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Up- and re-skilling is 
necessary to face changes 
in the labour market and 
policymakers can significantly 
support this process

The study
In 2019, the European Commission – Directorate-General for Employment, 
Social Affairs and Inclusion, in collaboration with a group of researchers 
led by CEPS (Centre for European Policy Studies), conducted a study on 
mapping opportunities and challenges for micro and small enterprises in 
offering their employees up- and re-skilling opportunities.

Up- and re-skilling are necessary to face changes in the labour market, 
led by important transformations such as digitalisation, ageing population 
and climate change.  Given the importance of micro and small enterprises 
for the EU economy and employment, the study provides insights into 
the main challenges faced by these enterprises, potential opportunities 
stemming from up-skilling and re-skilling activities and policy options to 
facilitate the provision of future-proof up-skilling and re-skilling services. 
This booklet presents good examples of policies that support up- and re-
skilling in micro and small companies.

The full report of the study is available at https://europa.eu/!KB34px
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For many employers in micro and small companies, lack of financial resources is a significant concern. 
However, the biggest challenge they face is a lack of time to participate in, search for or organise skills 
development activities. Other challenges are linked to their limited size and, specifically, the absence of 
human resources departments. For instance, companies may lack information about skills development, 
including the policy support available, while for many, engaging in up- and re-skilling carries a high 
administrative burden. Finally, there is a limited supply of suitable training for their specific needs. 

The policies presented here have been selected on account of their design characteristics and their potential 
to address these challenges, rather than on an analysis of their results and impact, which are of limited 
comparability given the different contexts involved.

What makes a good policy example? 

The policies presented combine all these elements. Some aim to stimulate smaller firms, such as 
the Chèque-Formation in Belgium. Others offer incentives directly to individuals, for instance 
the individual learning accounts in the Netherlands and in France and the REPAS+ and 
KOMPAS+ in Slovakia. Some policies have incentives for both individuals and companies, such 
as the WeGeBau in Germany or the AMU in Denmark, which specifically target the low-qualified. 
There are also policies that lower informational barriers related to engaging in up- and re-skilling, such 
as the Prestation de conseil RH in France. Several policies address supply constraints on training 
provision in micro and small companies. In particular, policies that facilitate the formation of networks, 
such as Skillnet in Ireland and the training funds in Italy and the Netherlands, which exploit 
economies of scale to supply adequate training to firms. Aula Mentor in Spain removes supply 
constraints of training but also lowers the cost of training by promoting online training. The AFEST in 
France promotes informal learning. This lowers the administrative burden, decreases informational 
barriers and addresses supply constraints by providing training that corresponds to a firm’s needs. 

All these interventions are complementary, rather than alternative. In many countries, good policies 
with different approaches coexist and contribute to shape a favourable environment for up- and re-
skilling. This publication showcases the example of France, where incentives for up- and re-skilling 
are made available to everybody through individual learning accounts, to ensure universal access to 
training regardless of employment status or employer’s action. At the same time, support directed to 
firms is available and tailored to the needs of smaller companies, thanks to policies such as AFEST and 
Prestation de conseil RH. All these policies act simultaneously in France, providing an example on how 
different policies can be combined to achieve positive results in up- and re-skilling.

As a general remark, the setup and implementation of a national qualification framework is a prerequisite 
for more specific policy measures that can support up- and re-skilling. Curricula and training need to 
be developed based on this framework. Moreover, mechanisms for adequate validation and recognition 
of skills need to be introduced and developed. In addition, a crucial background condition for successful 
policy implementation is increasing information outreach to smaller companies and individuals about 
support measures and the strategic importance of up- and re-skilling. 

INCENTIVES TO EMPLOYERS
Employers can be encouraged to provide up- 
and re-skilling opportunities for employees 
through funding and other means.

INFORMATION AND KNOWLEDGE 
ON UP- AND RE-SKILLING
The information costs associated with 
up- and re-skilling can be reduced by 
developing awareness raising campaigns, 
improving the HR function in micro and 
small companies and better monitoring 
skills levels and needs.

 INCENTIVES TO EMPLOYEES 
Employees can be supported in taking up 

education and training through funding, 
educational leave and other measures.

BETTER QUALITY OF 
UP- AND RE-SKILLING

The supply of skills development 
opportunities can be increased through 

networks and collaboration among 
companies, engagement of education and 
training providers and the development of 

online or modularised education and training.

Types of
interventions
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A policy that gives subsidies for training, 
including the acquisition of vocational 
qualifications to employees, especially the 
low-qualified and those in smaller businesses

A well-known national agency that fosters networks of 
companies to deliver demand-led training in enterprises, 
through a sectoral and regional approach and including 
management training for employers

A longstanding policy that focuses on the 
low-qualified people by providing flexible 
and practical courses, based on tripartite 
governancegovernance

The AMU-system
Denmark

An experimental policy that aims at 
supporting, valuing and recognising 
informal learning in the workplace

WeGebAU
Germany

The AFEST
France

Skillnet
Ireland 

A policy that supports individuals in directly undertaking 
education and training, often independently from their 
employment status or from the employerthe employer

Individual  
learning accounts
Examples in the Netherlands and France

               Overview of 

policies 8
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7

A policy funded by the European Funds to retrain 
and increase the competences of young employees, 

often aimed at the acquisition of vocational 
qualifications, including for the low-qualified

Bipartite organisations that provide 
grants to companies to train employees 

through a training levy, often relying 
on business or sectoral networks

A policy that offers subsidised vouchers specifically 
to micro and small companies, to encourage them 

to provide training for their employees

A policy that aims at addressing time, 
administrative and information constraints 

faced by smaller companies, by providing 
subsidised human resources advice services

Training funds
Examples in Italy  

and the Netherlands

Chèque-Formation
Belgium (Wallonia)

REPAS+ and  
KOMPAS+

Slovakia

Prestation 
de conseil RH

France

9

A policy that aims at removing the 
barrier of distance and training supply 

constraints by promoting online training 
for individuals, with a modular approach

Aula Mentor
Spain
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AMU has focused on providing education and training to 
low- and medium-qualified adults in Denmark for more 
than 50 years. The policy supports both companies and 
individuals in engaging with education and training.

The AMU-system (ArbejdsMarkedsUddannelse, in 
English “labour market education”) aims to respond 
to companies’ increasing demands for higher-
skilled employees. While the system is open to all 
Danish residents, it targets specifically low- and 
medium-qualified employees. AMU is based on 
three pillars. The first is the identification of the 
need for skills, which consists of an evaluation of 
the individual employee or the entire company. The 
evaluation is used to establish what type of skills the 
company needs. The second pillar is the provision 
of AMU courses, which are very different in length, 
difficulty and teaching methods. The large variety 
of courses means that the system is very flexible, so 
that it responds to the diversity of employees and 
companies’ needs. Generally, AMU courses focus on 
practical learning and not theoretical learning. This 
makes it easier for the low-qualified employees 
to attend as it is more applicable and interesting 
for them. The evaluation of skills, part of the first 
pillar, helps both employees and employers choose 
among the many different types of courses. They 
are chosen with the aid of a consultant from an 
AMU centre, who visits companies to inform them 
and help them use the AMU-system. The third pillar 
is the certification of the skills acquired. After 
the employees complete a course, they can obtain 
a certificate documenting the skill. Certifications 
are important to validate and track the employee’s 
development. Being more at risk, many of the low-
qualified employees need these certificates if they 
become unemployed.

The AMU policy is developed, implemented and 
evaluated through cooperation between various 
actors and has a tripartite governance structure. 
The actors involved include the Danish Ministry of 
Children and Education, social partners represented 
in the Education Committee (EUU), the Adult 
Continuing Education Committee (VEU) and the 
public and private education institutions approved 
by the ministry to provide AMU. Social partners 

in the EUU make recommendations on what type 
of education and training are needed among 
employers and employees. These recommendations 
are then approved by the Ministry of Children and 
Education. The AMU-system is financed by the 
government and by employers or employees, who 
pay for courses but can also apply for a subsidy.
 
The AMU-system has been evaluated many times 
by the Danish Evaluation Institute, most recently 
in 2019. The evaluation indicates that further 
efforts are needed to involve smaller businesses, 
especially in terms of reducing administrative 
burdens. However, AMU is especially popular in 
firms with low-qualified employees, showing that it 
is effectively targeting them.  

The AMU-System
in Denmark

POL IC Y 1

TAKEAWAYS

ݮ  The AMU courses are divided into modules 
which are flexible, easy to adapt to needs 
and focused on practical learning

ݮ  The courses are offered by many 
organisations throughout Denmark, 
including in remote areas

ݮ  The courses are cheap for the employer 
and/or employee, limiting financial 
constraints

ݮ  Evaluating skills needs and guiding 
beneficiaries throughout the process 
helps to raise awareness and increase 
information

ݮ  AMU has a tripartite governance, which 
ensures good cooperation between all 
actors

ݎ  More information available:  
www.amukurs.dk 
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WeGebAU
in Germany

POL IC Y 2

The WeGebAU programme establishes subsidies to encourage the training 
of low-skilled employees and let them acquire vocational qualifications. 
The programme, which relies on agreed arrangements between employees 
and employers, aims particularly at encouraging training in smaller firms. 

WeGebAU (Weiterbildung geringqualifizierter und 
beschäftigter älterer Arbeitnehmer in Unternehmen/
Qualifizierungschancengesetz, in English “Further 
Qualification for low-qualified and older employees 
in companies”) was established in 2007 to address 
the issue of low take-up of training among those 
already employed. Measures target two groups: 
(older) employees who seek a new professional 
qualification or no longer practice their old 
professional qualification and thus are placed in 
a semi- or un-skilled job; or employees in small 
and medium-sized enterprises. The system relies 
on agreements between employees and 
employers, who jointly decide on training 
participation and the type of training. Training 
is undertaken during working hours and both 
employees and employers can initiate it. To be 
eligible, training must last at least four weeks, 
be certified and take place within an accredited 
training body. This ensures that the training is of 
adequate quality and can fulfil the aims of the 
programme. The training must not be firm 
specific, but rather focused on the employees’ 
need to up- and re-skill. During the training 
period, the employee continues to receive his/her 
regular salary for all training and working hours. 
Obtaining a vocational qualification is often 
a priority. It allows participants to have skills that 
are validated, recognised and transferrable in the 
labour market.

WeGebAU is managed by the German Federal 
Employment Agency. The level of funding support 
in WeGebAU depends on the size of the company. 
Micro companies with fewer than 10 employees 
are refunded 100% of the training costs, while 
for those with less than 250 employees, support 
depends on the age and skill level of the employees.
 
Recently, WeGebAU has been subsumed within 
a wider-reaching policy initiative (QuaChaG 
– Qualifizierungschancengesetz, in English, 

“Qualification Opportunities Act”). This policy places 
particular emphasis on the skills of the future, such 
as digital skills, and is accessible to all labour market 
participants.

TAKEAWAYS

ݮ  WeGebAU specifically targets low-skilled 
and older employees

ݮ  It provides greater support for companies of 
smaller sizes

ݮ  It ensures that training takes place during 
working hours and is remunerated

ݮ  Training is agreed jointly between the 
employer and employees so that the needs 
of both parties are met

ݮ  Subsidised training is not firm specific but 
responds to broader needs for up- and re- 
skilling

ݮ  It is focused on the acquisition of vocational 
qualifications, giving visibility to the 
developed skills 

ݎ  More information available: www.arbeit-
sagentur.de/karriere-und-weiterbildung/
foerderung-berufliche-weiterbildung
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The AFEST is an innovative and experimental policy enabling the 
inclusion of informal training, as part of a company’s official training 
costs. The activities of the programme rely on employee-employer 
collaboration and can be implemented easily in the workplace.

In France, vocational training in companies is 
financed through a levy that forms part of a 
company’s payroll (cfr. also Policy 7). Traditionally, 
informal learning does not form part of a company’s 
training expenses and is seldom officially recognised 
for funding. This changed with the introduction of 
AFEST (Action de formation en situation de travail. 
In English “Learning at the workplace”). Through 
this system, companies can officially register 
informal learning as part of their training 
costs. This is especially useful for micro and 
small companies, where informal learning plays 
an significant role in training employees. It is also 
significant for low-qualified employees, who are 
less likely to participate in formal training. 

The AFEST splits up the informal learning process 
into several phases, which are prepared jointly 
by the employer and the employee. The process 
is supervised and coordinated by a trainer based 
within the company, who normally is himself/herself 
an employee that has been previously trained in the 
AFEST method. The first step is the identification of 
skills to develop by the employee benefiting from 
AFEST. In this phase, both the employee and the 
employer are asked to determine their objectives to 
pursue through AFEST, in order to come to a joint 
evaluation at the end of the process. Then, the 
employee is exposed to a work situation with 
the explicit aim of developing the new skills 
as identified in the previous phase. Following, 
there is a reflection phase, when the trainer, the 
employer and the employee engage into discussions 
to analyse the new skills mastered and the learning 
process. Finally, an evaluation of the training action 
is performed to measure the achievement of the 
objectives initially identified, including of the new 
skills acquired.  This process can be repeated 
by several cycles of training actions, each time 
enlarging the skillset of employees.

The AFEST was introduced as a pilot by the 
French Ministry of Labour in 2014. It does not rely 

on public subsidies. Instead, it creates a regulatory 
framework that enables companies to spend their 
training budget on informal learning in the same 
way as they would for formal training. It is governed 
by a steering committee of national actors such 
as social partners, the national agency for the 
improvement of working conditions and the body 
for evaluation of vocational training. 

Employers participating in the pilot programme 
have declared that it encourages faster skills 
development in the workplace and increases 
productivity. As a result, the AFEST was included 
in the legislation on training in 2018. 

The AFEST
in France

TAKEAWAYS

ݮ  AFEST allows smaller companies to overcome 
challenges such as lack of time and money 
for training, the high administrative burden 
and lack of adequate courses

ݮ  It promotes informal learning in the 
workplace by providing a format to structure 
it and make it more visible

ݮ  It is particularly suited for low-qualified 
employees, who may be less motivated to 
participate in formal training, because it 
provides highly tailored learning

ݮ  It encourages collaboration and joint 
objective-setting between employer and 
employees

ݮ  It takes place in the workplace and consists 
of work-relevant tasks, making it highly 
cost- and time-efficient in comparison to 
other forms of training

ݎ  More information available:  
https://epale.ec.europa.eu/fr/blog/afest-is-
sues-and-recognition-france-note-1

POL IC Y 3
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Skillnet
in Ireland

POL IC Y 4

Skillnet, the national agency for workforce development, has been 
active in Ireland for 20 years. Skillnet works with business networks 
in a range of sectors and regions to provide needed skills to 
employees and increase competitiveness.

Established in 1999, Skillnet is the national 
agency for workforce development in Ireland. 
Skillnet contributes to the Irish national target of 
increasing lifelong learning participation to 15% 
by 2025. Over 65 Skillnet business training 
networks form the core of the organisation 
and implement training provision throughout 
the country. These training networks operate 
in specific sectors or regions to provide bespoke 
training to match business needs. Skillnet also funds 
research into issues such as the future of work 
and digital technology developments. Research is 
used to identify training needed for employees to 
stay employable and the Irish economy to grow 
sustainably.

The agency is governed by a board consisting of 
representatives from business, government and 
trade unions. Businesses play an important part 
in programme delivery, by contributing to the 
development of the contents, providing participants 
and part of the funding. The training topics are 
various, ranging from technical skills for specific 
sectors to transversal skills, such as management 
and communication skills. The topics of the courses 
include training in management for business owners. 
Such training could have a multiplier effect on 
training participation through awareness raising and 
capacity building in skills development. Funding of 
training programmes works on a cost-sharing 
basis between businesses and public funds. 
For its public funding Skillnet relies almost entirely 
on the Irish National Training Fund (NTF). Public 
funds channelled through Skillnet are assigned to 
beneficiaries, through calls for applications. The 
beneficiaries of the funds are mainly the SKillnet 
training networks, namely a collection of private-
sector businesses that collaborate to address skills 
needs within their sector or region.

A number of Skillnet associations in Ireland are 
focused on micro and small businesses. These 
companies form 82% of the member base, with 
56% being micro firms. While Skillnet provides 
training to all employees, the share of low-qualified 
employees has been limited in the past. However, 
offers for training and certification specifically 

aimed at the low-skilled employees are being 
developed, particularly in specific sectors such 
as retail. Skillnet is evaluated annually by 
external reviewers, as a requirement for 
receiving NTF funding. Overall, evaluations have 
concluded that Skillnet is successful in achieving 
up-skilling of employees. Targets on the number of 
training programmes offered have been exceeded. 
The majority of companies and participants are very 
satisfied with the work of Skillnet, with companies 
recognising a positive impact on the skills gap 
and long-term business performance. Participants 
stated that they felt encouraged to take up further 
education and training and perceived potential 
benefits for their future career.  Skillnet has served 
as an example for other countries, who often visit 
the organisation to examine potential for transfer.

TAKEAWAYS

ݮ  Skillnet has a demand-driven approach 
to training, so that training matches the 
requirements of businesses and considers 
needs of certain sectors or regions 

ݮ  It benefits from in-depth consultations 
with various stakeholders in the public and 
private sectors

ݮ  Building on networks, it exploits economies 
of scale by putting together micro and 
small firms and thus overcomes the supply 
constraints these companies face

ݮ  Research to identify the training needs 
of the future is part of a forward-looking 
approach in determining skills needs

ݮ  It includes training for employers, especially 
in management, to help them think 
strategically about skills development and 
other important issues

ݎ  More information available:  
www.skillnetireland.ie
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Individual-based incentives are important means of encouraging employees to 
undertake training. Individual learning accounts put the management and responsibility for 
the use of resources for lifelong learning in the hands of individuals. Financial resources are 
directly connected to employees, who can buy training at their own discretion.

Individual learning accounts are based on the idea 
that the more substantial the incentive, the more 
employees engage in training. The principle is seen 
as particularly relevant for low-skilled and older 
employees or those in smaller firms that tend to 
engage less in training. Individual learning accounts 
in the Netherlands aim at providing training 
opportunities, including digital ones, through the 
use of public and private funds to which employees 
are entitled. Following online registration on a 
dedicated platform, individual learning accounts 
allow individuals to choose their training 
with full autonomy and complete flexibility. 
This includes formal education offered by public 
and private organisations, company training and 
training organised and recognised within the sector 
or industry. 

In the Netherlands, individual learning accounts 
are mainly available through sectoral collective 
agreements. In 2017, about 1.3 million employees 
had access to private individual learning accounts 
in the Netherlands, intended to finance general 
education and development. In order to prevent 
abuse or misuse, the cost of the training is not 
paid into an individual's account but is paid 
directly to the training provider. Although all 
these employees have the right to an individual 
learning account through collective agreements, 
not everyone can or wants to benefit from these 
arrangements. This is mainly due to a lack of 
information from their employers or insufficient 
willingness to undertake the process. Since 2017, 
the Netherlands has been developing additional 
measures for the targeted use of public resources 
in the form of individual learning rights.

In France, the individual learning account allows 
anyone, employees or job seekers, to undertake 
training at their own initiative. Individual learning 
accounts were created in 2014. Reformed in 2019, 
The Compte Personnel de Formation (CPF), in English 
“personal training account”, enables individuals to 
obtain funding to participate in training that leads to 
one  of the certifications registered in the  Répertoire 
National des Certifications Professionnelles (in 
English “National list of professional certifications”). 
The individual learning accounts are managed by 
the Caisse des Dépôts et Consignations. To use the 
CPF, an individual can ask the employer or 
the sectoral skills operator to co-finance the 
training. Until 2019, employees were credited with 
a certain number of hours at the end of each year. 

However, this mostly benefitted job seekers and 
qualified individuals. In the new version of the CPF 
following the on-going reform in France, employees 
are now credited with a financial amount, in a 
similar way to the Dutch system.

In both countries, the systems are being improved, 
following their recent introduction or reform. 
According to the first feedback and evaluations 
available, the systems are to be calibrated to 
improve access of low-qualified employees. Also 
the impact on micro and small companies is to 
be carefully evaluated and fostered, as the policy 
functions at the level of the individual. 

The individual learning accounts foster up- and re-
skilling, being integrated with other policy measures. 
This is highlighted by the coexistence with other 
types of support in the same countries, such as the 
AFEST and the Prestation de conseil RH in France 
and the sectoral training funds in the Netherlands.

Individual learning accounts     
Examples in the Netherlands and France

TAKEAWAYS

ݮ  Individual learning accounts empower 
employees, putting control in their hands 
regardless of their position in the labour 
market and the characteristics of their firms 

ݮ  Empowering individuals in managing their 
own skills development can foster an active 
approach and increase motivation for 
training

ݮ  Online registration and payment processes 
managed between the training providers 
and the public administration alleviate the 
administrative and financial burden for 
beneficiaries

ݮ  Collaboration between a range of public and 
private actors contributes to enriching the 
supply of training

ݎ  More information available: 
www.reguleringvanwerk.nl  
(for the Netherlands) 
travail-emploi.gouv.fr/formation-profes-
sionnelle/droit-a-la-formation-et-orienta-
tion-professionnelle/compte-personnel-for-
mation (for France)

POL IC Y 5
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Aula Mentor   
in Spain

POL IC Y 6

Aula Mentor is an innovative programme promoting distance 
and blended learning in Spain. In place for over 25 years, it is 
aimed especially at individuals with less access to education and 
training. It combines classroom support and digital education to 
offer up-skilling opportunities in a wide range of fields. 

Aula Mentor (in English “Classroom Mentor”) works 
by combining virtual learning and physical 
learning spaces with both computers and tutors 
in order to provide training opportunities. While it 
is open to anyone, its particular aim is reaching 
employees in rural areas or with inflexible 
schedules who may have less access to learning. 
The Aula Mentor system is based on a network 
of 450 classrooms spread across the country. 
Classrooms offer workstations with computers 
and are supervised by a classroom administrator 
who advises the students. Training is based on 
a modular system, where adults without formal 
qualifications can assess their knowledge and 
enter modules corresponding to their needs. The 
system is very flexible and allows students to 
connect at a time of their convenience, agreed 
with the administrator. Courses are then guided by 
trained tutors that connect virtually and can thus 
be reached by students anywhere in the country. 
Currently, more than 170 courses, ranging from 
computer literacy and basic personal development 
to professional up-skilling and advanced IT skills, 
are being offered. Courses are continuously being 
developed to match skills demand. After completion 
of the course, certificates of completion are 
provided to learners, although these are not 
formal certifications. 

Aula Mentor is an initiative headed by the 
Spanish Ministry of Education and Professional 
Development. The ministry collaborates with a 
range of other public and private entities including 
local government representations, private 
companies and NGOs. These are involved both in 
developing new course materials and arranging 
local collaborations to provide training. The diverse 
range of actors involved ensures that vulnerable 
populations can be more effectively reached, such 
as learners in prisons. Aula Mentor draws on funding 
from a variety of sources to remain sustainable. 
While the development of course materials and the 

educational platform are financed by the Ministry 
of Education, the costs of the physical space 
and the local administrator are covered by the 
local collaborating entity. Moreover, learners are 
asked to pay a low monthly fee in order to ensure 
economic sustainability and their commitment to 
the programme. 

Aula Mentor is a highly successful initiative, 
attracting 15,000 participants per year on average. 
It has been recognised by the University of Florence 
as one of the top 14 initiatives in the European 
Union for helping the low-skilled. Following its 
success in Spain, it has also been made available in 
several Latin-American countries.

TAKEAWAYS

ݮ  The Aula Mentor system is based on virtual, 
flexible learning, which makes it more 
accessible to learners with different needs 
and schedules

ݮ  The courses are offered for employees with 
different levels of skills, and are especially 
accessible for the low-qualified

ݮ  The modular approach allows learners to 
access the exact training they need without 
particular requirements while avoiding 
unnecessarily long training

ݮ  Collaboration between a range of public 
and private actors enables the continuous 
development of training materials to fit 
skills demand 

ݮ  The courses offer a relatively low-cost 
opportunity for learners to improve their 
skills 

ݎ  More information available:  
www.aulamentor.es
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Training funds are intermediary organisations that manage 
public financial resources for continuing vocational training. 
With their bi-partite governance, they provide support to 
companies to incentivise up- and re-skilling of their employees.

In Italy, professional training funds are one of the 
main means of accessing education and training. As 
in other countries, a training levy for companies on 
their employees’ salary has existed for more than 
40 years. In 2000, the government established the 
training funds and the possibility for companies 
to assign their levies to one of these funds. There 
are currently 16 funds in Italy, with different 
orientations and focuses. For instance, one fund 
is particularly focused on small and medium-sized 
enterprises. The resources are assigned to 
firms through calls for applications. Often, 
especially for smaller companies, calls are 
open to networks of companies, frequently 
coordinated by business associations or accredited 
training providers. Cooperation among companies 
in networks dedicated to up- and re-skilling is 
encouraged to develop training programmes that 
respond to their needs and to allow participation 
of employees from different companies; so even 
if each company sends only few employees, a 
minimum target to activate the courses can 
be reached. The organisations that coordinate 
the networks present proposals for training 
programmes to be financed. Such proposals can 
consist of a general strategy, indicating the general 
plan and type of training. Once the proposal is 
approved, the training courses are defined 
in all their detail, including topics, duration and 
methods. The National Agency of Active Labour 
Market Policy (ANPAL) is responsible for monitoring 
and evaluation. Funds are managed by boards 
constituted of representatives of employers’ 
associations and trade unions, who are responsible 
for defining the strategic orientation of the fund. 
About 30% of Italian companies are members 
of a fund, with increasing numbers of micro and 
small companies joining in recent years. However, 
it is not possible to estimate the impact of training 
provided by funds in the labour market, given the 
limitations of the evaluation methodology. Possible 
improvements include informational activities to 
boost firms actually participating in training, as well 
as better cooperation and systemic programming 
with other public authorities responsible for 
education and training.

A similar initiative exists in the Netherlands, the 
O&O sectoral training funds. In this case, the funds 
are arranged by economic sector and strongly 
linked to sectoral collective agreements. Funds 
bundle the collective resources of employers and 
employees and offer development services in the 
sector. Trade unions and employer representatives 
jointly determine the policies to be implemented 
through the fund. Given their sectoral structure, 
funds can focus explicitly on specific needs within 
their area. The size of the funds and resources 
available vary strongly by sector, meaning that 
some funds can focus more on strategic priorities 
than others.

Training funds
Examples in Italy and the Netherlands    

TAKEAWAYS

ݮ  The funds have a bipartite governance, 
which gives social partners influence over 
resources otherwise managed exclusively 
by public authorities

ݮ  The funds act as intermediary organisations, 
decreasing the administrative burden on 
beneficiaries and reducing the time lag 
between requests for and provision of 
training 

ݮ  The funds facilitate the construction of 
networks of micro and small companies to 
overcome the constraints on training supply 
for their specific needs

ݎ  More information available:  
www.anpal.gov.it/aziende/fondi-interpro-
fessionali (For Italy) 
www.ialnazionale.com/i-fondi-interprofes-
sionali/40-i-fondi-interprofessionali-costi-
tuiti-in-italia (For Italy) 
www.cedefop.europa.eu/FinancingAdult-
Learning/DisplayCountryDetails2aa8.
html?countryName=Netherlands  
(for the Netherlands)

POL IC Y 7
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Chèque-Formation      
in Belgium (Wallonia)

POL IC Y 8

Chèque-Formation (in English “Training Voucher”) is a policy for micro, small 
and medium-sized companies in Wallonia, Belgium, which subsidises 50% of the 
cost of training for their employees. Launched in 2004, it has been successful in 
addressing financial constraints faced by small companies for up- and re-skilling. 

The training voucher programme was launched 
in Wallonia, Belgium, to address a low level 
of participation in training in the region. It is 
particularly aimed at smaller companies, as low 
take-up of other training subsidies had been linked 
to the high bureaucratic cost associated with 
them. The training voucher is a public subsidy for 
employers with fewer than 250 employees to offer 
training to their staff. No groups of individuals are 
specifically targeted for the scheme. Employers 
are able to purchase educational vouchers 
worth €30, equalling one hour of training, for 
€15. Different numbers of vouchers are available 
to companies depending on their size. For instance, 
there are 400 vouchers per year for micro and small 
companies (2-50 employees). Additional vouchers 
are available for language or environmental 
training. To use vouchers, employers have to 
choose one of 365 accredited training centres 
offering all general types of training. This ensures 
the quality of training provision. Once employers 
have identified an appropriate training centre, they 
can apply for and purchase vouchers from the 
administration company. Vouchers are then used 
by employees attending the training, so that 
training centres can invoice the government 
for the remaining cost of the voucher. The 
scheme is funded by the Principal Employment 
Service of Wallonia, in Belgium. It is run on behalf of 
the government of the Walloon region by Le Forem, 
the government body responsible for vocational 
education and training. A taskforce within Le Forem 
is responsible for overseeing the scheme, promoting 
it to companies and other stakeholders, and 
assisting companies in identifying suitable training. 

In 2017, 30,000 Walloon companies made use of the 
voucher scheme. In 2018, training included 7,304 
different modules available through more than 
200 operators, with a total of 534,919 vouchers 
reimbursed through public funds. While no systematic 
impact evaluations are available, anecdotal evidence 

suggests that the programme has been effective 
in increasing training participation. It has also 
encouraged training providers to develop new training 
specifically targeted at smaller companies. Data 
suggests that blue-collar workers are particularly 
likely to participate in the training offered. 

TAKEAWAYS

ݮ  As a public subsidy programme targeted 
specifically at smaller companies, it can 
target their needs better and lead to an 
increased supply of training 

ݮ  The voucher programme alleviates the 
financial constraints faced by companies

ݮ  The limited bureaucracy to access and 
manage the vouchers decreases the 
administrative costs for the companies to 
benefit from the programme  

ݎ  More information available:  
https://emploi.wallonie.be/home/formation/
cheques-formation.html
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For micro and small companies, the development of a coherent HR strategy is a 
significant challenge and hinders up- and re-skilling. In France, Prestation de conseil RH 
is a policy to provide micro, small and medium-sized companies with public subsidies for 
consultancy services on their HR strategy and the development of their employees’ skills. 

Many employers, particularly in micro and small 
companies, face difficulties in developing a Human 
Resources (HR) function and a strategy to address 
present and future skills needs. An effective means 
of addressing the need for up- and re-skilling in 
these companies can be the provision of subsidised 
HR consultancy services. In France, the initiative 
Prestation de conseil en ressources humaines pour 
les TPE-PME (in English “Provision of consultancy on 
HR for micro, small and medium-sized enterprises”) 
was introduced in March 2016. It aims at addressing 
the time and information constraints faced by 
companies when dealing with the skills development 
of their employees. To this end, it subsidises HR 
consultancy services in regard to recruitment, 
professional development and use of human 
resources. 

Through the programme, consultancy services 
are provided to companies by an external 
consultant and co-financed through public 
funds. Subsidised services are available exclusively 
to companies with 300 employees or less and 
are particularly targeted at those with 50 or less. 
Companies can receive a subsidy of up to 50% of 
the cost of services, up to the amount of €15,000. 
The programme is managed regionally through the 
Direccte, decentralised institutions of the Ministry of 
Labour and Ministry of Economy and Finance. When 
companies have identified an issue relating to their 
HR strategy, they can apply for project funding 
through their local Direccte, which provides a 
list of verified external consultants. Two types 
of consultancy are available to companies: a short 
intervention of up to 10 days to develop concrete and 
practical solutions, or a longer one of between 10 and 
20 days to address specific problems. Overall, the 
project can take up to 30 days, stretching over 
a period of 12 months. The length of the support is 
determined based on the type of company and their 
needs. Companies may apply for funding individually 
or within a network of companies. The application 
for funding by networks of companies, rather 
than as single company, are encouraged in 
order for companies to join forces in the application 
phases and collective bear its administration, as 
well as to exchange experiences and develop best 
practices during the implementation phase.

This being a relatively new policy initiative, there are 
no systematic policy evaluations available. However, 
evidence from the regional Direccte representations 
suggests that the initiative has led to projects 
that comprehensively address challenges faced by 
smaller companies in developing an HR strategy. 
Initiatives often involved a collective of companies 
in common sectors or with common issues. They 
helped companies to diagnose problems with their 
strategy and receive personalised recommendations. 

Prestation de conseil RH
in France

TAKEAWAYS

ݮ  Public subsidies for consultancy services 
in HR can address the time, administrative 
and informational constraints of smaller 
companies

ݮ  The initiative addresses financial constraints 
companies face in seeking advice

ݮ  The emphasis on personalised recommen-
dations based on the individual companies’ 
needs makes the programme more effec-
tive

ݮ  While the planning is centralised, ensuring 
uniformity, the local administration facili-
tates implementation

ݮ  The policy encourages the development of 
networks among companies to apply for 
funding

ݎ  More information available:  
https://travail-emploi.gouv.fr/emploi/tpe-pme/
gerer-mes-ressources-humaines/presta-
tion-conseils-rh

POL IC Y 9
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REPAS+ and KOMPAS+
in Slovakia

POL IC Y 10

REPAS, REPAS+ and KOMPAS+ are requalification and competence 
courses that have been introduced in Slovakia, financed through 
EU funds. They provide jobseekers with necessary skills in the 
labour market while overcoming public procurement bottlenecks.

Micro and small companies need to access to 
a pool of skilled workers when recruiting, so 
that the up- and re-skilling process do not fall 
completely on them when hiring a new employee. 
Thus, Active Labour Market Policies that facilitate 
up- and re-skilling of jobseekers in an effective 
way can facilitate micro and small companies 
in recruiting people with the right set of skills.

Previously in Slovakia, complicated public 
procurement process led to problems in matching 
available training to actual labour market needs. 
As a response to these issues, REPAS (Podpora 
rekvalifikácie mladých uchádzačov o zamestnanie, 
in English “Support for retraining of young job 
seekers”) was piloted in 2014. It established the 
option of concluding the contract for education 
and training provision directly between the 
Ministry for Labour, Social Affairs and Family 
and the jobseeker. Since 2017, REPAS+ has been 
established as the programme offering accredited 
requalification courses. KOMPAS+ (Podpora kľúčových 
kompetencií mladých uchádzačov o zamestnanie, 
in English “Supporting the key competences of 
young jobseekers”) offers competence courses in 
skills such as languages, IT and communication. 
The aim of these programmes is to stimulate 
jobseekers to participate in training and 
increase their employability, thus facilitating 
companies in finding suitable candidates for 
their job vacancies, lowering their costs of up- 
and re-skilling, at least in the initial phase of the 
employment relation. Both come under the Upskilling 
Pathways Initiative, as well as the Youth Employment 
Initiative, and are financed through EU funds.

To participate, jobseekers need to submit an 
application to Ministry for Labour, Social Affairs and 
Family, identify an appropriate course and choose 
a training provider. REPAS+ and KOMPAS+ are non-
obligatory measures which are offered based on 
decisions by case workers. If criteria such as cost 
effectiveness, relevance and accreditation are met, 
the jobseeker is accepted. The costs are reimbursed 
and a certificate is issued following successful 
completion of the course. Moreover, participants 
receive further support such as intensive counselling 

and career development plans. 100% of the cost is 
covered, as well as travel and participation costs 
in REPAS+. In 2018, 12,308 jobseekers undertook 
training in REPAS+ and 8,873 in KOMPAS+. 
The share of low-qualified employees in these 
programmes was 25% and 32%, respectively. 

Despite it is difficult to assess the impact on micro 
and small companies specifically because these 
initiatives target individuals, external evaluations 
have found that these initiatives had a positive net 
effect on employment prospects and wages of 
the participants. Improvements could be made to 
the structure and content of courses. Also tracking 
of participants could be improved and could help 
identify the benefits of this policy for micro and small 
companies, if they hire workers that participated 
in the programme. Nonetheless, feedback from 
participants in the programme as well as from 
employers that hired trained participants has been 
positive. 

TAKEAWAYS

ݮ  REPAS+ and KOMPAS+ provide financial 
support for education and training to labour 
market participants on an individual basis

ݮ  The flexibility of the programme and 
individualised approach let it fit the needs 
of participants, subject to approval of the 
public authorities

ݮ  It is particularly suitable for low-qualified 
labour market participants, offering 
the possibility to acquire a vocational 
qualification

ݮ  It represents a positive example of EU funds 
being used to benefit individuals directly

ݎ  More information available:  
www.upsvr.gov.sk/br/sluzby-zamestnanosti
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Getting in touch with the EU

In person

All over the European Union there are hundreds of Europe Direct Information Centres.   
You can find the address of the centre nearest you at: http://europa.eu/contact

On the phone or by e-mail

Europe Direct is a service that answers your questions about the European Union.   

You can contact this service 

― by freephone: 00 800 6 7 8 9 10 11 (certain operators may charge for these calls), 

― at the following standard number: +32 22999696 or

― by electronic mail via: http://europa.eu/contact

Finding information about the EU

Online

Information about the European Union in all the official languages of the EU is available  
on the Europa website at: http://europa.eu  

EU Publications

You can download or order free and priced EU publications from EU Bookshop at: http://bookshop.europa.eu 
Multiple copies of free publications may be obtained by contacting Europe Direct or your local information 
centre (see http://europa.eu/contact)

EU law and related documents

For access to legal information from the EU, including all EU law since 1951 in all the official  
language versions, go to EUR-Lex at: http://eur-lex.europa.eu

Open data from the EU

The EU Open Data Portal (http://data.europa.eu/euodp/en/data) provides access to datasets from the EU.  
Data can be downloaded and reused for free, both for commercial and non-commercial purposes.

U P -  A N D  R E - S K I L L I N G  I N  M I C R O  A N D  S M A L L  E N T E R P R I S E S  /  P O L I C I E S
17

http://europa.eu/contact 
http://europa.eu/contact
http://europa.eu
http://bookshop.europa.eu
http://europa.eu/contact
http://eur-lex.europa.eu 
http://data.europa.eu/euodp/en/data


Social Europe

EU_Social

You can download our publications or subscribe for free at:

http://ec.europa.eu/social/publications

If you would like to receive regular updates about the Directorate-General for Employment, 
Social Affairs ard Inclusion sign up to receive the free Social Europe e-newsletter at: 

http://ec.europa.eu/social/e-newsletter

https://www.facebook.com/socialeurope/
https://twitter.com/EU_Social
http://ec.europa.eu/social/publications
http://ec.europa.eu/social/e-newsletter
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