 13.2% in 2014, 17.3% in 2013 and 28.3% in 

2012. People holding doctoral degree are the smallest group of emigrants – 

around 0.2% 

The Republic of Macedonia, following its independency 1991, started to build and develop an 

authentic education system based on the principles of democracy. Although numerous steps 

were undertaken in order to establish an education system that will meet the challenges of the 

21stcentury, the area of adult education and training was neglected in favour of the systems of 

primary and secondary education, until the beginning of the new millennium. 

In 2006, the General Assembly of the Republic of Macedonia adopted the National Program for 

development of education in Republic of Macedonia 2005-2015 (National Programme for 

Development of Education in the Republic of Macedonia 2005-2015). An integral part of this 

National Program was the Program for Adult Education in the Context of Lifelong Learning, as a 

strategic document addressing adult education as an integral part of the whole education 

system. In the framework of this Program, the main goal of adult education was defined as “to 

provide equal opportunities for all people to obtain quality education and to acquire certain 

knowledge, skills and competences”. 

The systemic approach towards adult education and training began with the adoption of the 

Law on Adult Education, in November, 2008, (Law on Adult Education), which awards adult 

education and training the appropriate and equal place in the overall education system, which 

regulates the rights and obligations of institutions and individuals involved in the process and 

has the purpose to providing education, educational improvement, qualification, learning and 

training for adults. This is the first legal document of this kind which regulates adult education 

and training and treats non-formal education and learning as an important part of the person’s 

learning path. 

The goal of adult education and training in Republic of Macedonia in accordance with the Law 

on Adult Education is to secure opportunities for obtaining appropriate education levels to all 

and for all age groups, and to allow everyone to acquire knowledge, skills and attitudes which 

will be in concordance with the demands of society and the labour market. 

Objectives of adult education which correspond with the goals are the following: 

 Completing at least compulsory education; 

 Increasing chances for employment through different types of training for adults who 

have not completed first level of vocational qualifications; 
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 Conducting requalification and acquiring of new qualification, education and training for 

employed and unemployed adults; 

 Providing education, knowledge and skills which correspond with personal abilities and 

age of the adults; 

 Obtaining basic skills and competences which make the basis of the lifelong learning. 

The priorities for adult education and training are described in the Strategy for adult education 

(2010-2015) Strategy for Adult Education 2010-2015, developed by the Council for Adult 

Education, are focused on: 

1. Strengthening the system for adult education through developing a statistical and 

information system for monitoring and tracking education mobility of adults; 

2. Creating conditions lifelong learning and mobility to become reality; 

3. Improving the quality and efficiency of education and training of adults; 

4. Promoting equality, social cohesion and active citizenship; 

5. Promoting adult education and culture of learning trough active approach to adult 

education and training 

Funding for adult education and training is provided by the State Budget, from the budgets of 

local authorities, from user charges of participants enrolled in adult education and from other 

resources stipulated by Law. 

The State Budget is allocating funding for expenses for realization of programmes for 

compulsory education for adults, expenses for realization of programmes for secondary 

education of adults who have completed only primary education, for maintenance of 

institutions for adult education funded by the state and expenses for monitoring, promoting and 

developing adult education. 

Budgets of local authorities cover funding for realization of programmes in institutions for adult 

education funded by the respective local authority, for maintenance of institutions for adult 

education funded by the respective local authority, and investing in institutions for adult 

education the respective local authority. 

Joint funding (from the State Budget and from local authority budget) is provided for equipping 

adult education institutions with didactic and teaching aids, as well as for developing and 

conducting innovative programmes for adult education and training. 

State institution in charge of adult education 

The Centre for Adult Education (AEC) was established by the GoRM in November 2008 and 

became operational in June 2009. The AEC is managed by a Steering Committee with 10 

members representing MoES, MoLSP, Chamber of Crafts, Chamber of Commerce, AoULSG/ZELS, 

and CAE. Main objective of the Centre is to contribute to the achievement of socio-

economic needs of the country, to meet the needsof the labour market and to 

assist individuals in their personal development. Its main tasks are to promote the Adult 

education and coordinate cooperation with international institutions and other adult education 
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organisations, to ensure quality particularly through establishment of standards and criteria for 

formal and non-formal adult education. 

 

Within the Ministry of Labour and Social Policy (MoLSP), employment issues are coordinated by 

the Department for Labour Law and Employment Policies (4 units). These Units are responsible 

for elaboration, management, coordination, monitoring and evaluation of the National 

Employment Strategy and Action Plan on Youth Employment and for the employment measures 

of the Human Resource Development Operational Programme. The Unit for Social Inclusion in 

the Department for Social Protection is responsible for the preparation, coordination and 

monitoring of the National Strategy for Alleviation of Poverty and Social Exclusion 2010-2020. 

The MoLSP acts on grounds of an annual Operative Plan of active programmes and measures for 

employment and services on the labour market (with clear goals and outcome indicators), 

including calculated costs and defined sources of funding. The Unit for Child Protection is 

responsible for the aspects of Pre-school education, except the Programme for Early Learning 

and Development which is under the MoES - BDE. 

 

 

 

Strategy for development of Education 

 

According to this vision, the Strategy will be mainly targeted to the improvement of: 

 1. Quality of education and its relevance to the Macedonia’s society development priorities 

(particularly in terms of having productive and engaged citizens) and the needs of the labour 

markets, guided towards the expected learning outcomes, as well as acceptance of 

multiculturalism, interethnic integration, respect for diversity and democratic values;  

2. Development of generic and core competencies of pupils (and all learners), in order for them 

to develop into critical thinkers, active and relevant participants in social life;  

3. Education system infrastructure, including building facilities, equipment and teaching and 

supportive technologies in order to ensure appropriate learning environment in general and 

inclusion of persons with special education needs in particular;  

4. Capacities of human resources including managers, teaching and support staff;  

5. Quality and results of the educational process by means of improving the 

assessment/evaluation at all education levels: pupil, teacher, school and system;  

6. Autonomy of institutions in the education, particularly of universities, as well as autonomy of 

entities in the education process;  

7. Legislation, Management and Funding 

 

In the Strategy, the goals and objectives are established based on the most important 

challenges of the education system which are identified in the result of thorough analysis of the 

situation in each sub-sector. 

 

Key points of the strategy 

 

Non-formal and informal Education and Adult Learning:  

- Speed-up the process of Non-formal education and adult learning (NFE&AL) programmes and 

service providers’ verification, regularly update the catalogue of verified programmes and 

providers;  
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- Strengthened support of the process of establishing and operationalisation of the system of 

validation of results from non-formal and informal learning, as a system to allow identification, 

documentation, assessment and certification of competencies that learners have already 

acquired. This system will allow for their horizontal and vertical mobility within the education 

system and the labour market; 

 - Adjusting the programmes according to the needs and the specific characteristics of process 

of adult learning; 

 - Improve learners’ motivation to participate in NFE&AL through awareness raising, provision of 

information, guidance, support and incentives for adult learners, validation of their prior 

learning, as well as enhancing career development opportunities;  

- Introduce a system of partial qualifications, modular model of adult education and 

programmes for adults with special educational needs; provide key competences within the 

adult learning courses;  

- Establish quality control of NFE&AL particularly through introduction of monitoring, external 

quality evaluation mechanisms;  

- Introduce mechanisms for incentivising employers to invest in education and training 

particularly through promotion of partnerships between employers and adult education 

providers; 

- Identify local NFE&AL needs (by municipalities) and ensure training provision at regional and 

local levels; 

 - Improve legal base and funding schemes of Adult Learning;  

- Realise the Programme for completion of secondary education by adults with an increase of 

the number of involved municipalities. 

 

Adult education in the strategy for development of education 

 

The Law for Adult Education was adopted in 2008, which was followed by issuance (or 

amendments) of a number of sub-legal acts regulating the procedures for verification of the 

programmes for adult education (non-formal education), standards for space, equipment and 

staff of the institutions for adult education. In 2011 another legal act related to the sector, i.e. 

the Law for Open Civic Universities for Lifelong Learning was also adopted 

According to legislation, the strategic issues on development of adult education were assigned 

to the Council for Adult Education. The Adult Education Centre which was 

established in November 2008 and became operational in June 2009, has a mission to promote 

a functional Adult learning and education system (in line with EU standards) that provides high-

quality learning opportunities for acquiring qualifications, increases employment and develops 

entrepreneurship, meets the needs of the labour market, contributing to economic, social and 

personal development of individuals 

The priorities of the sector were defined in the Strategy for Adult Education. Two concept 

documents providing directions on how to integrate the non-formal education in the education 

and training system, and defining conditions for improvement the elementary adult education 

were adopted. This was accompanied by adoption in 2011 of Manuals for verification of special 

programmes for adults and for verification of institutions for adult education. In addition, a 

Rulebook for verification of adult education institutions was prepared in 2013. Since 2012, 77 

institutions for adult education have been verified. Within the National Qualifications 
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Framework establishment process, a catalogue of qualifications allowed for awarding through 

adult education was prepared with reference to the European framework 

In 2012 process of verification of special programmes for adult education (programmes for non-

formal learning) leading to qualifications or partial qualifications was launched. These 

programmes are designed in accordance with occupational standards, the number of which is 

currently 265. In addition, 35 separate programmes for acquiring specific knowledge, skills and 

competencies have been verified since 2014. 

At present 77 non-formal training providers are also verified (accredited) and allowed to provide 

a nationally recognised Certificate. Two out of them which were verified for provision of 

programmes for training of Adults, have their verifications expired. Since 2012 around 40 

participants have become professional trainers. 

There is a large variety of programmes offered to adults. Particularly, since 2010, around 2000 

adults (with elementary education only) participated in different programmes at the level of 

secondary vocational education in six municipalities; from 2010 to 2015, under the Operation 

Plan for Active Labour Measures and Employment Programmes, 1,190 unemployed people were 

trained through State Employment Agency for occupations demanded in the labour market. 

. With a purpose to assure adult education quality, a system of training providers’ monitoring 

was established in 2013. 

Realising the importance of the population awareness about the adult education opportunities 

and benefits, a number of promotional activities were implemented during the last two years. 

Thus, since 2012, Adult Education Days have regularly been organised, targeted to promotion of 

the concept of lifelong learning as education that is acquired during whole life, regardless age, 

gender, and ethnic background, as well as to raise the citizens’ awareness of the importance of 

adult education. 

In 2016 a project on strengthening the system of lifelong learning by modernising vocational 

education and training and adult education and training was launched, resulting in developing a 

Strategy on Adult Education, Strategy on Lifelong Learning, 15 new programmes for adult 

training, more than 40 certified trainers for adults, as well as a draft model for strengthening 

the network of Open Civic Universities for Lifelong Learning, as drivers of local economic 

development, including proposed amendments in the legislation regarding their operations 

based on best German and European practice. 

Development of education for adults  

Although a wide range of improvements have been made in the sector of Adult learning and 

education, substantial of work still has to be done to address the following challenges:  

1. Programmes targeted to elimination of adults’ illiteracy have rather limited coverage. The 

existing system of primary education for adults is rigid, long and inefficient without 

opportunities for adults to have their previous learning recognised, nor to get included at the 

proper level of education. This has a discouraging impact, and a large number of adults without 

primary education completed are left out from this process without opportunities to acquire 

qualifications and enter the labour market.  
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2. There is a gap between the demand and supply of adult education which is due to the lack of 

information about at least mid-term and long-term needs of the Labour Market.  

3. Low awareness of population about adult education opportunities and benefits results in low 

motivation of adults to participate in lifelong learning, another reason of which is absence of 

system for Validation of non-formal and informal learning (VNFIL).  

4. Not only companies are lacking awareness about privileges from implementing Work-based 

learning, practical training or internship but also workers are not sufficiently aware about their 

educational rights and duties.  

5. There is no comprehensive system of adult education funding in the country, while employers 

also do not enjoy any financial incentives to invest in adults’ education and learning.  

6. In general, the level of cooperation with different stakeholders (e.g. with local economic and 

social councils) is low, there are serious difficulties with participation of business community in 

designing adults learning programmes, particularly in terms of learning outcomes.  

7. There is no system of collecting and processing of statistical data, evidences and analysis on 

adult education. 

8. Quality control of adult education implementation by the certified providers remains 

insufficient. 9. The is a lack of a single registry for issuing certificates by training providers, no 

regulations have been proscribed for participation of bodies that approve programmes, or 

perform testing, or grant accreditations to training providers, including regulations for criteria 

for service providers. 

10. Few accredited service providers, working commercially and having support by the local 

selfgovernments, offer courses throughout the year, both in terms of vocational advancing and 

of training regarding artistic, social and cultural aspects for the overall local community 

Priorities and Expected outcomes  

Within this Strategy, the enlisted priorities and respective expected outcomes (described in 

more detail, including measures, activities and indicators, in the proper Pillar of the Action Plan) 

are defined to contribute to promoting the Adult learning and education to the appropriate 

level of development: Priority I. Improve qualifications (knowledge, skills and competences) of 

adults  

1.1. Opportunity to validate competences acquired through non-formal and informal learning is 

provided to all citizens thus improving attractiveness of Lifelong Learning and increasing 

competitiveness of labour force;  

1.2. Education attainment level of population is increased;  

1.3. Key competences of adults are improved;  

1.4. Learning opportunities of adults with special educational needs are improved; 

 1.5. Conditions for inmates to complete primary and secondary general education and 

participate in VET are provided;  

1.6. Motivation of adults to participate in courses is improved; 
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 1.7. Opportunities of ALE are enhanced due to improved policy;  

1.8. Enrolment in ALE is increased and contributes particularly to regional and local 

development.  

Priority II. Improve Content and Quality of Adult Learning and Education Provision  

2.1. Preconditions for increasing the number of providers of non-formal education for adults 

and for expanding the scope of qualifications offered in accordance with the Labour market 

needs are in place; 2.2. Pre-conditions for quality assurance in ALE provision are in place;  

2.3. Quality of ALE provision is improved as a result of strengthened professional competences 

of Adult Educators;  

2.4. Relevance of the Adult Education to the Labour Market needs is increased.  

Priority III. Improve Legislation, Organisation and Management of Adult Learning and Education  

3.1. Financial base necessary for sustainable functioning and development of the ALE system are 

ensured;  

3.2. Up-to-date statistical data on ALE system is available and allows to take evidence-based 

policy decision;  

3.3. Opportunities and options for establishing preconditions for increased investments in ALE 

are identified. 

Employment of adults  

General information 

Basic labor market indicators in North Macedonia are among the worst in Europe.  

North Macedonia is now an official candidate for joining the EU. The accession process 

constitutes an important challenge and opportunity for the country. The country needs to adapt 

its labor market to better capture the benefits of EU membership. Yet, the country has the 

highest level of unemployment in Europe with more than one third of its labor force in 

unemployment. Participation rates among the working age population are below those in the 

ECA region on average (65 percent in ECA vs. 61 percent in Macedonia). This is due to lower 

than average labor force participation rates among females. The country’s employment rate (at 

40 percent) is the lowest in Europe (averaging 60 to 65 percent) and far below the Lisbon target 

of 70 percent. While improvements of employment outcomes are cross-sectorial by nature as 

they relates to macroeconomic (investment climate and economic growth) and microeconomic 

(legislation and employment policy) performance, improving the conditions of the Macedonian 

labor market will not be an easy task. 

Labor force participation rates among women are low for ECA standards. Female participation 

rates have remained flat since 2004 at 55-56 percent. Macedonia is the second country in the 

ECA region (after Turkey) with the lowest female labor participation rate among the working 

age population. Among the reasons of female inactivity, household responsibilities are the most 

important. Approximately 55 percent of women who are not in the labor force are housewives. 

However, this proportion varies by educational level. In fact, 68 percent of women having 
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primary or less education are out of the labor force due to housewife responsibilities, while the 

same share is only at 21 percent among women having higher or university education.  

High levels of unemployment still remain the major single challenge in the Macedonia labor 

market. Historically, Macedonia was one of the regions with the highest unemployment rates in 

the former Yugoslavia. High rates of unemployment are a matter of policy concern, especially 

because of their negative social and economic repercussions. Macedonia is the country with the 

highest unemployment rate in ECA at 37 percent. Unemployment rates in ECA vary from 5 to 20 

percent.  Montenegro and Bosnia and Herzegovina, display the highest unemployment rates (at 

31 and 30 percent respectively) after Macedonia.  

More than half of all unemployed have never worked previously. According to 2006 LFS 

estimates, 55 percent of all unemployed individuals have never worked previously. The 

remaining 45 percent of the pool of unemployed have been laid off and/or quit their jobs. As 

expected, the fraction of first time job seekers decreases with age. In fact, while the share 

unemployed between 25 and 34 with no previous work experience is at 74 percent, the same 

fraction is at 30 percent (lower but still large) among individuals in prime working wage (35-54).  

Ninety one percent of all unemployed who are not first-time seekers are long term unemployed. 

About 133 thousand individuals (mainly adults) could be classified as long-term unemployed, as 

defined by being in unemployment for a period longer than 1 year. Only 1 out of 10 

unemployed (excluding first time seekers) has been unemployed less than 1 year, while roughly 

5 out of every 10 unemployed individuals have been so for a period longer than 4 years. This is a 

very worrisome indicator. Generally, the longer individuals are unemployed, the less likely they 

are to find a job. Long term unemployment, albeit large across all age groups, seems to affect 

adults (35-64) more: while 3 out of 10 unemployed individuals between ages 15 and 34 have 

been unemployed for more than 4 years, the same indicator is at 6 out of 10 for individuals 

between ages 35 and 64.  

However, estimates of unemployment rates are likely to be inflated because some jobless 

individuals who are not seeking for jobs actively are being classified as unemployed according to 

the standard definition used by the State Statistical Office (SSO). Results in this note indicate 

that a large fraction of individuals categorized as unemployed limit their job search to being 

registered in the employment office. As such, these individuals loose connection with the labor 

market and are more likely to be out of the labor force than unemployed.  

By using a more strict definition of active job search, the unemployment rate would be much 

lower, albeit still high. A large fraction of all unemployed individuals rely on being registered in 

the Employment Office as a main method of job search. Active job search is one of the key 

requirements to be considered unemployed. The definition of active search includes individuals 

with different job search intensities. Results in this note indicate that about one third of all 

unemployed only search jobs through being registered in the Employment Office. This note 

provides estimates of “counterfactual” unemployment rates by age group using different 

definitions of active job search. By using more restrictive definitions, unemployment rates 

would decrease largely for all age groups:  

 Standard definition: Consists of individuals who are registered in the employment 

office, have tried to start an activity as self-employed, contacted private employment 
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agencies, placed advertisement, answered advertisement, contacted employer directly, 

checked with relatives or friends, and participated in job testing/interviews. 

 Strict definition: Similar to the standard definition but excludes unemployed individuals 

who only seek jobs by being registered in the Employment Office.  

 Very strict definition: Includes individuals who placed an ad, answered an ad, contacted 

employer, and/or participated in job interviews.  

Comparative analysis Bulgaria  

The population of Bulgaria has declined steadily over the last 17 years. According to the census 

of 1 March 2001, Bulgaria then had a population of about 7.9 million. The most recent data (at 

the end of 2007) show that the calculated resident population of Bulgaria was fallen at 7.6 

million persons1 . Between 1990 and 2006, the number of Bulgarians fell by just over 1 million. 

The main reason for the decline is the negative natural increase of the population, i.e. the 

significantly greater number of deaths compared to that of live births. Another reason which is 

worthy mentioning is emigration. Net emigration was about 680 000 people from 1989 to 2006. 

In terms of the distribution of the population between urban / rural areas can be stated that 70 

per cent of the population live in towns and cities, and 30 per cent in rural areas. Major trend in 

the demographic development of Bulgaria is the ageing of the population which results in 

changes in its age structure, namely the breakdown of the population by categories under, at 

and over working age. This has been also influenced by the changes in legislation fixing the age 

limit for the population at pension age3 . At the end of 2007 at working age are 4 817 thousand 

persons or 63.0% of the total population. In comparison with 2006 its significantly number 

decreased by less than 3 thousand persons. At the same time the proportion of young people 

(under working age) has been constantly decreasing and fell from 21.6 per cent in 1990 to 14.5 

percent in 2007. Average life expectancy is rising, if only slowly. Life expectancy of women is 76 

years, and that of men is 69 years. 

Unemployed structure according to sex, age, professional qualification and education: 

According to sex: 

Women: 189 882, or 54.7 % of the total number of unemployed 

Men: 157 538, or 45.3 % of the total number of unemployed 

According to age: 

Up to 19 years: 1.1 %; 

20 – 24 years: 5.7 % 

25 - 29 years: 9.2% 

30 - 50 years: 10.9 % 

50 - 54 years: 13.2 % 

Over 55 years: 26.1 % 

Educational attainment  



  IO2  

Enhancing new age skills for adults 

 

66 
 

According to a number of usual statistical indicators, the educational attainment in the Republic 

of Bulgaria is today at EU level, and in some respects it is even higher. Currently, three quarters 

of the working population aged 25-64 years have completed upper secondary (srédno 

obrazovánie) or higher education (see Appendix Tables 2, 3 and 4). This is more than the 

average of the EU15 countries (62 per cent)6 . On the other hand, the proportion of adults of 

working age (25-64 years) who have completed at most primary education is 29 per cent (in 

2002) in Bulgaria, appreciably lower than in the then in the EU15 states (38 per cent). 

Economic Development  

The Bulgarian economy has grown considerably in recent years, and Bulgaria has been coming 

closer to EU average indicators since 1998. GDP per head of population is rising: in 2003 it stood 

at 2249 euros and has risen since then to 2500 euros in 2004 and nearly 2800 euros in 2005. 

This is definitely a positive development in comparison with the very low level of 1996/1997 

when it was at 1250 USD. However, people’s purchasing power is yet far below that in the other 

EU countries: if average purchasing power in the 27 EU Member States is given an index of 100, 

Bulgaria only reached 39 in 2008. In terms of economic sectors GDP in Bulgaria consists of 9.3 

per cent contribution by agriculture, 30.4 percent by industry and 60.3 per cent by services (in 

2005). Average monthly income per person in Bulgaria was at the end of the 4Q of 2007 233 

Euro which very low compared to the average incomes in the other EU member states, but still 

considerably higher than the income at the end of 2003 – 127 Euro per person (data from the 

National Statistic Institute, average for public and private sector). The productivity of labour in 

Bulgaria has also risen consistently in recent years. This is one of the key factors in economic 

growth. In terms of a EU25 comparison: Labour productivity in Bulgaria was 29,2 per cent of the 

EU25 average in 1997, and has ever been growing since, to 35,9 per cent in 2008  

Also investments have grown continuously since 1998, as a result of the structural changes in 

the economy. In 2003, the private sector of economy contributed already 73 per cent of total 

economic value creation. The national infrastructure, particularly the energy supply, is being 

expanded to meet EU norms. This complements investment by Bulgarian and foreign 

enterprises. Financial institutions have now achieved greater stability. Loans are easier to 

obtain, and more importantly, rates of loan interest have gone down. In 2003, assets worth over 

7 billion leva were invested. This was 5 per cent more than in 2002, and 30 percent more than in 

2000 (after allowing for inflation). According to the annual statistics of the Bulgarian National 

Bank the flows of the foreign direct investments (FDI) in the country are continuously increasing 

- from 137,3 millions of Euro in 1999 to 6108,9 in 2007 (see Appendix, Table 6). All these figures 

indicate that the interest of foreign and domestic investors in the Bulgarian economy is rising 

which is to great extent due to the relative stable socio-economic and political environment in 

the last 10 years. 

Last but not least, when speaking about economic indicators, inflation should be considered, as 

well. In the early 1990ies, inflation rates of 30 to 120 per cent were usual, and currency erosion 

led to a hyper inflation in 1996/1997 with inflation rates of up to 300 and 600 per cent two 

years running. With the introduction of the currency exchange rate in 1997 tying the Lev to the 

DM, the previous galloping inflation was brought under control. Inflation rates in recent years 

were around 5-6 per cent with a slightly rising tendency (6,1% in 2005 – 7.6% in 2007). 8 This 

trend can be partly observed in most of the new EU Member State and the growth of their 
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economies. At the same time they have to bring both into a balance in order to meet the EU 

requirements for entering the Euro zone and adopting the Euro. 

Labour Market Development  

Accordingly to data of the National Statistics Institute, the average annual wage in Bulgaria in 

2007 was 5 174 Leva (2 645 Euro), or about 220 Euro a month (compared to 180 Euro in 2006 

and 112 Euro in 2000). These data are based on employment and service contracts. A total of 

2,4 millions of people were working under labour contract in 2007, the greatest part of which in 

the private sector – 1,9 millions and around 500 000 in the public sector. According to the 

annual Labour Force Survey of the National Statistic Institute in Bulgaria, the number of people 

in the labour force in Bulgaria fell from 3.5 million in 1998 to 3.3 million in 2005 and rose again 

to 3,45 in 2007. There is also a positive trend in the development of the coefficient of economic 

activity (activity rate9 ) - from 60.7 per cent in 2000 to 61.8 per cent in 2004 and 66.3 per cent in 

2007. In general, the activity rate among men is higher (70.6 per cent) then among women 

(62.1). A considerable difference is being observed between the economic activity of the urban 

and the rural population. The activity rate of urban population rose from 2003 to 2007 from 

53.5 to 68.5 per cent, whereas the activity rate of rural population remained by and far at the 

same level of 38.6. in 2003 to 40.8 in 2006 (for the age group 15+) and was then followed by 

rapid increase to 60 per cent (for the age group 15-64) in 2007.  

Age structure of the labour force. Since society is ageing as a whole, the age structure of the 

labour force is also changing. As already stated above, there is an increase in the proportion of 

older people among the working population, both for women and for men. In the years 1998 to 

2005, the proportion of people aged 55 years and over in the labour force rose from 7.3 to 12.2 

per cent.  

Labour force and educational attainment. Generally, the higher a person’s education, the more 

probably he/she is part of the labour force. Bulgarian data are as follows: The highest labour 

force activity is found among people who have completed higher education (86.7 per cent in 

2007). They are followed by people who have completed upper secondary middle education 

74.9 in 2007). Even lesser likely to be permanent members of the labour force are people who 

have only completed eight-year basic education (38.3per cent in 2007). Only 21.7 per cent of 

people with at best completed primary education (four years) are part of the labour force. 

Employment: The rise in employment since 2002 is evidence of the upturn in the economy – 

from its lowest rate of 49.7 in 2001 it reached 61.7 in 2007. While the most highly participating 

in the labour market were people in the age groups 25-34 years (69.4 per cent), 35-44 years 

(77.1 per cent) and 45-54 years (72.1 per cent), the employment rate of the age groups 15-24 

was only 24.5 and people of the age group of 55-64 years were participating in the labour 

market with 42.6 per cent. 

- High unemployment among those with low levels of education. One out of five of those with 

eight-year basic education and one out of three of those with at most primary education are 

unemployed.  

- Higher unemployment in rural areas than in towns and cities: according to the figures from 

2007), 11.4 per cent of the rural population are unemployed, as against 5.6 per cent of the 

urban population.  
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- High unemployment among the Roma. According to the last census, (2001), only 41 000 of a 

total of 249 300 Roma 46 over 14 years of age were then in regulated employment, and 137 200 

were unemployed. Hence over half of all Roma (aged 15 years and over) were without jobs. 

Roma thus accounted for a third of all the unemployed in the country.  

- High long-term unemployment: The long-term unemployed accounted for 57 per cent of 

unemployed in 1998, for 65.5 per cent in 2003 and for 59.7 per cent in 2005. The number of 

those unemployed for three or more years sank from 2003 to 2005 from 38.2 to 34.0 per cent, 

but it is with 113 700 anyway very high.  

- Considerable regional differences. Unemployment in the various administrative regions of 

Bulgaria reveals large differences, ranging from 2 per cent in Blagoevgrad (south-west) and 22.5 

per cent in Vidin (north-west) in 2005 

Framework programmes for acquisition of a vocational qualification (since 2002):  

Framework programmes “A” for initial vocational training for acquisition of I degree of 

vocational qualification; 

 Framework programmes „B” for vocational training for acquisition of II degree of vocational 

qualification;  

Framework programmes „C” for vocational education for acquisition of II or III degree of 

vocational qualification;  

Framework programmes „D” for vocational training for acquisition of IV degree of vocational 

qualification;  

Framework programmes „E” for initial vocational training for acquisition of qualification in a 

part of profession;  

Framework Programmes „F” for further vocational training for up-to-dating or extension of 

already acquired vocational qualification, as well as for acquisition of I, II, and III degree of 

vocational qualification (since 2004).  

• The evaluation of learning outcomes in vocational training for acquisition of a vocational 

qualification is performed by state examination procedure by using national examination 

programmes, approved by the Minister of Education and Science. These 21 programmes are 

obligatory for both the vocational education and for the vocational training systems.  

• Vocational Training Centres are not included in the Education Act: they are very important 

education institutions for the adult education sector. These are for which licences have been 

issued since 2002/2003. They may be run by the state, the local authorities or private providers 

and are licensed by the National Agency for Vocational Education and Training (NAVET) to teach 

vocational courses for specific occupations stated in the licence. They are by nature addressed 

primarily to adults rather than children and young people. The CPOs are entitled to award. 

certificates of vocational training at Levels 1 to 3, in the same way as the vocational schools and 

colleges in the formal system. Following European standards (as used for example by Eurostat) 

such courses should be regarded as formal education. However, shorter trainings and courses 

(for example concerning only a “part of a profession”), are regarded as belonging to non-formal 

education. By April 2007, NAVET had issued more than 400 licences. 
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Adult education  

Despite its low participation rates in non-vocational adult education in particular, Bulgaria has 

recently shown significant improvement of the ways in which learning participation and 

outcomes are understood and appreciated. In Bulgaria, the evaluation of learning is subject to 

the acting legislative provisions. Adult education is attached to, if not confused with, VET. For 

this reason and in order to redirect public opinion as well as policies developed for adult 

learning, Bulgaria aims to achieve unification of the criteria for assessment of knowledge and 

skills regardless of the form and the system of education. With the implementation of the 

standards for professional qualification, the legislative requirements for the evaluation of every 

type of training and learning are gradually realised. The evaluation of learning is related to the 

quality of education, which is provided through: - Assessment at the entrance and exit of the 

different stages of learning; - Constant monitoring of the process accomplished by the 

responsible authorities; - Licensing educational institutions and certification of education; - 

Providing updated management of lifelong learning.  

Opportunities for Participation  

There is a long list of measures specifically designed to raise participation rates. Nonetheless, 

not all of them were very successful. Those that were more “influential” in terms of their social 

impact were the following: - The National Programme for Literacy and Qualification Courses for 

Roma, in which 1,300 unemployed individuals passed training and qualification courses; - A 

project launched by the Ministry of Education and Science in 2009 in which 10,000 individuals 

up to the age of 16 passed literacy courses and were reintegrated in the education system 

within the next three years; - Qualification courses have been organised for different target 

groups of teachers in order to update and build their knowledge, skills, and competencies. 

Other important measures and initiatives to raise participation rates in lifelong learning also 

include the following: - Increasing the financial resources available for training unemployed 

people within the scope of active employment measures; - Substantially enhancing the 

participation in training activities for groups vulnerable to long-term unemployment and social 

exclusion such as low-skilled young people, older people with no or low qualifications, and 

ethnic minorities; - Promoting targeted support measures that take into account the specific 

characteristics of individuals or groups and include a wide range of services (e.g. advice, 

training, and work experience); - Fostering the institutional capacities at regional and local level 

to anticipate changing employment and skill needs, develop active labour market policies and 

monitor their effectiveness; - Establishing systematic cooperation between schools, 

employment services and local communities and linking regional development priorities more 

closely with labour market and education policies at regional level; - Creating incentives for 

companies to invest more in continuing training for workers. The example of the Training Fund 

(financed most often by enterprises as a percentage of their payroll), which has been introduced 

in some countries, could be adapted for this use.  

Barriers to Participation  

Bulgaria has the lowest EU record for adult participation in formal education and training overall 

compared to the EU average. The level of human capital in the country, reflecting the 

educational level of the population as a whole does not differ as a whole from the average EU 

level. Nevertheless, only 2.7 per cent (EUROSTAT: 2008) of the total number of the population 

aged between 25 and 64 have participated in some form of education or training. Women 
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participate more in educational activities than men. Differences between the genders can be 

observed both among adults of working age (25 to 64 years) and among young people and 

young adults (15 to 24 years of age). Among people aged 45 years and over, participation in 

educational activities declines sharply, and the 55 years and over age group has the lowest 

participation level (6.5 per cent). The EU25 average in all these figures is about two to three 

times higher. There is a strong correlation between the level of previous education and 

participation in continuing education. Participation in educational activities by those who have 

completed higher education is three times as high (45.2 per cent for the age group 25 to 64 

years) as among those who only completed upper secondary education (12 per cent). A 

difference is also apparent between the different levels of vocational upper secondary 

education. Those who completed Level 3 of vocational education are more active (14 per cent) 

than those who completed Level 2 (10 per cent). The lower the level of education, the larger the 

discrepancy with the EU25 average. For example, while people in a EU25 country who have 

completed secondary education have a 68.7 per cent participation rate in any educational 

activity, in Bulgaria that rate is 45.2 per cent. 44.2 per cent of people in EU25 countries whose 

highest education level is a completed secondary education participate in continuing education, 

but only 12.2 per cent of the same group do so in Bulgaria. Employment status has a 

considerable influence on people’s educational activity. Participation by those in employment 

(22 per cent) is twice as high as among the unemployed (11 per cent) and nearly four times as 

high as among the nonworking population 5 (5.7 per cent). Comparison with EU25 data, 

however, shows again that Bulgaria is far behind, usually by a factor of two, three or even more. 

Place of residence is also a factor that has a significant impact on people’s motivation to take 

part in educational activities. Participation among those in employment living in towns and 

cities is 26 per cent, three times as high as participation among those in employment living in 

rural areas. The differences between the unemployed living in urban and rural areas are equally 

marked. In towns and cities, 13 per cent of the unemployed take part in educational activities, 

while this figure is only just over four per cent in rural areas. The non-working population and 

those living in rural areas show the lowest participation in educational activities, only 1.7 per 

cent. Of course, there are differences between participation in formal and non-formal learning 

activities. The efforts for raising the participation in lifelong learning are especially important for 

early school leavers, as well as for low-qualified individuals and those without qualifications. The 

groups of people that are more difficult to reach are mainly the disadvantaged groups on the 

labour market – people of Roma origin, young people, adult workers, continuously unemployed 

persons, disabled individuals, and senior citizens. Since 23.7 per cent of the population of 

Bulgaria is of pensionable age and this number is constantly on the increase, ensuring the well-

being of senior citizens (in terms of both physical and mental health) is a challenge for public 

authorities, medical and the social services and organisations. At present, efforts are being 

made in order to develop new legislative acts, concerning the spheres mentioned above, and to 

restructure the existing mechanisms and methods of work. However, these changes are far 

from being implemented. Below are some of the planned measures. There are about 800 

centres for social services in the country and their capacity ranges from 12 to 150 places. 

However, their condition is extremely poor. The fall of the net incomes and the gradual and 

constant ageing of the population have lead to the increase in the number of people needing 

social aid and protection, and consequently, to more people waiting to be admitted to the social 

services centres. At the same time, the majority of these centres are located outside the towns 

and villages, their facilities are out-of-date and dilapidated, and there are no helpful social 

activities available to their residents. Therefore, the logical consequence is a low standard of 
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living, social isolation, uncertainty, and helplessness. Unfortunately, in Bulgaria, senior citizens’ 

average incomes are often not sufficient to cover even the lowest level of the standard of living. 

In order to survive, pensioners tend to live with their children’s families, with other relatives, or, 

as a last resort, in public care-centres for elderly people. Usually, those who are in good health 

try to find a job to help them cover their everyday needs, no matter whether it corresponds to 

their educational qualification or not. The description of the current situation shows that there 

are no premises and opportunities for gaining new knowledge by taking part in training and 

educational programs for people of pensionable age. Unfortunately, due to the serious 

problems regarding the youth working-age Country Report on the Action Plan on Adult 

Learning: Bulgaria 16 populations, the educational system, and the restructuring of the 

economy restructure, senior citizens are not seen as a priority in the internal policy of Bulgaria. 

Actions  

Overall, the focus on lifelong learning in Bulgaria is primarily on initial education, with adult 

education following developments in initial education and VET. There are two sets of measures 

in Bulgaria in regards to mobilisation strategies to raise participation in lifelong learning. These 

strategies are official, but not much of what has been planned has been implemented. In these 

terms, the first set of strategies relate to planned measures, while the second set refers to 

actions and measures already taken:  

Planned measures for overcoming obstacles regarding raising participation include the 

following: - Updating and completing the legislative regulations in the sphere of education and 

training (Updated Strategy of Employment in the Republic of Bulgaria 2008- 2015);  

- Creating various possibilities for lifelong learning, improving the conditions for population 

participation in the PVT, increasing measures for stimulating participation (Updated Strategy of 

Employment in the Republic of Bulgaria 2008- 2015);  

- Developing lifelong learning orientation activities: education orientation, professional 

orientation, and career development (Updated Strategy of Employment in the Republic of 

Bulgaria 2008-2015). 

 - Utilising Operational Programme “Human Resource Development” finances (provided by the 

European Social Fund), in addition to finances from the state budget. These finances will be 

used for the encouragement of participation in lifelong learning (Updated Strategy of 

Employment in the Republic of Bulgaria 2008-2015); 

- Ratifying and developing the module principle at the development of vocational training 

curriculum as a means for expanding the access to training, effectively utilising the means for 

training, and improvement of the training results (Updated Strategy of Employment);  

- Creating a system for accumulation and transfer of credits in vocational education and 

training, which will stimulate people to take part in and employers to organise training (Updated 

Strategy of Employment in the Republic of Bulgaria 2008- 2015);  

- Creating possibilities for the validation of the results of informal training and selfeducation 

based on the approved common European principles and existing successful practice in some 

European countries (Updated Strategy of Employment in the Republic of Bulgaria 2008-2015); 
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 - Forming attitudes among the population regarding their participation in informal training. 

Adopted measures for overcoming obstacles regarding raising participation include the 

following: - Implementing education funding for the acquisition of vocational qualifications, key 

competencies and literacy education;  

 - Expanding the circle of institutions licensed to conduct adult education. In terms of vocational 

schools, centres for vocational education and training and higher schools that conducted 

training for adults for acquisition of vocational qualifications, schools are licensed to offer 

literacy education. People and legal entities, registered according to current legislation, are 

licensed to offer education for the acquisition of key competencies and motivation training;  

- Providing opportunities for the professional qualification training of unemployed people over 

50 years of age who qualify for the early retirement pension, of women with children up to five 

years of age, and imprisoned people; 

 - Providing opportunities for the training at a specific workplace of unemployed people with 

elementary (first to fourth grade) and lower education and without qualifications who cannot 

start vocational training. The training is given in the form of an apprenticeship under the 

guidance of a mentor;  

- Providing opportunities for internships in companies for the acquisition of practical experience 

by unemployed people who have acquired professional qualification in a profession during the 

past 24 months, but lack experience in it; 

 - Using active labour market policy funds to finance quality services for informing, consulting 

and advising people who are registered as unemployed, to whom services will be provided by 

licensed information and career guidance centres or by employment agencies’ Job Centres;  

- Providing opportunities for unemployed people who have completed a literacy course to be 

included in vocational training courses. Information, counselling and guidance services Little has 

happened in terms of the development of counselling and guidance services provided by the 

Ministry of Education and Science at the national level. The previous structure was abolished in 

2000, and a new one has not been established. However, there is a legal framework for the 

establishment and functioning of the national system for career guidance for students and 

adults, which is regulated in the Law on Vocational Education and Training (LVET). There is also 

the vocational guidance and counselling system of the NAVET and its local labour offices, which 

are used by students and adults. Reform efforts might consider the further development of an 

overall counselling and guidance system, concentrating on mutual benefits and cooperation. In 

2006, the NAVET has prepared a report concerning the current situation regarding career 

guidance policy development at the European and national levels. Quality management The 

chief directions for providing quality education and training for the 2002-2007 period include: 

The introduction of new education documentation The main prerequisite for the improvement 

of the quality of vocational education and training is the introduction of new learning 

documentation. In order to ensure a good quality of VET, over 6,531 curricula were elaborated 

and approved for the 2004-2008 period. They define the objectives and tasks of the training, 

education content and the expected knowledge, skills and vocational competencies in each 

grade subject module. In 2003, in accordance with the requirements of the Law on VET, state 

exams for the acquisition of a vocational level of all those trained by the school system were 

organised according to National Exam Programs.  
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The improvement of equipment Improvement of vocational schools’ equipment is carried out 

mainly through supported project works.  

The active participation of business representatives in the assessment of learning results  

The participation of employers and workers in the expansion of education documentation and 

execution of state exams for the acquisition of a vocational qualification is an important factor 

in ensuring VET quality. It contributes to the process of bridging the gap between vocational 

education and training and labour market needs.  

Establishing administrative structure for assessment needs 

 The external evaluation of schools is done by the Regional Inspectorates of MES, which are 

situated in the 28 administrative centres. Experts working with them are directly responsible for 

the quality of vocational education and training in the school system. Unfortunately, 

administrative capacity is insufficient because there are inspectorates that do not have such 

experts. In 2005, the Centre on Control and Assessment of Education Quality in Bulgaria with 

the Ministry of Education and Science was established, the aim of which is to create 

mechanisms for internal and external evaluation, and systems for the quality control of 

secondary and higher schools. The activities of the Centre are directed mainly towards the 

general education system. The introduction of modern training in entrepreneurship and foreign 

language into training in a profession A national political context for the improvement of the 

quality of vocational education and training is provided through the planning or implementation 

of the following initiatives:  

- Outreach work to specific target groups, community-based learning environments  

An important factor for assuring necessary access to education and training in today’s society is 

keeping the educational units’ ICT equipment up-to-date. As an implementation of the National 

Strategy on ICT for 2001, ICT equipment has been provided to 440 computer labs for schools 

(the total number of secondary general education and vocational schools in Bulgaria is 3,500). 

The majority of these labs will be situated in small towns. In order to facilitate the process, 

approaches have been made to furnish the schools with adapted and original Bulgarian 

software for educational needs. According to the approved programme, until 2005, the total 

number of PCs in the school network was approximately 35,000. The system of higher education 

in Bulgaria has a long experience in introducing new information technologies. In general, there 

is a trend to train all students in computer literacy. Access to higher education has been 

broadened through establishing new units across the country. –  

Acknowledgement of prior (experiential) learning  

The certification of qualifications acquired outside the formal systems of education and training 

is a subject of discussions. National and regional conferences are being organised with the 

participation of the academic community and the society in order to promote the opportunities 

and perspectives of lifelong learning.  

- Economic instruments  

According to the annual UOE financial questionnaire on education (of UNESCO, OECD and 

EUROSTAT), the National Statistical Institute gathers and summarises Country Report on the 

Action Plan on Adult Learning: Bulgaria 19 the data about expenses for formal and non-formal 
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education and self-education. State budget funds are the largest provider of funding for formal 

education. Furthermore, a key role in the funding of non-formal education is played by private 

sector companies. Funds spent on adult education by the private sector tend to increase. Since 

Bulgaria’s accession to the EU, the expenditure by private individuals on non-formal education 

and self-education have increased, and since 2007, funds provided by the European Social Fund 

have been in active use and have also tended to increase. The annual activity information 

results for 60 per cent of VTCs for 2006, demonstrate a tendency change from 2005. In 2005, 

the largest number of courses were financed by the Employment Agency, followed by those 

financed by employers and those self-financed by the trainees. In 2006, the largest share 

consists of courses self-financed by the trainees, followed by those financed by employers, the 

Employment Agency, by national programmes and by EU programmes. 

Adults 45+’s digital competences  

The data for this section was mainly retrieved from Eurostat and National Statistical Institute.  

Overall data:  

According to the latest statistical data1 , provided by the Bulgarian statistical institute 48.7 % of 

the Bulgarian population is aged over 45 years. Majority of them are women – 54, 6%. People 

over 45 years of age who are still at working age are 56,9%. Majority of them are employed – 

82, 5 % of the people between 45-54 years of age and 61,3% of people aged between 55-64.  

Digital skills data:  

Individuals' level of digital skills A research on the topic of individuals’ digital skills with data 

provided by Eurostat (last updated 31.01.2019) provides insightful analysis of the overall digital 

skills of the Bulgarian population for the years 2015, 2016 and 2017 Data we seek to extract was 

concentrated in 3 levels of overall digital skills namely no overall digital skills, basic or above 

basic digital skills and low digital skills with focus on people aged 45+. The report below will 

summarize the trends in overall digital skills in 3 groups of people namely: All individuals, Males 

and Females. Those 3 groups all contain data for a specific age group as well as data for digital 

skills based on 3 levels of formal education: low, medium and high. Our main focus will be the 

age group 45+ and thus the percentage of overall digital skills will be presented in separate pie 

charts and graphs, while the data for the other age groups will be summarized in one major 

graph. All data will be presented by years. 2015: In 2015, Individuals, Males and Females aged 

25-64 with low, medium and high formal education showed the following overall digital skills 

based on percentages: 

The graphic clearly shows that fortunately 0% of the people aged 25 to 64 (except individuals 

with medium formal education (1%)) have no overall digital skills. Data on basic or above basic 

overall digital skills shows highest percentages (above 60%) within all groups with high formal 

education and respectively lowest in overall digital skills in all groups with low formal education 

which could be taken as an indicator that the level of digital skills one has is connected to the 

level of education one receives. Low overall digital skills carry the highest rates (30-31%) with 

medium formal education in all 3 groups – individuals, males and females, while the lowest are 

in low formal education for all 3 groups (14-17%). 

Job offers  
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Since 2004 a Protection Against Discrimination Act is in force in Bulgaria. According to Art.12, 

Section I “Protection in Exercising the Right to Work“ of the Law’s Second Chapter the employer 

shall not have the right to set requirements relating to the grounds referred to gender, race, 

nationality, ethnicity, human genome, citizenship, origin, religion or belief, education, 

convictions, political affiliation, personal or social status, disability, age, sexual orientation, 

marital status, property status, etc. This means that according to the Bulgarian law, if a job 

announcement indicates requirements for minimum age, which are not imposed by the nature 

of the profession or the conditions under which it is carried out, in order respective position to 

be occupied, this should be considered as an act of direct discrimination on grounds of age 

which is illegal. Therefore, job vacancies which addressing adults 45+ could not be published 

neither on the State Employment Agency website, nor onto the private job offering platforms. 

The only exceptions to indicating age requirements in job vacancies announcements are allowed 

by the law when these job vacancies are created and filled in executing state measure for 

employment promotion, targeted to unemployed persons over 55 years of age. This age group 

(55+) is considered as of one of the “vulnerable groups on the labour market” and public 

subsidies are invested in order to fill the gap in their employment opportunities. In this case, 

state institutions and private companies which benefit from state funding for job creation for 

people over 55 years old are allowed to clearly state that the job vacancies they announce are 

targeted only to people aged 55+. An example is newly created online platform named 

“Evergreentalents” which is targeted to people over age of 55 and clearly states that all job 

offers concerns only people over this age. The platforms is functioning at national level since 

October 2018. It is entirely private initiative of leading HR companies, but is supported by the 

Bulgarian Ministry of labour and social policy and Bulgarian Employment Agency. In this 

connection, the data provided below regarding the job announcements targeted to people over 

45 years of age is based on the official one, retrieved from the National Employment Agency 

and Evergreentalents and present information for all job vacancies announced for people over 

age of 55. Since the beginning of 2019, 22 job vacancies for people over 55 of age have been 

announced. 27, 2 % of the job positions are available on the territory of bigger Bulgarian cities, 

while the majority of the job offers (72, 8%) are for vacancies in small cities on the territory of 

the country. Majority of the job announcements (68%) require low or none qualification- -they 

offer job positions for drivers, labourers, car washers, shop assistants, etc. The rest requires 

higher education or professional qualification and offer job positions for chefs, accountant, 

administrative assistants, etc. Only 1 of the announced job positions is for part-time job (4-

hours working day). 86% of the vacancies are for temporary job positions (up to 12 months), 

because their “creation” is subsidized by the state budget in executing the state policy for 

people 55+ employment promotion (Art. 55 (a) Employment Promotion Act). 

Comparative analysis in Spain  

Adulthood is a variable concept defined by social norms and roles. This means that 

adulthood is a concept that can be defined differently in different geographies, 

cultures and times. Adulthood, which describes adult status, generally calls for 

independence, self-decision, and emancipation (Duman, 2000, 102). 

Adults with their specific developmental characteristics also differ in their learning 

characteristics. For this reason, the content of adult programs should be prepared 
according to adult learning characteristics. 

Bülbül, summarizes these learning characteristics of the adult at the following points: 

1. The adult waits to answer their needs from their educational programs. 
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2. The adult does not like being a passive viewer during training. 

3. Adults are generally heterogeneous groups in terms of their learning needs and 
personal characteristics that influence the learning process (Bülbül, 1987, 37). 

Adult Education 

The concept of adult education is defined by many institutions and people in different 

ways.(Duman (2005). While defines adult-oriented and non-professional activities, 

the Adult Education Terms Glossary provides a very comprehensive definition of 

UNESCO adult education; 

Adult education content means that adults considered as adult learners are required 

to improve their skills, improve their knowledge, improve their technical or 

professional competence, or take advantage of this ability, regardless of the content, 

level and method of adult education, whether the extension of primary education 

applied in schools, universities or apprenticeship is considered, knowledge and 

competencies and to change their attitudes and behaviors both in terms of personal 

development and in participation in a balanced and independent social, economic 
and cultural development. 

The Organization for World Economic Cooperation (OECD) defines adult education 
as: 

Adult education encompasses activities and programs organized for this purpose to 

meet the learning needs and interests of those who have been out of compulsory 

schooling and whose main occupation is no longer to go to school at any stage of 
their lives. 

In general, we look at adult education as a process of adult education that allows 

adult thinkers to improve their skills, improve their knowledge, improve their 

technical or professional competence, and change attitudes and behaviors both in 

terms of personal development and in participation in balanced and independent 

social, economic and cultural development (Titmus, Buttedahl, Ironside and 
Lengrand, 1985). 

  

Reasons for Adult Education 

The reasons for participation in adult education can be addressed in various ways. 

For example, investigated the causes of organized education, economic and 

technological reasons, and social reasons under three headings Okçabol (1996) and 

Duman (2000), while addressed public education in terms of economic and social 

necessity Celep (2003). Moreover, the necessities need for adult education are also 
considered as individual, institutional and social needs (Ünlühisarcıklı, 2013). 

Ural (2007, 12-43) categorized adult education into eight titles that require it. 

1. Rapidly Developing Technology 

2. The Extension of Human Longevity 

3. Increase in the Time of Formal Training Participation 

4. Changes in Work / Professional Life 

5. Changing Status of Women 

6. Changes in the concept of leisure time 

7. Education Life-long Need 
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8. Democracy, Increase in Human Rights Demands 

When we look generally; the needs of adults to participate in educational programs 

can vary according to societies, regions, groups, individuals, time and circumstances 

(Dodurgali, 2006). 

As a result; Because the world is in a process of rapid change and structured 

education alone is not enough to adapt to these changes and developments, adult 

education is needed so that individuals can renew, develop, collect and adapt to the 
world. 

Adult Education in Spain 

What is meant in the country when you talk about Adult Education? 

According to Ley Orgánica de Educación (LOE, 2006)(Organic Education Law), adult education 

aims to offer people over the age of eighteen (sometimes over sixteen) the opportunity to 

acquire, bring up-to-date, complete or expand their knowledge and aptitude of their personal 

and professional development. It integrates basic tuition as well as post-obligatory tuition which 

offer the chance to advance to official school qualifications (GCSEs/A-levels) and vocational 

training. 

Likewise, people over the age of 25 are able to enter university courses without school 

qualifications. They simply have to pass a specific test. 

In addition, adults may also benefit from other training processes outside the regulated 

education system, primarily through extended vocational training (this article does not include 

this type of training), and from initiatives that aim at aiding specific groups at risk of being 

excluded. 

What is typical for Adult Education in the country? 

The regulated education system offers: 

1. Formal education: 

 Teaching literacy 

  Consolidation of knowledge 

  Secondary education for adults 

  Language for immigrants 

  Preparation for access courses for university 

  Preparation for access tests for intermediate-level training courses 

  Preparation for access tests for advanced-level training courses 

  Other technical courses 

2. Formal education 

In addition, within the non-regulated education system, adults are able to access a wide 

variety of training courses: 

 Employees (not included in the analysis of this article): Short or long-term training 

courses aimed at improving professional skills, primarily organised by social agencies 

with public funding. 
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 Job seekers (not included in the analysis of this article): Short or long-term training 

courses aimed at reintegration into employment, primarily organised by social agencies 

with public funding. Amount connected to certain projects, such as education centres 

and public universities. 

 Special groups: Courses with a variety of objectives (as mentioned before, literacy, 

languages, physical well-being, leisure, etc.) of different duration. Organised by various 

agencies with public funding (usually as part of similar specific projects). 

Legal basis 

The legal basis is quite varied, due to the fact that legislative and executive competence is 

transferred from different autonomous communities. 

Responsible public bodies / ministries 

Just like the ministry of education, each of Spain’s autonomous communities (17) counts on its 

own public organisations: in education, in employment and in social matters. 

Relevant umbrella associations and national (service) organisations 

Within the realm of regulated education, it is the ministry and the different regional 

governments that shape the mould. 

Regarding the rest of educational training, the administrative complexity is also transferred 

towards civil society at all levels. In each autonomous community, several different structures 

and organisations have arisen and, in some cases, they have ended up federating themselves at 

state level. 

Providers of Adult Educatio 

The main providers of regulated adult education are: 

 In regulated university education, emphasis on Universidad Nacional a Distancia 

UNED)(National Distance Learning University), http://www.uned.es/epa/index.htm 

 In non-university regulated education, emphasis on the role of “Centros de Educación 

de Adultos” (Adult Education Centres) ( http://www.uned.es/epa/centrosepa.htm) 

 In non-university regulated education via distance learning, emphasis on El Centro para 

la Innovación y Desarrollo de la Educación a Distancia (CIDEAD),(Centre for Innovation 

and Development of Distance Learning Education)  

 

Within the scope of non-regulated education, there is a very complex network. This includes a 

multitude of associated companies with different geographical areas and backgrounds (mature 

adults, immigrants, drug addicts, ethnic minorities, etc.), which have to co-exist. The logical 

action would be for these sector organisations (of specific groups) to convert themselves into 

providers of education that request public funding, either on a permanent basis, or through 

other projects which generally focus on specific help and support. 

There is also an emphasis on the classroom mentor in non-regulated education. This is an open 

system of learning provided by the ministry of education, which is implemented into lifelong 

learning. Training relies fundamentally on the 

internet. https://centrovirtual.educacion.es/mentor/inicio.html 

http://www.uned.es/epa/index.htm
http://www.uned.es/epa/centrosepa.htm
http://cidead.cnice.mec.es/present.htm
http://cidead.cnice.mec.es/present.htm
https://centrovirtual.educacion.es/mentor/inicio.html
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Finances  

Regulated education is financed through the normal budget, derived from the different 

autonomous governments. 

In the same way, the state government and the autonomous governments subsidise local 

councils to enable them to launch and maintain institutes for adult education (permanent 

classrooms and training programmes). 

Specific private non-profit organisations are also subsidised. 

Apart from these specific subsidisations, projects for a frame of more widespread training 

courses for adults are also implemented, primarily funded by operative programmes from FSE, 

at a regional as well as a multi-regional level. 

Topics 

The following figures demonstrate the students, categorised by tuition type in the non-

university regulated system: 

1. Formal tuition (ca. 400,000) 

– Initial tuition, basic education (ca. 139,000) 

– Secondary education for adults (ca.133,000) 

– University access for people over 25 years old (ca.12,000) 

– Spanish language for immigrants (ca.50,000) 

– Preparation for access test for intermediate-level courses (ca. 4,000) 

– Preparation for access test for advanced-level courses (ca.14,000) 

2. Non-formal tuition (ca. 143,000) 

Staff 

Ca. 11,00  teachers offered adult tuition in the regulated system 

Regarding the non-regulated system, we are unaware of the existence of any global statistics at 

state level. 

Professionalisation: 

In regulated education, professionals are under the same roof as all other professionals working 

in education (they have to abide by the rules established by the law, holding a LOGSE as 

reference). 

In non-regulated education, which is taught by a multitude of companies and entities, the 

efforts of professionalisation fall directly upon these companies and their federations, as well as 

the workers themselves. 

There is no specific qualification or certificate of professionalism for teachers in adult education. 

Quality system / insurance 

In regulated education, public administrations impose the providers’ (teaching centres) and 

teachers’ restrictions. 

At the same time, it is these public administrations that are in charge of controlling the quality 

of the education and the examination system / accreditation of qualifications. 

In non-regulated education, quality control is developed through the competitive process of 

obtaining subsidisation and the capacity of the student to choose which training provider suits 

him/her best. In this type of education, the level of the exam and the accreditation is not 

critical. 

Latest developments / main problems in the discussion 

1. Is TIC an opportunity (to have a wider scope and to reach more people), or is it a threat (as a 
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barrier at the point of entry)? 

2. Is it necessary to change the way of confronting traditional illiteracy (methodology, material, 

teachers, etc.)? 

3. Is it necessary to give better and faster answers to immigrant illiteracy? 

4. Is it necessary to give a specific answer to computer illiteracy (to create a specific type like the 

one that already exists for languages)? 

5. Does regulated education (obtaining a qualification) make sense, whereas non-regulated 

education does not? Does it make sense to integrate non-formal subjects into regulated 

education? 

6. Does learning material for adults really exist, or have they simply been adapted from 

children’s learning material (same applies to methodology and teacher training)? 

7. Is it necessary to have a stricter statistical control over non-regulated education, taught by 

private non-profit organisations (mainly social agents)? 

8. Is it necessary for those who work outside the regulated educational system (public 

administration) to have professional acknowledgement / qualifications / certificates? 

9. Is it necessary to further underline the non-instrumental route (obtaining certificates and 

skills for work) in adult education? 

Adult education ranges from the traditional literacy processes and the achievement of basic 

education to training leading to employment or leisure activities. 

The aim of adult education is to offer people over 18 the possibility to acquire, update, 

complete or expand their knowledge and skills for their personal and professional development. 

Exceptionally, people over the age of 16 may, at their request, take adult education courses if 

they have a work contract which does not allow them to attend mainstream educational 

institutions or if they are high-performance sportspeople. Access to adult education is also 

guaranteed for the prison population. 

The specific objectives of adult education are the following: 

 acquire basic training, increase and refresh adults’ knowledge, abilities and skills on a 

permanent basis, and facilitate access to the different types of provision within the 

education system 

 improve their professional qualification or acquire the necessary training for the 

practice of other professions 

 develop their personal skills in the areas of self-expression, communication, 

interpersonal relations and knowledge building 

 develop their ability to participate in social, cultural, political and economic life and 

exercise their right to democratic citizenship 

 develop programmes to overcome the risk of social exclusion, especially in the most 

disadvantaged sectors 

 respond adequately to the challenges related to the gradual aging of the population, 

ensuring older people the opportunity to increase and update their skills 

 anticipate and resolve personal, family and social conflicts peacefully 
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 foster real equality of rights and opportunities between men and women, as well as 

critically analyse and assess inequalities between them 

 acquire, increase and renew the knowledge, abilities and skills required in order to 

create companies and carry out business activities and initiatives. 

Adult training provision comprises different types of programmes, which are organised by the 

education, employment and local authorities: 

 the education authorities provide adults with an opportunity to acquire basic education 

or complete the different types of provision of the education system leading to the 

award of an official qualification. In addition, they periodically organise entrance 

examinations to have access to different types of provision or to obtain an official 

qualification without having to complete the corresponding studies. For more 

information, see Provision to raise achievement in basic skills and Provision to achieve a 

recognised qualification during adulthood 

 the employment authorities organise a series of training actions aimed at both 

employed workers and unemployed people, with the aim of improving the 

employability of the population. These measures include: 

o training actions with recruitment commitment 

o work-linked training 

o training plans primarily aimed at the unemployed 

o specific plans for the training of employed workers. For more information, 

see Provision targeting the transition to the labour market and Other types of 

publicly subsidised provision for adult learners. 

 local authorities are responsible for organising popular education through popular 

universities, which offer a wide range of educational, training and cultural activities. For 

more information, see Provision of liberal (popular) adult education. 

(2006 Education Act and 2013 Act on the Improvement of the Quality of Education, modifying 

the former). 

 

Comparative analysis in Portugal  

The prevalence of low qualified workers in the Portuguese labour market has been considered 

as one of the most important constrains to national competitiveness and development. 

Appearing in the political agenda since Portugal joined the European Union, many efforts have 

been devised to combat that prevalence but, despite the progress showed by statistical figures, 

more than two thirds of the employed population still is low qualified. 

Raising skills is critical to Portugal’s economic success and social well-being. As globalisation and 

digitalisation are transforming how people work, how societies function and how individuals 

interact, Portugal needs to equip its entire population with strong skills so that they can benefit 

from new opportunities.Portugal has put education and skills at the forefront of the political 

agenda for many years, but more than half of adults have not completed upper secondary 

https://eacea.ec.europa.eu/national-policies/eurydice/node/8126/draft_en#provisionraise
https://eacea.ec.europa.eu/national-policies/eurydice/node/8126/draft_en#provisionachieve
https://eacea.ec.europa.eu/national-policies/eurydice/node/8126/draft_en#provisionachieve
https://eacea.ec.europa.eu/national-policies/eurydice/node/8126/draft_en#provisiontargeting
https://eacea.ec.europa.eu/national-policies/eurydice/node/8126/draft_en#othertypes
https://eacea.ec.europa.eu/national-policies/eurydice/node/8126/draft_en#othertypes
https://eacea.ec.europa.eu/national-policies/eurydice/node/8126/draft_en#liberalpopular
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education. With the population ageing rapidly and a growing skills divide between generations, 

Portugal needs to further strengthen its adult-learning system. To make change happen, 

Portugal will need a clear vision for the adult-learning system and a strong partnership between 

all stakeholders – all levels of government, education and training providers, employers, trade 

unions, the non-profit sector and learners.This report outlines areas where the accessibility, 

flexibility and quality of the adult-learning system can be improved, where governance and 

financing mechanisms can be strengthened, and provides examples of international and 

national good practice to help achieve these objectives. The report provides a series of concrete 

actions to help Portugal improve the adult-learning system and in turn enhance economic 

growth and social cohesion 

1. Enhancing incentives to continue working at an older age  

Introduction Portugal has an earnings-related, pay-as-you-go (PAYG) public pension scheme as 

its first pillar, with a means-tested safety net (the social pension). The second pillar consists of 

voluntary occupational pension plans, and the third of funded private saving arrangements. 

Occupational pension plans may be set up at the initiative of a company or groups of social or 

professional organisations (European Commission, 2015a).  

The most recent general reform of the pension system entered into force in 2007. Its main 

measures include: 

 i. Faster transitions to the new pension benefit formula, which considers the entire career 

(instead of only considering the best 10 of the past 15 working years) and differentiates the 

accrual rate according to reference earnings. After a transition period, the pension benefit 

calculation will be based on lifetime earnings from 2017. 

ii. Introduction of a “sustainability factor” that makes an automatic adjustment to benefits 

based on changes in life expectancy at the age of 65. 

 iii. Introduction of incentives to postpone retirement until the age of 70 

Raising the statutory age of retirement  

The normal retirement age was increased from 65 to 66 in 2014 and to 66 and two months in 

2016. This development results from the introduction of an automatic process of adjusting the 

normal age of retirement by two-thirds of the gains in life expectancy from age 65, measured as 

an average of the previous two years (OECD, 2017a). The normal age of retirement can be 

reduced by four months for each year of contributions exceeding 40 years once the beneficiary 

turns 65. Previous reforms had already increased the statutory retirement age from 60 to 65 

starting in 2006. In line with the development of what would become the National Strategy for 

Active Ageing two years later, convergence between the public and the private pension systems 

was established in 2005; that led to a progressive increase to the statutory retirement age in the 

public administration sector. The gap in average retirement age between the public and private 

sectors gradually shrank from five years in 2003 to approximately two years in 2010 (Naumann, 

2012). 

 In 2016 the social pension was available from the age of 66.2 for people who did not qualify for 

the earnings-related scheme. The monthly social pension that year was EUR 202.34, paid to 

those with very low income. Pensioners on the social pension are entitled to receive the 

Solidarity Extra Supplement on top of their pension.  
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The Solidarity Supplement for the Elderly (SSE) – the main targeted benefit aimed at fighting 

poverty among that group – came into full effect in 2008 by extending eligibility to people aged 

65 and older. To be eligible, the claimant needs to receive an old-age or survivors’ pension 

(national citizens not entitled to the social pension because they do not pass its means test may 

also be eligible); and pass the SSE comprehensive means test. The SSE resembles Social Insertion 

Income, as it is a supplement equal to the difference between the beneficiary’s income and a 

given threshold (which is at the same time the means test condition). The SSE is therefore equal 

to the difference between the beneficiary’s income and the reference amount (from April 2016 

set at EUR 5 059 per year) (OECD, 2017a). Facilitating phased retirement There are no partial 

retirement schemes that allow individuals to combine a part-time activity with a partial pension 

(Naumann, 2013). The share of part-time workers among older workers is well below EU 

average. 

Rewarding longer careers  

The 2007 pension reform introduced an incentive to postpone retirement until the age of 70 in 

the form of a monthly bonus for those who retire after the legal retirement age (ranging 

between 0.33% and 1%, depending on the pensioner’s insurance career). For those below 

pension age, the pension accrues at 2% of the earnings base for each year of contributions for 

20 or fewer years’ contributions, with a limit of 30%. For beneficiaries with 21 or more years of 

contributions, the accrual rate ranges between 2% and 2.3% depending on earnings. The 

schedule for the accrual rate is determined by individual earnings relative to the value of the 

Social Support Index (IAS). Each tier of earnings accrues pension benefits at a different rate; 

pensions accrue for a maximum of40 years (OECD, 2017a). In principle, increased accrual rates 

set an incentive to remain in paid employment; however, the maximum period reduces 

incentives to work beyond 40 years of insurance. 

1.2. Towards restricted use of early retirement schemes  

Restricting access to publicly funded early retirement schemes The 2007 pension reform 

increased the financial penalties for early retirement from 4.5% to 6% on an annual basis. Early 

retirement rules had included a flexible retirement age scheme that allowed any worker with at 

least 30 years of active service at the age of 55 to apply for a pension. If beneficiaries had more 

than 30 years of active service at the age of 55, the penalty – a reduction rate of 0.5% for each 

month short of the normal age of retirement – was reduced by twelve months for each period 

of three years exceeding 30 years of active service. In addition, workers with very long insurance 

periods were entitled to early retirement before the age of 65 without any reduction in 

payments. The pension was then increased by 0.65% for each month of effective work from the 

month that the insured person was entitled to the full early pension until retirement (up to the 

age of 65).  

The Economic and Financial Adjustment Programme suspended these early retirement 

provisions from April 2012 to January 2015. In 2015, a restructured temporary early retirement 

scheme for long contributory careers was introduced for individuals aged 60 or older and having 

at least 40 years of a contributory career. The penalty for early retirement remained the same, a 

reduction rate of 0.5% for each month short of the normal age of retirement. Each contributory 

year above the 40 years of contributions reduces the penalty by four months. However, the 

right to an early retirement pension also applies to beneficiaries aged 55-59 with 30 or more 

calendar years of contributions provided they applied for the early pension by 8 March 2016.2 
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After 2016, the rules prior to the 2012 suspension of early retirement were reintroduced and in 

March were suspended again (OECD, 2017a). Changes to the early retirement scheme were 

introduced in 2017. 3 Workers with a record of contributions of 48 years, and workers aged 60 

or over with a record of contributions of 46 years who started their working life before the age 

of 14, will not suffer any early retirement penalty, including any application of the sustainability 

factor. This is thought to cover around 15 000 people in the first year.  

Introducing specific provisions for arduous/hazardous work  

There are special retirement conditions in the first pillar for people in certain occupations 

involving arduous/hazardous work (AHW), including air traffic controllers, miners, maritime and 

fishing professionals and dancers. About 80% of these pension applicants are men. Persons 

engaged in AHW are not compelled to make any mandatory contributions for schemes under 

the second or third pillars. For miners there is a specific accrual of pension rights deriving from 

pre-retirement working time. Accrual of pension rights through work in the same activity and/or 

sector after retirement is not allowed; any infraction will interrupt the pension. The retirement 

pattern of pensioners who have carried out AHW differs from that of other pensioners: half of 

them exited the labour market between the ages of 55 and 59, compared with 18.6% of total 

pensioners in 2015. About one out of three of them retired between the ages of 60 and 64 

compared with one out of four pensioners overall. Interestingly however, it is less common for 

AHW pensioners to have retired before the age of 55 than for total pensioners – 11.6% 

compared with 17.9%. Only 5.7% of the group retired at the age of 65 or more, compared with 

38.6% of total pensioners. A great majority of those retiring from AHW exited the labour market 

through the pathway of the early old-age pension (86.9%), compared with about one in four 

pensioners overall. Only 5.7% exited through the pathway of the statutory old-age pension, 

compared with 41.3% overall. It should be noted that the pension amount in some of these 

professions can be regarded as (Perista and Baptista, 2016) 

1.3. Preventing welfare benefits from being used as alternative pathways to early 

retirement 

 

Unemployment (insurance and assistance) benefits In Portugal, unemployment benefits reach 

only about 45% of those unemployed and benefit levels remain heavily age dependent. Rules 

remain that allow early retirement for the older unemployed; these make dismissing older 

workers more socially acceptable and hardly serve as an incentive for the older unemployed to 

actively search for work. During the Economic and Financial Assistance Programme (until 2014), 

people aged 57 and over who were long-term unemployed could retire at age 62 with a full 

pension and no penalties. Minimum contribution conditions had to be met, the unemployment 

benefit entitlement had to be exhausted, and unemployment had to have occurred after the 

completion of 57 years of age (European Commission, 2015a). Early retirement was also 

possible from age 57 with 22 years of contributions for individuals who become unemployed at 

age 52 or older. In these cases, the pension amount is reduced by 0.5% monthly, with a 

maximum reduction period of five years. Whenever unemployment is due to an agreed work 

contract cessation, the pension amount is subject to an additional reduction rate that remains in 

effect until the pensioner reaches the normal age of retirement. A means-tested unemployment 

assistance subsidy is provided if the registered contribution is more than 180 days in the 12 

months prior to unemployment, and the monthly earnings prior to unemployment are less than 
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80% of the minimum wage. This allowance can be extended until beneficiaries meet the 

conditions for early retirement, provided that they were at least 50 years of age when they 

became unemployed. It also sets disincentives for active job-search among older workers. OECD 

(2014) recommends removing age from the eligibility criteria for unemployment benefits and 

the duration of unemployment assistance. In 2010, certain changes were made to the 

conditionality of unemployment benefits that also affected older workers. Law 72/2010 

introduced a new rule that unemployed people must accept jobs that offer a gross salary of 10% 

or more above the value of their benefit during the first year of unemployment; after twelve 

months of being out of work they must accept a gross salary equal to their benefit. The previous 

rules were less strict regarding the wage levels they were forced to accept (Naumann, 2012). 

Social aid A minimum income scheme was first introduced in 1996, and major changes to the 

benefit calculation and eligibility requirements were introduced in 2012. The current 

Rendimento Social de Inserção (RSI) scheme covers both those in employment and those out of 

work; its benefit can be received over a maximum period of 12 months and then extended for 

equal periods as long as eligibility conditions continue to be met. Previously it was renewed 

automatically. Receipt of RSI is linked to an activation component. Recipients are required to be 

actively searching and available for a job. Unemployed claimants who are capable of working 

must be registered with the Public Employment Service (PES). Claimants must also sign and 

uphold an insertion contract, which may include an employment plan. The activation 

requirement includes accepting work or vocational training; attending the education and 

apprenticeship programmes exploring possibilities of self-employment; participating in 

vocational programmes as well as in drugrehabilitation programmes if necessary; participating 

in temporary occupation programmes as well as in activities developed by charities; and utilising 

other social services. Exemptions from the activation requirement are possible if the claimants 

are incapable of work, are over the age of 64 (or under the age of 16), or are providing 

indispensable care to a member of their household (as established by medical certification). If a 

person resigned without just cause, they can only claim the RSI after a one-year period. In case 

the RSI claimant does not sign the insertion contract, they may not be presented again during 

the 24 months that follow (in 2009 this period was 12 months) (Perista and Baptista, 2015). 

Recent studies have revealed weaknesses in the activation pillar of the RSI scheme, and that the 

stigma of being on the receiving end of social policies reduces one’s chances of labour market 

integration (Matos and Costa, 2012; Castro, 2012). Insufficient co-operation between social and 

employment services is found to reduce effective service delivery and result in a lack of tailored 

employment services and programmes. 

 

 

 

Disability benefits 

 From the mid-1990s to 2008, the share of the working-age population receiving disability 

benefits was already reduced (OECD, 2010). A law passed in 2007 (Decree-Law 352/2007 of 23 

October) approved the National List of Incapacities due to accidents at work and occupational 

diseases; premature ageing was included among the latter as one of the elements to take into 

account when determining the level of incapacity of the worker. In recent years Portugal has 

intensified supervision of disability benefits via more comprehensive medical checks. The year 
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2010 saw implementation of the “National Plan to Combat and Prevent Welfare Benefits Fraud 

and Contributory Evasion”. This measure led to greater care in cross-checking, clarification of 

automatic procedures for periodic monitoring of data, and more frequent mandatory 

assessments in the “System to Verify Temporary Disability.” It seems that greater institutional 

support for the return to work of employees after sickness absence would need to be provided 

(Belin et al., 2016). The Health Strategy 2012-2016 recognises the need for a more co-ordinated 

approach for rehabilitation and a focus on early intervention, workplace health promotion, and 

strengthening of the links between rehabilitation and professional integration for individuals 

with chronic illnesses or victims of occupational accidents (Moreira and Fries-Tersch, 2016).  

2. Encouraging employers to retain and hire older workers  

2.1. Preventing discrimination in employment on the basis of age  

Implementing current or new legislation  

Article 24 of the Labour Code (Law 7/2009), which transposes European Directive 2000/78, 

prohibits discrimination on the grounds of, among other things, ancestry, disability or chronic 

disease, and age. In the field of labour law, specific rules have been promulgated against 

discrimination on the grounds of age, sexual orientation, disability, religion, and political 

convictions in addition to rules against discrimination on the grounds of race or ethnic origin. 

The Authority for Working Conditions (Autoridade para as Condições do Trabalho), formerly the 

General Inspectorate for Labour, is responsible for promoting improved working conditions by 

ensuring compliance with labour regulations through supporting private labour relations, and 

for promoting occupational risk prevention policies (Malheiros and Rosado, 2014).  

Launching public awareness campaigns 

 In 2007 the National Strategy for Active Ageing (ENEA) was adopted. It defined four pillars of 

goals (increasing employability; recognising, enhancing and certifying competencies; creating 

more and betteremployment; and integrating interventions) and three priorities of action 

(stimulating older workers to stay in the labour market; enhancing and promoting the 

knowledge of older workers; and avoiding and combating the unemployment of older workers) 

(Naumann, 2012). However, ENEA failed to create a coherent strategy to keep older workers in 

the labour market, as tackling the economic crisis and the sovereign debt crisis have led to a 

refocusing of objectives. In 2012 the government launched a comprehensive action programme 

to coincide with the European Year for Active Ageing and Solidarity between Generations. The 

action programme’s section on “Employment, Work and Lifelong Learning” includes, among 

other measures, the goal of allowing older workers “to work and learn as long as they wish”. It 

also includes actions to strengthen the activation of the older unemployed. In addition, a guide 

for business was published promoting Active Ageing and Solidarity between Generations. 

Finally, the non-governmental organisation Cáritas Portuguesa held a competition for projects 

related to the promotion of active ageing. 

2.2. Taking a balanced approach to employment protection by age 

 Implementing age-neutral measures Portugal had been among the countries with the strictest 

employment protection legislation (EPL) until recent changes were implemented. Labour market 

reforms were introduced in response to the financial and economic crisis; these lowered job 

protection for permanent workers by reducing severance pay (in 2011, 2012) and easing the 
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rules for individual dismissals (in 2012). In addition, dismissal for personal reasons was made 

easier. Individual dismissals for reasons of job redundancy no longer need to follow a pre-

defined seniority order, and the requirement of trying to arrange a transfer to another position 

within the company prior to dismissal was lifted (OECD, 2013a). Still, in 2013 EPL was stricter in 

Portugal compared with the OECD average. The views of the social partners with regard to 

active ageing strategies are diverging. According to a questionnaire sent out by the European 

Industrial Relations Observatory (EIRO), the employers association CIP stressed the need to 

further reduce EPL in order to facilitate the modernisation of companies. The trade union 

confederation CGTP criticised the 2012 EPL reform as it made the dismissal of older workers 

easier and cheaper. It also argued that the PES offers fewer training opportunities to the older 

unemployed than to others, and tends to send them to occupational programmes (called 

socially necessary work).  

2.3. Discouraging mandatory retirement by employers 

 By law in general In Portugal, the social security system (in the private sector) does not 

stipulate a mandatory age of retirement.  

By sector/occupation, private/public sector, region Mandatory retirement (at the age of 70) 

does, however, apply to workers in the public sector. 

 

2.4. Encouraging the social partners to implement better retention and hiring mechanisms 

targeted at older workers  

For all older workers In signing the tripartite agreement to reform the public pension system in 

2006, the social partners made an important contribution to keeping older workers in the 

labour market. Trade unions claimed that above all, working conditions have to be adapted to 

meet the specific needs of these employees (Naumann, 2013). Review of the use of seniority 

wages Recent labour market reforms implemented in Portugal have impacted wage-setting 

mechanisms and largely frozen the administrative extension of collective agreements since May 

2011 (OECD, 2013b). Portugal falls among those countries that experienced the largest drop in 

the share of workers covered by collective bargaining at the beginning of the crisis (European 

Commission, 2015b).  

2.5. Encouraging good practice in collective labour agreements and/or by individual 

employers/industries in managing an age-diverse workforce  

Sharing knowledge and experience across different age groups, adjusting the work 

responsibilities of older workers, adjusting working-time arrangements of older workers No 

specific actions have been taken. Single employers may have implemented measures of this 

kind. It is advisable to take stock of good practices among employers and share it. Other issues 

such as internal job mobility, further training, workplace adjustment, age discrimination, 

mandatory retirement Social partners were involved in establishing the action plan for active 

ageing in 2012. This action plan also included dissemination of retirement preparation model 

programmes for the employers and for the employee representative entities, as well as a 

statement suggesting that a wide range of key actors, including the social partners, need to be 

involved in the action plan’s implementation (Government of Portugal, 2012).  

3. Promoting the employability of workers throughout their working lives  
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3.1. Enhancing participation in training by workers in their mid- to late careers 

Providing guidance services  

Among the eight priority areas of the recent PES reform (see the section titled Promoting an all-

age mainstreaming activation approach, below), three relate to training and better matching of 

skills demand and supply, including guidance for professional training modules; continued 

identification of occupations with low employability due to a lack of demand or inadequate 

qualification profiles; and vocational retraining of the unemployed in accordance with labour 

market needs (Naumann, 2015). A new instrument for vocational guidance, the Qualifica 

Passport, is being currently developed by the National Agency for Qualification and Vocational 

Education and Training (Agência Nacional para a Qualificação e o Ensino Profissional, ANQEP). 

This is an online tool featuring a database on individualised qualification pathways. The Ministry 

of Education will be responsible for the data incorporated and the programming. The tool is 

available for employment counsellors as well as counsellors at the training and Qualifica 

centres, described below (Duell and Thévenot, 2017). 

Providing access to training adjusted to the experience and learning needs of older workers 

 From 2005 to 2010, the New Opportunities Initiative (INO) provided low-qualified adults 

(employed workers, unemployed and inactive persons) with formal recognition of non-formal 

and informal learning and skills acquired in the course of working life. This process was 

complemented by recognition of formal learning at the level of grades 4, 9 and 12 of education 

and/or vocational certification. A system for recognising, validating and certifying qualifications 

(Reconhecimento, Validação e Certificação de Competências, RVCC) was also established. By 

2010, nearly half a million adults had obtained a certification, representing one-sixth of 

Portuguese adults who had still not attained upper secondary education. Most of participants in 

the programme were employed (see Part C in Carneiro, 2011). 

In 2013, Centres for Qualification and Vocational Education (CQEPs) were created under the 

National Qualifications System to replace the New Opportunities centres. Eventually, over 200 

CQEPs were operating across the country. Functioning as a network, they partnered in a flexible 

manner with various entities, including employers, training providers (schools, training centres 

and approved organisations), social and solidarity networks, municipalities, associations and 

departments, and public agencies. The aim of these centres was to optimise the use of human, 

financial, and material resources. All job centres belonging to the national PES run a CQEP. A 

new programme for the adult population was launched in April 2016 under the name of 

Qualifíca, with a focus on lifelong learning. The programme’s objectives are to qualify half of the 

labour force with upper secondary education; achieve a 15% rate of adult participation in 

lifelong learning activities; and expand the network of Qualifica centres – replacing the CQEP – 

to 300, located across the country. The main pillars of Qualifica are RVCC, long courses or short, 

flexible course formats. The programme differs from INO in several major ways: i) participants 

will need to have more training as part of the RVCC process; ii) more professional work-related 

training will be offered; iii) a stronger focus is placed on retraining elements; and iv) screening 

skill needs and guidance will be improved. The plan is to make the vocational training offered 

more specialised, by expanding RVCC and the number of courses leading to level 4 of the 

national qualification framework (Duell and Thévenot, 2017). Measures launched under an 

action plan aligned with the European Year for Active Ageing and Solidarity between 

Generations included GerCarriera. This initiative aims to prevent unemployment among 
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employed older workers by identifying their competencies and the competencies they need to 

acquire. The PES then offers these individuals specific training courses, including modular 

certified training courses (see below) that match the needs of firms (Naumann, 2013). 

Promoting lifelong learning and development of the adult vocational education and training 

system 

As explained above, Portugal has undertaken major efforts to up-skill its adult population. To 

that end, a number of measures have been implemented. The measure Active Life (Vida Ativa), 

for example, has the explicit objective of up-skilling unemployed adults through i) modular 

short-term education and training; ii) practical training in work environments as a complement 

to the modular training; and iii) RVCC processes, along with other activities. Target groups of the 

measures include: individuals registered as unemployed for more than six months; unemployed 

individuals with less than nine years of school; and individuals who do not have a qualification 

that matches labour market needs. Modular training and Active Life have the highest 

participation rates of all available measures, and represent approximately one-fourth of the 

total number of persons covered by the PES measures in the areas of employment, professional 

training, and professional rehabilitation (2007-2014). Over that same period, a much lower but 

still significant number of persons participated in education and training courses for adults and 

RVCC (almost 10% of all participants in PES programmes). Adult education and training courses 

(Cursos de Educação e Formação de Adultos) aim to offer content equivalent to school grades 9 

to 12. In 2015, about 28% of the 41 300 participants in adult education and training courses 

were aged 35-44, 12% were aged 45-49, and 20% were 50 and older. The share of 34-44 year-

old participants in modular training courses (Formação Modular – Ativos empregados), which 

are targeted at active employees and can be regarded as a preventive measure, amounted to 

31%, and 44-49 year-olds represented 14% (Duell and Thévenot, 2017). Setting up mechanisms 

for recognising and validating skills As shown above, the New Opportunities Initiative set up a 

system for the recognition and validation of prior non-formal and informal learning. 

Certification combined with training courses had a positive impact on income and employment, 

unlike RVCC processes without vocational training courses (OECD, 2017b; Carneiro, 2011; Lima, 

2012). Overall, the RVCC processes have improved employability prospects but only when 

workplace competencies were validated or the process of validation was linked to training 

through Certified Modular Training Courses (Formações Modulares Certificadas, FMC). The new 

programme Qualifica is placing stronger emphasis on up-skilling through RVCC. 

 

 

 

Teaching adults basic skills for employment after 2020  

Over the past few years, the European society has seen many changes. A financial crisis that hit 

hard, a migrant influx situation that continues to this day, unemployment levels reaching 

extreme numbers.  These problems appeared and continue to this day. Dealing with them has 

resulted in Europe’s leaders finding themselves in a difficult position, many times. 

Finding the right solutions to these problems is not easy. Applying possible solutions does not 

always end in success. But the effort must be made. Over the years, Europe has established and 
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implemented many financial frameworks, specifically created to solve these issues. These 

frameworks include many programs and projects focused on each problem separately. A large 

number of these programs has been aimed at combating unemployment in all its forms. 

Although youth unemployment might have the lead in numbers, unemployment among older 

adults still remains a major issue. Lack of modern skills in today’s digital society can have very 

bad results. As it has been proven through researches, people with no digital skills are more 

likely to lose their job or be unable to find one. That is not the case for people with at least the 

basic digital competencies. 

 

Teaching people and especially middle-aged adults the basic of digital skills and competencies 

can improve their chances of finding a job. Even at an advanced age. If we consider the fact that 

over 70 million Europeans struggle with basic reading and writing, basic digital tools and simple 

calculations, we can see why this step is so important. 

 

Combating with adult unemployment will result in the reduction of the poverty levels all around 

Europe. At the same time, the phenomenon of social exclusion will also be reduced to minimum 

numbers. One of Europe’s major programs, the ‘’Upskilling Pathways’’ is, certainly a great way 

to achieve the desired results. 

 

Anyone that has a need to strengthen their basic skills can be a part of this project, as well as all 

other similar European projects. Unemployed individuals are given a certain priority but, 

everyone has the same opportunity. Being employed or economically inactive does not change 

the fact that everyone can use some sort of training in order to advance basic skills and 

competencies. 

 

There are many different ways to train people in the basic skills that everyone should possess. 

Whether we are talking about digital skills or basic literacy skills. Reducing unemployment is a 

priority for the European society. Major steps are being taken through the implementation of 

specified EU projects. Organization and research centers such as IED have made it their goal, to 

advance Europe’s needs. These projects aim to achieve the best for all European citizens 

regarding their employability, their social inclusion, and their integration into a new and 

prosperous way of living! 

 

European Programme for Employment and Social Innovation  

What is it about? 

The European Programme for Employment and Social Innovation (EaSI) 2014-2020 is a 

European-level financing instrument managed directly by the European Commission to 

contribute to the implementation of the Europe 2020 strategy, by providing financial support 

for the Union’s objectives in terms of promoting a high level of quality and sustainable 
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employment, guaranteeing adequate and decent social protection, combating social exclusion 

and poverty and improving working conditions. 

Objectives 

The overall objective of this EaSI – PROGRESS Axis Call is to support Member States in their 

implementation of the Council Recommendation “Upskilling Pathways: New Opportunities for 

Adults” (December 2016). The specific objective of the Call is to support the deployment by 

national and/or regional authorities, as an integral element in their implementation of the 

Recommendation on Upskilling Pathways, of the provision of individual skills assessments 

(including literacy, numeracy and digital skills) for low-skilled / low-qualified adults (and in 

particular for priority groups identified by countries in the framework of the Recommendation, 

where relevant). 

Proposals must be centred around one of the two or a combination of the two elements below: 

Tools for assessing the skills (including, literacy and/or numeracy and/or digital skills) of low-

skilled/low qualified adults or priority targets groups as defined by the countries, where 

relevant, and/or; 

Arrangements for providing such assessments to low-skilled / low qualified adults or priority 

targets groups as defined by the countries, where relevant. 

Proposals must include one or more of the following activities: 

Enlarging the scale or scope of existing assessment tools and arrangements for low-skilled / low-

qualified adults that are considered to be effective (eg enlarging the scope of an existing 

assessment arrangement to cover a different target group); or 

Adapting to the needs of low-skilled adults existing assessment tools and arrangements that are 

considered to be effective (eg adapting an assessment so that it assesses basic literacy, 

numeracy or digital skills); or 

Developing new assessment tools and arrangements for low-skilled adults15 and/or testing 

them on a scale that allows conclusions to be drawn about their effectiveness. 

Expected Impact: 

This Call complements the support for low-skilled adults that is provided through the European 

Social Fund and Erasmus+, by assisting each focus participating country to develop coherent 

strategies for raising the levels of skills and qualifications for adults who lack an upper 

secondary education or with low proficiency in basic skills. This Call should also complement 

related activities (ongoing or future) taking place at national, regional or local levels. 

 

Budget: 

The total budget earmarked for the EU co-financing of projects under this call is estimated at 

€1.5 million. The EU grant requested should indicatively be between €250,000 and €500,000. 

The Commission expects to fund between three and six proposals. 
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The EU grant may not exceed 80% of the total eligible costs of the action. Applicants must 

guarantee their co-financing of the remaining amount covered by the applicants’ own resources 

or from other sources other than the European Union budget. 

Eligibility of the applicants: 

Legal entities properly established and registered in the following countries are eligible as 

applicant (or as lead applicant and co-applicant in the case of a consortium): 

EU Member States. 

Iceland and Norway in accordance with the EEA Agreement. 

Albania, North Macedonia, Montenegro, Serbia and Turkey. 

To be eligible, the mono-applicant or lead applicant in case of consortium must be a public 

entity in charge of national or regional policies and actions for upskilling/re-skilling adults. Any 

co-applicants must be public or private entities (profit or non-profit making) involved in the 

organisation and/or financing and/or provision of services to adults such as skills assessment, 

validation of competences, education and training, orientation and guidance. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Learning materials development for Adult  

It is radically different to design training courses and material for adults than any other group.  

1. Adults are often concerned that participating in a group will make them look 

weak, either professionally or personally.  
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• Design training workshops, educational exercises, and discussion sessions that 

help people feel safe enough to ask questions and confident that they will be 

respected. 

• Don’t ask people to take risks too early in a workshop or course (for example, 

engaging in a role play exercise) unless they already know each other well. • 

Provide opportunities and allow time for people to establish themselves in the 

group.  

2. Adults bring a great deal of experience and knowledge to any learning situation. 

• Show respect for participants’ experience by asking them to share ideas, 

opinions, and knowledge. Verbally recognise that they may be a good resource 

for reaching your teaching goals.  

• A needs assessment can tell you more about the individuals in the group. Or, if 

you already know the participants, you may realise that particular individuals 

can provide helpful input before, during, or after your session(s) - see point 5 

below. 

3. Adults are decision-makers and self-directed learners.  

• Do not seek to make people obey you. Adults will do what they need to do.  

• Be the “guide on the side” rather than the “sage on the stage”.  

• Listen to what they want and need and be flexible in your planning. Seek 

feedback from the group. Change your approach if your agenda or methods are 

not working.  

4. Adults are motivated by information or tasks that they find meaningful.  

• Conduct some type of needs assessment so that you are aware of what 

people want (and need) to learn, how much they already know, and the kinds of 

“generative themes” that might affect their attention span.  

• Generative themes are concerns/issues that are most important in a person’s 

life.  

• Generative themes may enhance or challenge a person’s ability to learn.  

• They could include such things as the fear of losing a job, the health of a loved 

one, the desire for a promotion, the need for a change, the pending birth of a 

child, problems in a relationship, or new possibilities for growth and 

development.  

5. Adults have many responsibilities and can be impatient when their time is 

wasted.  

• Be thoughtful and kind.  

• Begin and end your session on time. 

• Understand who is in the audience and why they are participating.  

• Learn what questions they have about the subject.  

• Don’t cover material they already know unless there is a good reason for it.  

• Recognise that your subject is only one of many that participants may be 

interested in learning more about 
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It is also important to recognise that people learn differently and that there are several learning 

styles. Training courses that recognise different types of learners and caters for their needs 

succeed a lot more in achieving their objectives than the ones that try to funnel all participants 

through a rigid narrow way of single or uni-learning mode. Generally there are four modes of 

learning and people could be one or another or even switch between different modes 

depending on the subject matter:  

• Doer: Likes to be actively involved in the learning process, wants to know how he or she will 

apply learning in the real world, likes information presented clearly and concisely.  

• Feeler: People-oriented, expressive, focuses on feelings and emotions, thrives in open, 

unstructured learning environment.  

• Thinker: Relies on logic and reason, likes to share ideas and concepts, analyses and evaluates, 

enjoys independent work.  

• Observer: Likes to watch and listen, tends to be reserved, will take his or her time before 

participating, and thrives on learning through discovery 
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Skills to be focused on adult learning 

Course design refers to the planning and structuring of a course to achieve specific instructional 

goals. The course design process includes the following activities: 

 • Identifying appropriate goals  

• Choosing content that’s consistent with the goals  

• Selecting ways to achieve the goals  

• Assessing participant learning in relation to the goals 

 As part of the design process, instructors should also consider:  

• Their own teaching style  

• The learning styles of the participants  

• The role of the course in the overall training effort  

Before training begins  

Most design decisions must be made before the first session of the course. These decisions 

relate to these basic areas:  

• The content to include  

• The delivery methods to use  

• The time allocated for each of the goals  

• The tools for assessing participant learning  

During the training session  

As you conduct the training, we will learn more about the participants and their needs. This 

information may require adjustments in the course design. For example, after working with the 

group, we may decide to:  

• Change the time allocation for a particular topic  

• Change the type of activity associated with a particular topic, for instance, from an individual 

to a group activity or vice versa  

At the conclusion of the session  

The information we gather at the conclusion of a training session will help us assess the 

effectiveness of the current training and help improve future training sessions.  

To evaluate the course: 

 • Use appropriate evaluation tools and our own perceptions 
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Going into further detail of curriculum design the following checklist and questions are used as 

guidance:  

Complete this training worksheet to help you begin designing your training.  

1. General theme or topic: In general, what knowledge and skill areas will be the focus of the 

training?  

2. Goals and objectives: What do we want participants to learn during the training? (What will 

they leave knowing more about or what new skills will they have acquired?)  

3. Essential questions: What central questions do we want participants answering as the training 

unfolds?  

4. Summary of participant activities: How will participants accomplish curriculum objectives and 

answer the questions in numbers 2 and 3 above? (e.g. small group discussions and projects, 

lectures, role-playing.)  

5. Resources: What resources might the trainer use to help participants accomplish curriculum 

objectives? (e.g. current research, guest speakers, discussions, encouragement)  

6. Assessment activities: How will we determine if participants a) have reached curriculum 

objectives identified in number 2 above; and b) can answer the questions in number 3.  

7. Evaluation of the training and the training process: How will we evaluate the quality and 

usefulness of the training as well as its implementation? 

 

Learning objectives are central to designing a training course. They must reflect the needs 

assessment results and work in harmony with training methods and design. A learning outcome 

is a statement of what a learner is expected to know, understand, or be able to do as a result of 

a learning process. There are several ways of developing appropriate learning 

outcomes/objectives. Beginning a learning objective with a strong verb can help guide the 

development of training because it focuses attention on what participants are supposed to be 

able to DO after they complete training 
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European Union and adult employment   

The first Employment and Social Development in Europe (ESDE) Quarterly Review of 2018 

highlights the solid economic growth in the EU combined with a positive economic outlook 

together with general improvements in the labour market. 

The number of employed in the EU is above 236 million in the third quarter of 2017. At the 

same time, unemployment is decreasing at a solid pace. Economic growth and positive 

developments in the labor market are visible in the majority of Member States. The latest 

forecasts present a positive outlook for the next years. 

Development of skills 

 The Rethinking Education initiative provides concrete advice as to how member 

countries can invest in skills for better socio-economic outcomes. 

  A recommendation on key competences for lifelong learning 

  was adopted in 2006 to support EU countries in fostering the development of 

key competences for all as part of their lifelong learning strategies. In January 2018, the 

European Commission proposed an up-date to this recommendation. 

 The Grand Coalition for Digital Jobs 

  is a multi-stakeholder partnership to tackle the lack of ICT skills and the 

thousands of unfilled ICT-related vacancies. 

 The Entrepreneurship 2020 Action plan 

  is a blueprint for decisive action to unleash Europe's entrepreneurial potential, 

to remove existing obstacles, and to revolutionise the culture of entrepreneurship in 

Europe. 

 ESCO 

  is the multilingual classification of European Skills, Competences, Qualifications, 

and Occupations. It introduces a standard terminology in 25 European languages and 

categorises skills, competences, qualifications and occupations relevant for the EU 

labour market and education and training 

 The European Skills Panorama 

  helps regular monitoring of skills anticipation and skills assessment at the 

national and European level. It is a central access point providing data, information and 

intelligence on skills trends in occupations and sectors at the national and EU level 

What are the next steps?  

  Constantly adapting ESCO to the reality of labour market and education and 

training 

  Implementation of ESCO in the Europass CV 

  EU Skills Panorama 

 and EURES 

 On-going monitoring of the skills trends and demand – EU Skills Panorama 
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New Skills Agenda for Europe 

The new Skills Agenda for Europe, adopted by the Commission on 10 June 2016, launched 10 

actions to make the right training, skills and support available to people in the EU. The goals and 

actions on the Agenda are set out in Communication: A New Skills Agenda for Europe. 

The Commission is continuing to take forward each of the 10 actions. It calls on EU countries, 

employers' associations, trade unions, industry and other interested parties tocontinue to work 

together to ensure that these initiatives produce the best possible outcomes. 

Upskilling Pathways: New Opportunities for Adults 

 The Council adopted the 'Upskilling Pathways: New Opportunities for Adults' Recommendation 

in December 2016. The Commission is now working with EU countries and other interested 

parties to implement the Recommendation, helping low-skilled adults acquire a minimum level 

of literacy, numeracy and digital skills and/or acquire a broader set of skills by progressing 

towards an upper secondary qualification or equivalent. 

European Qualifications Framework 

The Council adopted the revised European Qualifications Framework and the related annexes in 

May 2017. The Commission is now working with EU countries and other interested parties to 

implement the new Recommendation so as to support better understanding of qualifications 

and make better use of all available skills in the European labour market. 

Digital Skills and Jobs Coalition 

The 'Digital Skills and Jobs Coalition' to support cooperation among education, employment and 

industry stakeholders was launched in December 2016 with the goal of improving the digital 

skills of the wider population, not just IT professionals. EU countries are now working on 

developing national digital skills strategies by mid-2017. 17 national Digital Skills and Jobs 

Coalitions are already in place and 70 organisations have pledged action towards providing 

digital skills. 

Blueprint for Sectoral Cooperation on Skills 

A first call under the 'Blueprint for Sectoral Cooperation on Skills' to improve skills intelligence 

and address skills shortages in specific economic sectors - automotive; defence; maritime 

technology; space/geo information; textile, leather clothing & footwear; and  tourism – was 

launched in January 2017. Projects start in December 2017. Six additional sectors were selected 

for a second round of implementation: additive manufacturing, construction, maritime shipping, 

paper-based value chain, renewable energy & green technologies, steel industry. Deadline for 

submission of proposals is 28 February 2018 

EU Skills Profile Tool for Third-Country Nationals 

A EU Skills Profile Tool for Third-Country Nationals to support early identification of skills of 

asylum seekers, refugees and other migrants was launched at a stakeholders' conference in 

June 2017. The tool is now available in all EU languages (except Irish) and in Arabic, Farsi, 

Pashto, Sorani, Somali, Tigrinya and Turkish. 

Vocational education and training (VET) 
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The Commission is continuing to work on a set of measures to support the modernisation of 

vocational education and training (VET), in line with the policy priorities defined in the 2015 Riga 

Conclusions. A series of activities aim to make VET a first choice: 

Key competences 

A review of the Recommendation on Key Competences for Lifelong Learning was undertaken to 

help more people acquire the core set of skills necessary to work and live in the 21st century. 

The review focused on promoting entrepreneurial and innovation-oriented mind-sets and skills. 

Based on the outcomes of the review, the Commission adopted a proposal for a new the 

Recommendation on Key Competences for Lifelong Learning in January 2018. 

Europass 

The Commission adopted a proposal to revise the Europass Decision in October 2016. The 

proposal is designed to ensure that the Europass Framework can offer people better and easier-

to-use tools to present their skills and obtain useful real-time information on skills needs and 

trends which can help with career and learning choices. Discussions of the Decision proposal are 

under way with EU countries and with the European Parliament with a firm commitment by all 

to ensure Europass is fit for purpose and meets citizens' future needs. 

Graduate Tracking 

A proposal for a Recommendation on Graduate Tracking is under discussion with EU countries. 

The goal is to improve understanding of graduates' performance after their education and 

training experiences. 

Analysing and sharing of best practice on brain flows 

Work on analysing and sharing of best practice to manage the movement of highly skilled or 

qualified people between countries ("brain flow") is in progress to identify policies and 

measures to better manage this phenomenon. 

New Skills Agenda for Europe: State of implementation KEY FINDINGS • 

In June 2016, the European Commission published the New Skills Agenda for Europe which is a 

package of measures to face concrete skills problems identified in Europe and to revise a 

number of existing European tools (e.g. Europass, European Qualifications Framework). 

• All ten key actions planned will be launched by the end of the year and most were more 

or less in line with the original schedule. Two Council Recommendations (Upskilling pathways, 

revision of the European Qualifications Framework) have been adopted in the meantime 

demonstrating general support together with partially substantial reservations by the Member 

States. 

 • In September 2017, the European Parliament will adopt a resolution on the New Skills 

Agenda. Further, in July 2017 the plenary has adopted its mandate for the upcoming 

negotiations with the Council and the Commission on the revision of the Europass framework 

on the basis of the joint report by the Committee on Employment and Social Affairs and the 

Committee on Culture and Education. 
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In June 2016, the European Commission launched the New Skills Agenda for Europe which was 

one of the priorities of the Commission's work program 2016. The Agenda is a package of 

measures to bring improvements in three areas: 

1. Basic competences, 

2. Visibility and comparability of competences, 

3. Labour market and skills intelligence to facilitate effective career decisions in the fields 

of education, training and (un-)employment. Overall, it aims at promoting the employability of 

the individual, social cohesion and the global competitiveness of Europe through the 

development of human capital, especially as cheap labor is not a competitive advantage for the 

EU. 

The overall agenda shows a strong employment orientation including initiatives in the area of 

education such as Vocational Education and Training (VET), tertiary and adult education. Like 

previous Skills Agendas (Agenda Skills for New Jobs 2008, Agenda for New Skills and Jobs 2010), 

it was developed under the aegis of the Directorate-General for Employment, Social Affairs and 

Inclusion which had integrated some educational files following a reorganisation of the 

Commission in autumn 2014. Several education-oriented units belonging to the Directorates-

General for Education and Culture (Vocational Training, Adult Education, Skills) had been 

assigned to the Directorate-General for Employment. All planned ten actions will be launched by 

the end of the year and this more or less in line with the original schedule. Policy Department A: 

Economic and Scientific Policy 2 PE 607.334 

1. Commission proposal for the revision of the Europass framework for the provision of 

better services for skills and qualifications (Decision of the European Parliament and the 

Council, October 2016, planned for 3rd quarter 2016) - The proposal for a new Europass 

framework is controversial as it implies considerable changes in scope and governance 

compared to the existing Decision on a Europass framework having been adopted by the 

Parliament and the Council in 2004. While the original instrument presents a  collection of 

documents (Europass CV, European Skills Pass, Language Passport, Europass Mobility, Diploma 

Supplement, Certificate Explanations), the new Europass Framework is designed as a 

comprehensive digital platform, partially comparable to elaborated national education and 

career information platforms. Further, based upon a previous evaluation, the Commission also 

suggested to increase synergies between the Europass and other European instruments. 

According to the proposal the new European platform integrates a broad range of services and 

European tools encompassing digital self-assessment tools, labour market information (EU Skills 

Panorama), ESCO, the multilingual European classification for Skills, Competences, qualifications 

and Occupations, up to the application of the European 

Qualifications Framework (EQF). In light of a recent analysis for the European Parliament, two 

points are worth mentioning: First, the New Skills Agenda confirms the role of guidance either 

as essential supporting service or as user and promoter of European tools and programmes. In 

its proposal for a revision of the Europass framework, the European Commission committed 

itself in cooperation with Member States “to support the development of guidance policy and 

guidance services” (Article 7f). This corresponds with results of the public consultation, as 

Europass Centers, EQF Contact Points and the Euroguidance network suggested that web-based 

tools alone are not sufficient, but are only effective in combination with personal guidance. A 
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second point concerns the proposal how to design the governance of the new Europass 

platform. It demonstrates efforts of both, to better coordinate the development and use of 

European tools and also to simplify the hitherto separate financial management. The proposal 

considerably changed the composition of the existing national and European governance. The 

structures involved are national Europasscenters, EQF Coordination centers and Euroguidance 

Centers all having own European networks, groups or platforms for cooperation and an own EU 

grant. The proposal provides that at national level, National Skills Coordination Points should be 

established to coordinate strategies, financial management and channel communication of all 

three structures with the Commission. At European level, the three European networks should 

be grouped together in a single network, a European cooperation platform. As regards 

financing, Member States could decide how to allocate resources. This proposal has given rise to 

some controversy. Starting with stakeholder consultations, several actors and later also MEPs at 

the Employment and Social Affairs Committee and the Culture and Education Committee 

expressed concerns. One concern was that the instruments are of heterogenous nature and at 

different stages of development, in particular ESCO being at a developmental stage. Even more 

controversial was the proposed governance structure. During the consultations, Euroguidance, 

for example, raised concerns that the existence of this network, which had been established by 

the Commission in 1992 in the context of mobility, was not secured as a Member State could 

decide to concentrate resources on the EQF and Europass. Further, there was criticism with a 

view to create new overarching European and national structures (European Cooperation 

Platform, National Skills Coordination Points) partially replacing the existing ones mentioned 

above. The Commission has partially withdrawn its original proposal (see EQF, below). 

Currently, negotiations in the Council are ongoing. The final decision will be negotiated between 

the Parliament, the Council and the Commission (Trilogue) after the Council has achieved its 

political agreement (probably end of September, early October). At its plenary session of July 

2017, the European Parliament has adopted its mandate for these negotiations based upon a 

joint report by the Employment and Social Affairs Committee and the Culture and Education 

Committee. New Skills Agenda: State of implementation PE 607.334 3 

2. The Commission's proposal on the revision of the European Qualifications Framework 

(June 2016 together with the New Skills Agenda, Council Recommendation) - The European 

Qualifications Frameworks helps to make qualifications systems in Europe comparable with a 

focus on qualification levels and learning outcomes. As a consequence, it facilitates education 

and employment mobility across Europe. The proposed revision aimed at improving flexibility 

and permeability of education systems and extending the scope and application of the EQF. A 

workshop for the Employment and the Culture Committee demonstrated general support for a 

revision and at the same time reservations to open up the EQF to third countries and private 

(sectoral) qualifications or to strive for an early link between the varying national qualification 

frameworks and the EQF. There were also concerns about changing the current governance 

structure (see also point 1, Europass). The Council adopted a revised version as a 

recommendation in May 2017 including some softer formulations as regards, for example, 

opening of the EQF towards third countries, the application of common principles of credit point 

systems and the application of common quality assurance principles. The original governance 

(EQF Advisory Group) has been kept. 

3. Commission proposal on the review of key competences for lifelong learning (planned 

for the fourth quarter of 2017, Council Recommendation) - The Recommendation adopted in 

2006 by the European Parliament and the Council includes eight key competencies: 1. 
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proficiency in a mother tongue, 2. proficiency in a foreign language, 3. mathematical, scientific 

and technological competence, 4. digital competence, 5. learning to learn, 6. social and civic 

competences, 7. sense of initiative and entrepreneurship, 8. cultural awareness and expression. 

These should be promoted as part of national strategies for  lifelong learning. While schools lay 

the foundations for young people, adults should update and further develop these competences 

- the latter being a weaker point. A public  consultation of organizations and individuals by the 

Commission in July 2017 has shown that, in addition to a clearer definition and promotion of 

competency assessment in some areas, some adjustments were considered useful. Some 

contributions highlighted, for example, a stronger focus on personal development and related 

competences (self- management, self-awareness). In a similar vein, others proposed with a view 

to personal career development the inclusion of "career management skills", referring to the 

Council Resolution on lifelong guidance (2008). The European Lifelong Guidance Policy Network 

(ELGPN, 2007-2015) worked on policy development in this area. Experience has shown that 

Member States need to adjust the notion and concepts to their national contexts (e.g. career 

competencies, transition management). 

4. The Commission proposal for a Council Recommendation on establishment of a Skills 

guarantee (June 2016 together with the New Skills Agenda) - The OECD study (PIAAC) of 2013 

found that almost a quarter of the EU population has inadequate basic skills. Therefore, the 

Commission developed a concept for a Skills guarantee for low-skilled adults to help them 

improve literacy, numeracy and digital skills. In December 2016, the Council's adopted a 

Recommendation on Upskilling Pathways: New Opportunities for Adults. Even if the objective is 

less ambitious than a guarantee, key elements have been kept: (1. skills assessment, 2. tailor-

made learning offer, 3. validation and recognition of acquired skills). The Recommendation also 

says that Member States should “provide guidance and/or mentoring services to support 

learners’ progression through all steps of the upskilling process” (Art. 13). 

5. Commission proposals supporting VET modernisation (autumn 2017 - planned for 2nd 

Quarter 2017) - In order to make VET more attractive and effective, the Commission organises 

the second European Vocational Skills week (20 - 24 November 2017, first week - 2016) 

combining a wide range of activities at European, national, regional and local levels including an 

award for examples of excellence. In addition, the Commission will present this autumn a 

proposal for a European Quality Framework for Apprenticeships (Council Recommendation) in 

October 2017 given the variety of forms and quality across Europe. According to a study for the 

European Parliament on Apprenticeships, internships and volunteering, dropout is partially very 

high, there are cases of misuse as cheap labour and indications that participation is decreasing. 

Policy Department A: Economic and Scientific Policy 4 PE 607.334 

6. Launch of the Digital Skills and Jobs Coalition (December 2016 as planned) - Currently, 

around 100 million people in the EU have never used the Internet, and one in three employees 

does not have sufficient digital skills. To tackle this deficit, the Coalition for Digital Skills and Jobs 

started its work in December 2016, thus re-launching the work of the previous Grand Coalition 

for Digital Jobs (2013). Members are representatives of the Member States, businesses, social 

partners, non-governmental organizations and educational institutions acting on the basis of a 

common charter, implementing targeted initiatives and awarding outstanding projects. 

7. Launch of “EU Skills Profile Tool for Third Country Nationals” (June 2017, planned for 

June 2016) - In June 2017, the Commission presented a multilingual online editor, which is 
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intended to provide an EU-wide presentation of skills. Personal data, expectations, objectives 

and competences are collected. In the end, an overall assessment and recommendations for 

action are to be made. The aim is to identify specific needs, such as language teaching, job 

search or further training, that is, a personal action plan. Workers' administrations and service 

providers from many countries participated in the development, some countries (for example 

Germany) have already developed their own tools, which are to be used in the advisory and 

mediation process of the Federal Agency for Labor. 

8. Launch of a Blueprint for Sectoral Cooperation on Skills (January 2017, planned for June 

2016) - The Blueprint shall help to establish sectoral partnerships at EU level followed by 

partnerships at national and regional level. It is about coordinating strategic stakeholders to 

assess skills requirements and to develop strategic solutions using national and European 

financial programs. A pilot started with six sectors (automotive industry, defence, maritime 

technology, space – geo information, textile and tourism). This initiative is connected with the 

European Sector Skills Councils. 

9. Commission proposal for a Council Recommendation on tracking graduates (May 2017 – 

as planned) - The Commission presented a proposal for a Council Recommendation on the 

follow-up of the career of university graduates and vocational training institutions. In this way, 

better and comparable data about the career paths of graduates shall be made available across 

Europe - a valuable information for educational and vocational orientation as well for education 

planning. The proposal will soon be discussed in the Council. While the Commission has 

completed a feasibility study (impact assessment) for the higher education sector, the latter is 

lacking in the field of vocational education and training. In some countries, data protection 

issues may be a challenge when it comes to collecting and sharing data across different 

institutions. 

10. Analysis and exchange of good practice to combat the brain drain (launch May 2017, 

planned end of 2016) - The Commission has launched a study to identify the main flows of 

skilled labour in the EU, in terms of Member States, sectors and regions that are most 

concerned and to map out what Member States are doing to address the movement of skilled 

labour (both sending and receiving countries). In the first semester 2018, peer exchanges 

between MS will be held. Results are expected in the second semester 2018. 
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Beyond 2020  

Changing and increasing skills demands, coupled with economic, demographic and technological 

developments are making it more important than ever for Member States to have in place 

modern adult learning systems. 

All adults, regardless of their level of education or qualifications, need opportunities and 

incentives to continue learning throughout life, whether it be for maintaining their 

employability, for fuller participation in our digital society, or for personal fulfilment. 

Over the last two years, a working group of Member State experts, facilitated by the 

Commission, has been addressing these topic as part of the Strategic Framework for 

cooperation on education and training (ET 2020). 

 Skills Development and Employability in Europe: The New Skills Agenda 

Earlier this year the European Commission launched its “New Skills Agenda” (attention: not to 

be confounded with the Agenda for new skills and jobs of 2010). 

The Skills Agenda proposes 10 actions to be taken forward over the next two years: 

 A Skills Guarantee to help low-skilled adults acquire a minimum level of literacy, 

numeracy and digital skills and progress towards an upper secondary qualification. The 

Council Recommendation for the Skills Guarantee calls on Member States to draw up 

within one year from its adoption, an action plan for implementation. The document is 

available in 23 EU languages and is available . 

 A review of the European Qualifications Framework for a better understanding of 

qualifications and to make better use of all available skills in the European labour 

market. 

 The "Digital Skills and Jobs Coalition" bringing together Member States and education, 

employment and industry stakeholders to develop a large digital talent pool and ensure 

that individuals and the labour force in Europe are equipped with adequate digital skills. 

 The ‘Blueprint for Sectoral Cooperation on Skills’ to improve skills intelligence and 

address skills shortages in specific economic sectors. 

 A "Skills Profile Tool Kit for Third Country Nationals" to support early identification and 

profiling of skills and qualifications of asylum seekers, refugees and other migrants. 

 A revision of the Europass Framework, offering people better and easier-to-use tools to 

present their skills and get useful real-time information on skills needs and trends which 

can help with career and learning choices. 

 Making Vocational Education and Training (VET) a first choice by enhancing 

opportunities for VET learners to undertake a work based learning experience and 

promoting greater visibility of good labour market outcomes of VET. 

http://ec.europa.eu/social/main.jsp?catId=1223&langId=en
http://ec.europa.eu/social/main.jsp?catId=958
https://ec.europa.eu/epale/en/resource-centre/content/proposal-council-recommendation-establishing-skills-guarantee
https://ec.europa.eu/epale/en/resource-centre/content/proposal-council-recommendation-establishing-skills-guarantee
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 A review of the Recommendation on Key Competences to help more people acquire the 

core set of skills necessary to work and live in the 21stcentury with a special focus on 

promoting entrepreneurial and innovation-oriented mind-sets and skills. 

 An initiative on graduate tracking to improve information on how graduates progress in 

the labour market. 

 A proposal to further analyse and exchange best practices on effective ways to 

address brain drain. 

Key points of pocus of EU 

Skills guarantee for low-skilled adults In her contribution on basic skills and a skills guarantee, 

from an OECD perspective, Deborah Rosevear welcomed the proposal on establishing a Skills 

Guarantee and underlined a high degree of consensus with the Commission on its key policy 

elements. She stressed that implementation poses a daunting challenge as it will not be easy to 

motivate adults if training does not translate into concrete (labour market) outcomes. In order 

to achieve this, OECD supports a joined-up approach encompassing good identification and 

assessment of skills gaps, getting adults ready to upgrade skills, offer appropriate training taking 

into account their learning behaviour, ensure a real improvement of skills and that this 

translates into better social and economic outcomes. According to Deborah Rosevear, the 

Commission proposal contains all these elements, even if not in the same order.  

As regards an effective implementation of a Skills guarantee, she listed a number of policy 

issues:  

o 40 % of those low-skilled (in terms of basic skills) have completed an upper 

secondary education 

o many low-skilled people are rather young and do not have any migrant 

background even if the risk is higher among older people and those having a 

migrant background 

o policymakers should listen to those “in the middle of implementation”, i.e. to 

the user’s voice as stressed by the Chair Marita Ulvskog during her opening 

o need to tailor such a skills guarantee to the concrete situation of a country. 

Designing an effective pipeline for low-skilled adults Many countries already have considerable 

experience with policies, programmes and initiatives to address basic skills gaps and assist low-

skilled adults, with varying combinations of national, regional and local governments and non-

government organisations and volunteer/community-based involvement. However, while some 

adult literacy and numeracyprogrammes have delivered promising improvements in skills, these 

are difficult to scale, while the outcomes of efforts to improve adult literacy and numeracy are 

often disappointing. Designing effective programmes to improve the literacy and numeracy 

skills of low-skilled adults is therefore challenging. Lessons from country experience and 

reflection on the elements that need to come together suggests that it requires a connected 

pipeline approach. 

The pipeline requires first identifying and reaching out to the low-skilled adults, which as noted 

above are a diverse group with varying characteristics. A second challenge often encountered 

with low-skilled adults is persuading them to participate in upgrading their skills and for a range 

of reasons low-skilled adults may not be willing to do so. The next step is ensuring that there are 
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education and training programmes that are well-adapted to the practical constraints and 

learning styles of low-skilled adults. And participation in these programmes is not enough; the 

programmes also need to deliver real improvements in skills. Lastly, it is important to ensure 

that it actually pays off – economically and socially – for people to improve their basic skills 

through opportunities to access better jobs and enhance their wellbeing. However, if any 

section of this skills pipeline is weak, then the whole pipeline will function poorly and actions 

that target only one or two sections of the pipeline will struggle to deliver significant skills 

improvements. Yet different ministries and agencies or even different levels of government will 

be responsible for different parts of the pipeline, so ensuring that the pipeline works well 

requires a joined-up approach across all parties involved. Recent OECD work with countries on 

building national skills strategies has demonstrated how to bring together several ministries, 

different levels of government and a wide range of stakeholders to identify skills challenges and 

together develop actions to address them. 
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The future of work: are your skills up to date? 

Skills are the currency of the 21st century and, together with education, they are crucial factors 

shaping the future of our societies and economies. But, are your skills up to date? In this 

episode of Real Economy, we look at how the working world is changing and what people in 

Europe are doing to keep up with it. 

The evolution of the world of work 

There are four main reasons why working society and industries are changing. They are: 

-Technological development 

-Climate change 

-Demographic shifts 

-Globalisation 

Reskilling and upskilling 

The World Economic Forum estimates that by 2022, more than half of employees will have to 

upskill or reskill, meaning that many workers will have to either gain additional expertise 

relating to their position or learn brand new skills entirely. 

Fabrice Bureaux works as an assembly line operator at a factory in Le Havre that makes nacelles; 

housings for engines and fuel on planes. When the method of construction evolved, Fabrice 

volunteered to be taught new skills. 

“Before, we used to perform this operation manually. In the end, it was really physical and very 

hard, so it would take roughly three-quarters of a working day. Now, with the drilling robot, it is 

done in a quarter of the day, and it is really precise,” he said. 

The factory of the future” 

 

One major element that has caused a change in working society across different industries is the 

introduction of new technology. Companies are constantly looking into how new computer 

programs and machinery can help them to reduce costs and improve efficiency. But introducing 

this new technology into an existing workplace is not always an easy task. 

“The transition must be positive, and to be positive it has to be prepared. In the factory of the 

future, the industrial tool should be at the service of the workers. This is what will allow us to be 

more efficient and improve our business,” said Cédric Halé of Safran Nacelles. 

The technological takeover 

While, in most cases, the introduction of new technology in the workplace can improve a 

business’ productivity, it begs the question: what does this mean for human workers? 
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“This new way of working will allow this company to deliver 2,000 new engines in three years, 

instead of 15 years. However, it means that machines and algorithms will be tasked with that 

work, which raises the question of the evolution of the role of humans at work.” 

Employability 

Many workers see the introduction of this new technology as less of a worry and more of an 

opportunity to learn new skills that could benefit them when it comes to future employment. 

Nicolas Lepape is a project manager of research and technology at Safran Nacelles, but he has 

now taken up a role as mentor to Mickael Lebaillif, an apprentice engineer at the National 

Institute of Applied Sciences of Lyon (INSA). 

“The idea behind these new jobs is so I can say: ‘I am an industrial engineer, so I manage 

mechanical and production aspects, amongst others, and I have skills across all digital areas’,” 

Nicolas said. 

Mickael is currently working with virtual and augmented reality, technologies which are not yet 

commonly used in most industries. He hopes that this will give him an edge when it comes to 

applying for jobs in the future. 

He said: "It opens doors for us and we are more employable because we already know these 

technologies." 
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Matching skills with needs 

New technologies are evolving constantly and rapidly. So how do companies match workers' 

skills with the future needs of the labour market? Alban Guyot, general manager at Entreprise 

du Futur, is currently working with a network of 19,000 employers who are looking at how to 

answer that question. 

He said: "It is one of our biggest questions, and we do not yet have an answer to it. But this is 

because there are many topics that are being tested in companies, about how technology will 

tackle topics like customer proximity, innovation, international development and understanding 

clients’ expectations. All these topics that are emerging are potentially creating new jobs." 
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The challenges 

The EU unemployment rate in February 2019 was 6.5% - the lowest it has been since monthly 

reporting began in 2000. Approximately 190 million people around the world are unemployed, 

with 64.8 million of those being young people. 

300 million workers live in extreme poverty, on less than €1.70 per day and two billion people 

make their living in the informal economy - a part of the economy that is not taxed or 

monitored by governments. 

Wage growth declined from 2.4% to 1.8% between 2016 and 2017, and a 20% pay gap exists 

between men and women. 

These are all major challenges that must be overcome, and it is estimated that 344 million jobs 

will need to be created by 2030 in order to address unemployment. 

Euronews' business editor Sasha Vakulina met with Marianne Thyssen, EU Commissioner for 

Employment, Social Affairs, Skills and Labour Mobility, to ask her how these challenges can be 

met. 

She said: "I think one of the main challenges is the skills of the people. Almost 70 million people 

in Europe are lacking basic digital skills. And this is not okay. We see a lot of vacancies that are 

not filled in and what we really have to take care of is that we can skill our people better, more, 

and making skills, education and the training often also more relevant for the labour market. I 

always say, when it is about skilling of people, 'employability' – is not a dirty word. We have to 

take into account that people, after they finish school, they have to come on the labour market 

and this transition should be as smooth as possible." 

But how do we ensure that workers are getting those skills? According to Marianne Thyssen, 

people should not stop once they have learned the necessary skills. She believes they should 

continue learning more skills throughout their lives. 

"We have to ask citizens to look at their skills, to make an effort, of course. We also have to ask 

them to be ready for life-long learning. I think we cannot say in the years ahead of us, we go to 

universities, or we go to other schools, and we have our certificate and then it's done. No! We 

have to skill, to reskill, to upskill. And we will be busy with skilling all our life. But from the side 

of, let me say the government, the public authorities, we also have to do our bit and we must 

make sure that there are good offers available," she said. 
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The European Union 

The European Commission currently promotes its 'Upskilling Pathways', an initiative designed 

for adults with a low level of skills, to help them achieve employment across various sectors. It 

aims to address the 70 million Europeans who struggle with basic reading, writing, mathematics 

and using digital tools. 

Sasha Vakulina asked Marianne Thyssen what else the EU can do when it comes to globalisation 

and global supply chains. 

"We must be ready as Europeans to take the lead and to try to export not just our products and 

services, but also our values. I think many people from somewhere else in the world, they look at 

Europe because they know it is a good quality of life here. And we must make it possible that 

people also in the future have a good quality of life. So what we have to do in our trade 

agreements – that are about services and products and global value change – we must make 

sure that we have also agreements on environmental protection, that we have also agreement 

on employment and social security, about dignified working conditions and so on," she said. 

EU policy in the field of adult learning 

The importance of adult learning  

Individuals pursue adult learning for a variety of reasons: to enhance their employment 

prospects, to develop personally or professionally and to obtain transferrable skills, such as 

critical thinking. Adult learning also contributes to improving social cohesion and promotes 

active citizenship. 

Increasingly, individuals must rely on continuous professional development to remain 

competitive on the labour market. A focus on adult learning is, therefore, vital for Europe to 

overcome economic challenges it is currently facing, as well respond to the demand for new 

skills and sustained productivity in an increasingly digitalised world economy.  

Actions and initiatives at the European level enhance our understanding of how to respond to 

challenges in the field of adult learning. They can also provide support to institutions and 

individuals, and enable a better exchange of knowledge and experiences between countries. 

What is the EU doing to support adult learning? 

A Resolution adopted by the Council on a renewed European Agenda for Adult Learning 

highlights the need to significantly increase adult participation in formal, non-formal and 

informal learning whether to acquire work skills, for active citizenship, or for personal 

development and fulfilment. 
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The Agenda outlines a vision of how adult learning should develop in Europe by 2020 and sets 

the following specific priorities for the years 2015 - 2020: 

Improve governance through better coordination between policy areas, enhanced effectiveness 

and societal relevance  

Significantly increase the supply and demand for high-quality provision, especially in literacy, 

numeracy and digital skills 

Ensure effective outreach, guidance and motivation strategies to reach and assist adult learners 

Offer more flexible opportunities for adults to learn and improved access through more learning 

at the workplace, the use if ICT and so-called ‘second chance’ qualification programmes  

Enhance the quality of adult learning by monitoring the impact of policies and improving the 

training provided to adult educators 

Further to this, the Council has adopted a Recommendation on Upskilling Pathways aiming to 

help adults acquire a minimum level of literacy, numeracy and digital skills or a specific upper-

secondary level qualification (level 3 or 4 in the European Qualifications Framework (EQF)). 

More information can be found on the Upskilling Pathways webpage.  

The Commission has set up an ET 2020 Working Group on adult learning consisting of national 

experts, representatives of European social partners and civil society members. The group 

exchanges and analyses information, and develops policy guidance in the field of adult learning 

based upon best practices taken from across Europe. You can find more information about the 

work of the Working Group on adult learning on the Electronic Platform for Adult Learning in 

Europe (EPALE) website. 

A network of National Coordinators who promote adult learning in their countries, provide 

policy advice and support, and gather and disseminate best practices has also been established.  

The Electronic Platform for Adult Learning in Europe (EPALE) provides a multilingual online 

space to exchange, showcase and promote best practices in adult education, as well as to 

promote peer learning.  

Follow the process on social media with the hashtags #EUAdultLearning and #UPSkillEU. 

THE ADULT LEARNING CHALLENGE  

To thrive in a fast-changing world, everyone needs a wide range of knowledge and skills – and to 

keep developing them throughout life. This is a key message of the New Skills Agenda for 

Europe [see box]. Without the right skills, many find themselves working in poor quality jobs, 

unemployed or under-qualified for a new generation of employment opportunities. Without 

basic literacy, numeracy and digital skills, everyday life can be a challenge. The challenge – set 

out in the European Agenda for Adult Learning [see box] – is to encourage more adults to return 

to learning. To accomplish this, the EU and Member States have adopted a diverse array of 

strategies and policy initiatives aimed at improving the availability and overall quality, quantity 

and accessibility of adult learning opportunities. In addition, steps are being taken to increase 

the up-take of these opportunities through effective outreach, guidance and motivation 

strategies targeting the groups most in need.  
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However, despite these efforts, statistics show that:  

⇢ only one out of every 10 European adults takes part in some form of education or training 

 ⇢ more than a quarter of all adults lack the basic literacy, numeracy and digital skills that many 

of today’s jobs require. So how can adult learning policies and provision be made more 

effective? 

 

 

 

Conclusion - SIX STEPS TOWARDS MORE EFFECTIVE ADULT LEARNING POLICIES 

1. INCREASE ADULTS’ WILLINGNESS TO TAKE PART IN, AND THEIR POSITIVE ATTITUDES 

TOWARDS, LEARNING 

Participation and retention are dependent on adult learning having a positive reputation and on 

individual learners being welldisposed towards it. To ensure that this is the case, Member States 

can work with social partners and other stakeholders to raise 

awareness about the many benefits of adult learning, to reach out to adults who would most 

benefit from it, and provide them 

with tailored information and guidance. 

2. ENCOURAGE EMPLOYER INVESTMENT IN ADULT LEARNING 

As job requirements evolve, employees must develop their existing skills and talents – along 

with acquiring new ones. For this 

reason, professional development and job-related training are key factors that can motivate 

adults to return to learning. Ensuring that employers invest in adult learning is essential for 

increasing both the range of opportunities available and the number 

of employees taking part in learning. 

3. ENHANCE ACCESS TO LEARNING FOR DISADVANTAGED AND DIFFICULT-TO-ENGAGE 

GROUPS 

There are many different kinds of adults learners with many different learning needs. There is 

no ‘one-size-fits-all’ solution: policies 

should incorporate tailor-made programmes and be flexible enough to respond to each 

individual’s learning needs and motivations – including basic skills development for low-skilled 

learners. To accomplish this, forming partnerships with such intermediary 

organisations as community groups and trade unions is recommended. 

4. IMPROVE THE RELEVANCE OF ADULT LEARNING FOR EVERYONE INVOLVED 

When education and training opportunities address the specific needs and motivations of both 

learner and employer, not only does 
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participation increase, but the end result is also better: meaning higher skills, access to better 

jobs and improved social outcomes. 

For this reason, adult learning policies and provision should be designed in a way that responds 

to the needs of different user groups. 

5. ASSURE THE QUALITY OF ADULT LEARNING OPPORTUNITIES 

It is important that adult learning provision be of high quality, both to ensure positive outcomes 

for learners, employers and the 

community, and to make the most effective use of public investment. 

 

6. COORDINATE ADULT LEARNING POLICY AT NATIONAL, REGIONAL AND LOCAL LEVELS 

For maximum policy success, there needs to be effective coordination of the different initiatives 

happening at the national, regional 

and local levels, and effective collaboration of all the various institutions, organisations and 

stakeholders. 

The vision for 2030 

The workshop participants agreed that by 2030 adult learning will be ubiquitous and the digital 

divide will be less of an issue; it was assumed that ICT and the technological infrastructure 

would develop continuously and there would be an abundance of adaptable OER in all 

languages. Knowledge and content are expected to be available to users for free. However, for 

additional educational services, a payment could be necessary (cf. Mulder, 2013 Mulder, F. 

(2013). The LOGIC of national policies and strategies for open educational resources. The 

International Review of Research in Open and Distance Learning, 14, 96–105. 

Ideally, by 2030 there will be a combination of providers of OER (e.g. government, experts, 

communities, learners, industry and publishers). In the case of adult learning, the decentralised 

production of resources will be a must in order to cover the diversity of resources and aims 

encompassed by this sector. 

In the future, pedagogy will situate learners at the centre of the learning process, which they 

control themselves when they have the necessary skills to be successful. Social learning 

opportunities will be more abundant than today, thanks to an emphasis on learning within 

networks and communities. 

In 2030, the current trend towards ever more abundant data will be consolidated, and it is 

expected that this will play a big role in the instructional design and pedagogy of adult learning. 

This, in turn, will facilitate the personalisation of the learning processes. In 2030, technology is 

expected to adapt learning activities to personal needs, making the ‘ongoing’ redesign of the 

learning process possible and facilitating self-directed learning through technological resources. 

Finally, in 2030 ‘fluidity’ will be common in education. Fluidity is understood as a metaphor for 

the ability to move between educational contexts; for example, see Bauman (2000 Bauman, Z. 

(2000). Liquid modernity. Cambridge, UKU: Malden, MA: Polity Press; Blackwell.) for a general 

understanding of the metaphor and Falconer et al. (2013 Falconer, I., Littlejohn, A., & McGill, L. 
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(2013). Fluid learning: Vision for lifelong learning in 2030. a contribution to open education 

2030. Retrieved from 

http://blogs.ec.europa.eu/openeducation2030/files/2013/04/Falconer-et-al-OE2030-LLL.pdf) 

for a concrete specific application to open education. This means that learners will be able to 

move easily from one educational setting to another, thus combining educational opportunities 

in a way that best fits their preferences and needs. In order to better exploit this fluidity, in 2030 

multiple mechanisms of assessment, recognition and certification will coexist. 

 

 

 

Different scenarios for open adult learning 

There are two key challenges that emerge from current trends and envisaged future 

opportunities: 

Challenge 1: guidance and inclusiveness. Learning opportunities that emerge in a completely 

unstructured learning context, where the learner decides on the learning context, require 

autonomous and self-directed learning strategies. Regardless of the abundance of open 

resources and networks available on the Internet, not everyone is able or motivated to use 

them. It is important for adult learners especially, who have previously been disengaged from 

learning, that externally set learning pathways continue to exist in the future, which will offer 

the support and guidance that is needed for these learners to benefit from the increasing scope 

and variety of learning and training opportunities. 

 

Challenge 2: learning goals and recognition. The second challenge for open learning is shaped by 

the learning goals and their perceived value. Some learners are free and able to decide on their 

own learning goals; for instance, out of personal interests. Others might embark on learning to 

meet labour-market needs and might require certification. In this case, there is a need to 

demonstrate the achievement of certain socially recognised and externally set goals. Currently, 

different ways for obtaining this kind of recognition are being experimented with. Some of these 

– such as peer recognition, peer endorsement, open badges – respond to increasingly informal 

learning practices. However, they are still very new and it is not clear whether they are going to 

become officially valued forms of recognition. Open adult learning has to offer transparent and 

recognised mechanisms that allow the acquired skills to be documented. 

These two challenges structure the emerging scenarios by providing the key tensions that form 

the x and y axes for the scenario development: 

The ‘Learning for Life’ scenario faces up to the two challenges, inclusion and recognition, 

mentioned above. In the ‘Learning for Life’ scenario, the learning process is driven by the 

learner’s motivation to understand and learn. The learner freely picks, evaluates and mixes 

learning resources as she/he sees fit. Since the focus of the learning process is understanding 

and gaining knowledge of a topic that deeply concerns the learner (such as a disease she/he or a 

relative has, or a concrete problem she/he needs to solve), there is, at least initially, no need for 

the learning gains to become recognised and presumably no need for guidance. 
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The ‘Learning Café’ scenario responds to the need for guidance. In this scenario the learning 

process is driven by the learner’s motivation to understand (and no direct need for recognition 

or certification) but the learner chooses to seek more structure, help and guidance to orient 

himself/herself in an abundant learning universe. Thus, learners rely more heavily on 

communities and groups or on trusted gateways to knowledge to orient themselves in a 

confusingly rich landscape of information and misinformation. 

‘My Learning Certified’ scenario responds to the need for recognition. In this scenario, the 

learner chooses to learn autonomously, in a self-directed way, but the learning process is driven 

by the learner’s wish or need to fulfil an externally set curriculum or standard to receive 

recognition and/or certification for his achievements. Thus there will be a plethora of different 

learning opportunities and learners will have a high degree of freedom concerning which 

learning resources to use, when and how. There is also, however, some overall structure that 

will allow learners to receive recognition for their accomplishments. 

The ‘Open Training’ responds to both constraints by describing a learning context in which 

openness is embedded in a more formally structured learning process. This scenario is a 

combination of the latter two scenarios, in which the learner chooses to study a certain subject 

that is linked to an externally set standard (even if this is loosely defined) in a more structured, 

supportive, collaborative learning environment. This scenario may lead to a certification, but the 

latter is not necessarily its principal aim. 

 

 

 

These four scenarios are not exclusive, but complementary, and they sketch out different 

situations and configurations of open adult learning. As was pointed out repeatedly by the 

experts consulted, the four scenarios should coexist and learners should be able to move 

between them as their learning goals and guidance needs change. 
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The scenarios in detail 

‘Learning for Life’ 

With the abundance of technology and OER, in 2030 the possibility of self-directed learning 

throughout life is higher than ever before. In the maximally open ‘Learning for Life’ scenario 

(Figure 1) the learning process is completely learner-led. Learners have full control over their 

own learning. They identify their learning needs themselves, set their own individual goals, 

choose and create their own learning ecology through networking, collaboration and knowledge 

exchange, and assess, generate, adapt, revise and validate resources for learning themselves. 

This scenario is characterised by abundance and variety – of sources and resources, networks 

and groups, and experiences and expertise. At the same time, it relies on this abundance and on 

a culture of sharing and collaboration. The scenario combines individual, self-directed learning 

with collaborative learning boosted by communities and networks. The need for control over 

the learning process can potentially lead to social exclusion, as not all individuals have the 

required competences or necessary motivation for such a learning journey. 

The ‘Learning for Life’ scenario is especially suited for the acquisition of competences for 

personal needs, such as for leisure learning, active ageing or active citizenship. Examples 

comprise a parent who wants to learn more about his/her child’s learning disorder and uses 

Google search to identify and study relevant information; a person who needs to take up 

employment in a different European country and wants to learn the future host country’s 

language though a mix of online tools, courses and communities; a devoted hobby-botanist who 

sets up his own gardening website with all the links and resources he considers relevant and 

interesting, combined with tips from his and others’ experience. 

‘Learning Café’ 

While the ‘Learning for Life’ scenario involves peer and expert support as a resource within a 

learner-driven learning scenario, in the ‘Learning Café’ support and guidance are the key 

elements supporting the learning process for adult learners who do not have the necessary self-

regulated learning skills to successfully exploit the potential of an abundance of resources 

without any guidance. The ‘Learning Café’ scenario fulfils the needs of people who want to 

learn, understand or know something out of personal interest or necessity, but who are 

overwhelmed by the abundance of information available, unsure which information to trust, or 

unable to identify and retrieve the relevant information they require. These learners need 

guidance in the sense of a trusted starting point and a filter for their learning endeavour. This 

starting point could be a local or virtual community; it could be a professional association, a 

consumer information service, a community centre, a network of friends, or even an organised 

course or learning activity. Additionally, in 2030 the human aspect will be complemented with 

automated advice based on personal records and data. 

In this scenario, the role of the teachers, communities, peers and organised groups as guides 

and content curators is essential. Since this learning scenario will be particularly relevant for 

learners with lower social capital and learning-to-learn skills, to minimise the vulnerability of the 

learner, quality assurance mechanisms should be put in place that generate the necessary trust. 

Rather than being centrally controlled, these mechanisms could include a combination of 

criteria set by the learner (such as personal proximity), brand recognition of the resource 



  IO2  

Enhancing new age skills for adults 

 

119 
 

provider (e.g. consumer associations, broadcasting companies), and social control (e.g. 

recommendations, opinions of peers) with more formal certification. 

Examples for the ‘Learning Café’ scenario include an online community for parents with children 

who have a learning disorder; a weekly tandem language exchange between Spanish and an 

English-native speaker in a local café; or a gardening club that organises events, excursions, 

competitions and expert talks for their members. 

‘My Learning Certified’ 

The above two scenarios are particularly relevant for personal development and fulfilment. In 

many cases, however, learners need to acquire certain skills to further their future careers and 

will therefore want to demonstrate, in one way or another, that they have achieved certain, 

externally defined, learning goals. There will be different ways for obtaining recognition for 

having achieved these goals. Some of these – such as peer recognition, peer endorsement, open 

badges, and so forth – will respond to increasingly informal learning practices and will allow 

learners who initially followed the ‘Learning for Life’ or ‘Learning Café’ scenarios to convert their 

autonomously acquired expertise into recognised qualifications. For example, the parent 

initially interested in finding out more about the his/her child’s learning disorder could 

eventually build up enough expertise in the area to become a counsellor or even a therapist for 

other children and parents with similar problems. 

However, if from the outset the main learning goal is to obtain a certain qualification or a 

specific degree or certificate, ‘Learning for Life’ may not be the most efficient or effective way of 

learning. A course (such as a MOOC), structured in a meaningful way in view of the specific 

learning goal, or a self-selected combination of different resources, including self-assessment, 

quizzes, games, apps, collaborative work in virtual and face-to-face learning groups, are 

examples of open learning strategies that are more suitable for self-guided learners in such a 

case. 

Thus, the ‘My Learning Certified’ scenario envisages the case in which learners are comfortable 

in organising their own learning towards a clearly defined learning goal with the help of 

resources that prepare them in a targeted way to reach this goal. For this scenario, the quality 

of the educational resources available for achieving a given goal is of utmost importance. The 

paradigm example for this learning scenario consists of MOOCs and other open courses or 

resources, which allow learners to acquire a given set of competences in a targeted, but flexible 

way. While (most) MOOCs are not yet fully recognised, it is to be expected that in the near 

future accreditation mechanisms will be developed to increase the viability of this learning 

model. 

Other examples relevant for this scenario include cases in which learners use OER and/or other 

relevant resources to prepare themselves for university entrance examinations or board 

examinations conducted by professional associations. In the future, the use of these resources 

will also serve to extend the ‘Learning for Life’ and ‘Learning Café’ scenarios, allowing learners 

who can provide evidence of relevant informally acquired skills (such as the interested parent) 

to upgrade to a fully recognised qualification by complementing their expertise and experience 

with miscellaneous skills and licences that may be required to set up a business or become a 

recognised professional. 

‘Open Training’ 
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The ‘Open Training’ scenario can be considered a combination of the previous two scenarios. It 

is suitable for people who, for whatever reason (e.g. lack of resources or social capital, lack of 

learning to learn skills), are not able or willing to organise their learning process by themselves 

and may lead to receive certification of the acquired competences. 

Under this scenario there will be a wide range of learning resources and opportunities, which 

are packaged and aggregated for the learners’ easier use. Guidance and personal support will be 

offered to help learners reach their goals and keep them engaged in the learning process. 

Jointly, the two main characteristics of this scenario – an externally set learning context 

together with externally set learning goals – make it very similar to the traditional learning and 

training settings as we know them today. However, in this scenario all other aspects remain as 

‘open’ as possible. Learners will have access to a wide range of sources and resources that are 

adapted to fit their individual learning needs as concerns time, pace, place and pedagogical 

approach. 

 

Scenario examples include a hairdresser who has been developing an allergy to chemicals and 

wanted to re-qualify as bank assistant by taking a blended learning course, which combines 

games, video lectures, collaborative assignments and paced tutorials. Similarly, the parent 

interested in learning disorders could enrol at a vocational training centre, which would provide 

accreditation for his/her already acquired competences and compile a set of targeted courses, 

interventions and activities to prepare him/her to qualify as a child therapist.  

From present to future: a roadmap for moving towards open adult learning 

There are important differences between the current situation and the visions of open adult 

learning presented above. In order to achieve these visions by 2030, public institutions need to 

consider a framework where the four scenarios of open adult learning can coexist, allowing the 

learners the choice and the fluidity of movement between them. To achieve this goal, some 

specific measures are necessary. In this section, we present six measures discussed in the 

workshop grouped by topic: inclusion, production, quality assurance, pedagogy, certification 

and economics. Some of these measures have been included in the new EU Communication on 

‘Opening up Education’ (European Commission, 2013b European Commission. (2013b). 

‘Opening up education’: Innovative teaching and learning for all through new technologies and 

open educational resources. Retrieved from 

http://ec.europa.eu/education/news/doc/openingcom_en.pdf); this section, therefore, will 

focus only on those measures specifically directed towards adult learning, or proposed 

measures that are not explicitly included in the initiative. 

Inclusion: guaranteeing the participation of all individuals in open adult learning 

In an ideal world, all individuals would be able to participate in and take advantage of open 

adult learning. Today, however, this is not the case. During the workshop, experts identified the 

main challenges to guaranteeing inclusion. The experts’ recommendations coincide with the 

measures in ‘Opening up Education’ (European Commission, 2013b European Commission. 

(2013b). ‘Opening up education’: Innovative teaching and learning for all through new 

technologies and open educational resources. Retrieved from 
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http://ec.europa.eu/education/news/doc/openingcom_en.pdf), which aims to close the digital 

divide and improve digital skills (especially of the disadvantaged groups). Additionally, they 

proposed the following: 

Overcoming the localisation and language barriers to access to the resources. In the short term, 

the production of multilingual resources should be fostered. In the medium–long term, greater 

development of automatic translation technologies, including new technology that allows a real 

multi-language synchronic communication, is seen as the ideal solution. Automatic translation, 

however, runs the risk of ignoring the localisation of the contents, which is more than a mere 

translation of the text. 

Encouraging individuals to take control of their own learning. In order to achieve this goal, 

learners need more advice and guidance. Some examples in the short term are: the 

development of a European course on how to take advantage of open education; the 

development of a platform for identifying relevant learning communities and resources; and the 

implementation of guidance systems especially focused on the disadvantaged individuals and 

job-related skills. In the medium term, it is necessary to define and mainstream ‘Open Education 

Competences’ in compulsory education to empower learners to take control of their learning, 

which encompasses self-directed learning skills, digital competence, and the ability to make 

choices and be motivated to benefit from open education. Finally in the long term, it is 

necessary to allow learners to move between different learning settings, including the transfer 

of students between formal, non-formal and informal settings, and ideally eliminating all 

economic barriers, guarantying free worldwide post-secondary education. 

Production: guaranteeing the availability of open educational resources and practices for 

lifelong learning 

A common assumption in the vision and in all of the scenarios is that there will be an abundance 

of educational resources. The lack of specific OER for adult learning has been noted as a trend 

when analysing the current situation, but to achieve real open adult learning, it is necessary to 

organise and foster the production of OER. During the workshop, most of the experts agreed on 

stimulating the decentralised production of resources (as in European Commission, 2013b 

European Commission. (2013b). ‘Opening up education’: Innovative teaching and learning for all 

through new technologies and open educational resources. Retrieved from 

http://ec.europa.eu/education/news/doc/openingcom_en.pdf), and making available research 

and educational materials paid for by taxpayers. They also agreed on the importance of 

indexing, classifying and improving the searchability of the OER (e.g. Open Education Europa 

portal4 

4. Retrieved December 18, 2012, from http://www.openeducationeuropa.eu/en.). However, the 

experts highlighted the need to extend these measures to open educational practices (as 

defined by ICDE, n.d International Council for Open and Distance Education (ICDE). (n.d.). Open 

educational practices. Retrieved from 

http://www.icde.org/en/resources/open_educational_quality_inititiative/definition_of_open_e

ducational_practices/), and also to include specific practices for adult learners: 

Supporting the production of open education adapted for adult learners. The production of OER 

and implementation of open educational practices that take into account the needs of adult 
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learners (e.g. flexibility, self-study, job skills) has to be promoted. This would increase the 

number of resources available in order to overcome the teacher-directed paradigm of formal 

education and facilitate the likelihood of the ‘Learning for Life’ and ‘My Learning Certified’ 

scenarios. 

Guaranteeing the quality of open education 

Owing to the social and decentralised aspect of open adult learning – and in some of the 

scenarios, the ability to self-direct the learning process – any central public intervention on the 

quality of open adult learning becomes difficult to achieve, and may not be desirable. However, 

the workshop participants highlighted the following actions as complementary to the proposals 

included in opening up education (European Commission, 2013b European Commission. 

(2013b). ‘Opening up education’: Innovative teaching and learning for all through new 

technologies and open educational resources. Retrieved from 

http://ec.europa.eu/education/news/doc/openingcom_en.pdf), which aimed to benchmark the 

digital state of educational institutions and implement awards for the good pedagogical use of 

ICT: 

 

Identifying trusted providers. In the short term, an agreed minimum set of quality criteria could 

be defined at European Union and/or national level, which would help to signal who are the 

‘trusted providers’ of open adult learning. Additionally, on the basis of these criteria, the 

European Union could promote a repository of trusted providers (identifying the existing) with a 

search facility. 

Assessing the quality of the learning communities and practices. In the medium term, it is 

necessary to overcome the ‘resource’ approximation of quality mechanisms and to develop a 

framework to describe the quality of the communities of learning and the information that they 

provide and open educational practices. 

Fostering a combination of quality assurance mechanisms, including social mechanisms. In the 

long term, the ideal is to have a combination of all possible quality assurance mechanisms 

working. The top-down mechanisms described above need to be mixed with social quality 

mechanisms such as social rating and opinions in order to avoid disappointing learners and to 

stop adult learners from shunning open education. 

Pedagogy: opening up educational practice 

The vision of the teacher as a mere knowledge transmitter can be overcome even in the more 

structured scenarios. It is clear that future is envisioned where the presence of open 

educational practices dominate (for more information on how to mainstream open educational 

practices, see Camilleri & Ehlers, 2011 Camilleri, A., & Ehlers, U. (2011). Mainstreaming open 

educational practice: Recommendations for policy. The OPAL Consortium. Retrieved from 

http://efquel.org/wpcontent/uploads/2012/03/Policy_Support_OEP.pdf). That means that 

individuals will take control of their own learning, through a greater degree of flexibility and 

personalisation in the learning process that will include social and collaborative aspects. 

However, as at least two of the scenarios show, some students will need or prefer human 

guidance. There is thus still room for the teacher, but he/she will play a different role from 
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today. One of the main recommendations to make pedagogy more open, which coincides with 

the ‘Opening up Education’ mission (European Commission, 2013b European Commission. 

(2013b). ‘Opening up education’: Innovative teaching and learning for all through new 

technologies and open educational resources. Retrieved from 

http://ec.europa.eu/education/news/doc/openingcom_en.pdf), is to foster innovative practices 

for personalised and adaptive learning using the power of the data and learning analytics. 

Additionally, the experts proposed the following measures: 

Moving from reuse to remix and repurposing. In 2013, OER are often (re)used as they are 

designed. However in the short term, in order to open up educational practices, it is necessary 

to foster the flexibility and adaptability of OER and exploit their remix and repurposing 

potential. 

Fostering the communities of learners. In order to introduce a higher social meaning in the adult 

learning processes, the communities of learners have to be better exploited. To this end, initial 

measures to encourage social learning processes during compulsory education through peer-to-

peer interactions and the use of social media are highly valued. Additionally, the inclusion of 

social aspects and activities in OER (e.g. in open e-textbooks) and virtual courses is also 

recommended. 

 

Making the learning fluid. The acquisition of skills during life is a flexible process. Therefore, 

open adult learning has to overcome current constraints, by eliminating the barriers that restrict 

movement between learning contexts and by allowing the transition between the formal and 

informal education of the learners. 

Certification: recognising the value of adult learning 

To match the needs of the society with the skills of adult learners better, it is necessary to 

recognise the competences acquired through open adult learning. The aspect of recognition is 

present in two of the presented scenarios. As envisaged by ‘Opening up Education’ (European 

Commission, 2013b European Commission. (2013b). ‘Opening up education’: Innovative 

teaching and learning for all through new technologies and open educational resources. 

Retrieved from 

http://ec.europa.eu/education/news/doc/openingcom_en.pdf), the final goal is that all 

competences gained can be assessed. But some specific actions are needed in order to foster 

the potential value of the competences acquired through adult learning. To this end, the 

following measures were suggested during the expert workshop: 

Improving the social and institutional perception of the value of open adult learning. Changing 

mind-sets and recognising that learning outside formal contexts is important is a key issue in 

achieving full implementation of open adult learning. Improving social awareness about this 

type of education in the adult learning sector will be crucial. Similarly, to support competence-

based assessment, the importance of prior learning recognition mechanisms must be increased 

and formal certification must be combined with informal ways of recognition. This could help 

increase the perceived value of open education. 
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Fostering the coexistence of informal ways of recognition. In the long term, a variety of ways of 

certification should be available, allowing a mix of more formal certifications with more informal 

ones. This will be especially useful as regards competences that are not recognised in 

frameworks or official curricula. Micro-credentials, badges and social certification could be 

useful tools. Additionally, the personal trusted portfolios where individuals can store and 

manage their own ‘demonstrators’ of competences have to be supported and mainstreamed. If 

this is done, the monopoly held by the public sector in certification will become more flexible 

and open. 

Sustaining the open adult learning system 

Finally, to complete the vision, the open adult learning system must be made sustainable. To 

this end, ‘Opening up Education’ (European Commission, 2013b European Commission. (2013b). 

‘Opening up education’: Innovative teaching and learning for all through new technologies and 

open educational resources. Retrieved from 

http://ec.europa.eu/education/news/doc/openingcom_en.pdf) proposes exploring (and 

implementing) new business models. This will reduce the weight of public money in the 

provision of open education and make the initiatives more sustainable. The following specific 

measures to open adult learning were proposed during the expert workshop: 

Exploring and implementing new revenue models adapted to open adult learning. Taking into 

account the strong link between adult learning and the labour market, co-financing by the 

public and private sectors that takes advantage of human capital acquired though open adult 

learning (e.g. enterprises), or charges for extra-services such as linking the learners to the labour 

market are considered possible options. 

Stimulating the demand for OER. Another necessary step towards making the open adult 

learning system sustainable is ensuring that it is useful and used. In this light, all measures 

linked to stimulating the demand for open education and OER are highly recommended by the 

expert group. A concrete proposal, for example, is to link the public funds to the learners and 

not to the content or offer, in order to guarantee the most adequate and demanded resources 

and courses. Additionally, any related measure that augments social recognition of open adult 

learning is also expected to increase demand. 
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