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Malopolska’s State of Play 

 

 

INTRODUCTION 

In Poland, the lifelong learning policy is based on the national strategic document Lifelong 

Learning Perspective adopted in 2013 and developed in order to ensure coherent actions in 

the area of lifelong learning. This document combines the process of education, adult 

learning and the gathering of occupational experience into one process of learning 

throughout a lifetime. The aim of the process is to continually develop competences, 

maintain occupational activity and possess competences and qualifications relevant for the 

needs of employers, thus offering flexibility at times of occupational crisis. This document 

also forms the basis for many systemic changes taking place in this regard in Poland, such 

as: 

 introduction of the National Qualifications System based on the National 

Qualifications Framework and the European Qualification Framework,  

 recognition of the human as the policy focus which is reflected in the strategic 

objective formulated as Children and young people well prepared to lifelong learning 

and adults extending and improving their competences and qualifications to match 

the challenges they face in their occupational, social and personal lives; 

 the effectiveness of the policy should be measured by indicators relating to people. At 

the same time, emphasis is put on the need to adapt education and training to 

individual needs as the effect of acceptance of the assumption of focusing on the 

human and hence – systemically – it becomes indispensable to reorient models for 

the financing of tasks in education and training. One of strategic intervention 

directions that has been adopted is Promotion of demand-based methods of financing 

of adult education and training; and  

 Modernisation of vocational education as a positive choice for young people. 

 

The lifelong learning (LLL) policy is based on development throughout a lifetime and hence 

the habit of development from the youngest years. The system’s strength is the education of 

children’s and young people’s education in Poland. The reports on evaluating the situation in 

the labour market („Ocena sytuacji na rynku pracy” (Polish version only), ed. Maria Leńczuk, 

Regional Labour Office, WUP Kraków) and on the education of children and young people 

(„Edukacja dzieci i młodzieży” (Polish version only), ed. Katarzyna Antończak-Świder, WUP 

Kraków), on adult education („Kształcenie dorosłych” (Polish version only), ed. Magdalena 

Słocińska, WUP Kraków) present the following picture: 

 

 more and more children have the possibility of participating in nursery classes, also 

on areas where a few years ago there were no nursery education centres. As late as 

in 2008, in about half of 182 of Małopolska municipalities, less than 40% of the 

children aged 3-5 years joined nursery education. Current public statistics note a 
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considerable improvement in this regard. In 2013, there were only 12 municipalities 

with a rate of less than 40%. Currently, in approximately 85% of Małopolska 

municipalities, at least half of the number of children aged 3-5 are covered by nursery 

education whilst in 2008 such a situation prevailed in fewer than 1/3 municipalities; 

 education is the chief activity of young people. In Poland, 62% of the people aged 15-

24 spend time on education only, which is 7 p.p. more than the European Union’s 

average;  

 nearly all young people get education above the lower secondary level. In Poland and 

in Małopolska, the phenomenon of finishing education early is marginal only. In 2014, 

as few as 5.4% of people aged 18-24 finished their education at the stage of lower 

secondary level or below. In Małopolska, the picture is even more favourable – only 

3.3% of the people discontinued education without post lower-secondary 

qualifications. Importantly, this indicator has been at a more or less the same level for 

several years now. However, it has to be monitored on a continuous basis because in 

many countries of Europe the scale of this phenomenon has become disturbing; 

 leavers of lower secondary schools are increasingly willing to go to secondary 

technical schools which, on the one hand, enable continuation of education at the 

tertiary level and, on the other hand, provide them with occupational qualifications 

helping them find jobs. As late as in the 2009/2010 school year, the group of lower 

secondary school leavers choosing secondary general schools was 15 p.p. more 

numerous than those going to secondary technical schools. In the 2014/2015 school 

year, both groups became equal in number and the difference (in favour of secondary 

general schools) is only 4 p.p. The interest in basic vocational school education has 

been at the same level for several years now – approx. 18%; 

 students of Małopolska did better than the national average at the lower secondary 

school examination too. They had the least problems taking the exam in its humanist 

part and the English language whilst finding maths and advanced English most 

difficult. Differences are noted here as well in terms of sex and the size of the town in 

which the school is located; 

 the careers of leavers of post lower secondary schools are developing over time. It is 

noticeable that amongst the people who completed education in 2010, one year after 

finishing their education, 20% of them were not in education or employment; after 

another three years, the same group included only 10% of people with no activity. 

Four years after finishing school, leavers focused on work. Even leavers of secondary 

technical schools, who were studying, usually took up employment at the same time. 

The group of leavers spending time on education only dropped to 9%; 

 most students (73%) who in 2014 decided to take their secondary school final 

examinations passed them successfully. A higher success rate (74%) was noted in 

Lubuskie Region only. Students of Małopolska achieved the best results in English 

(69% of all points to score), and were the weakest in advanced mathematics (45%). 

Since 2007, the policy oriented at enhancing the learning has been supported considerably 

from the European Social Fund resources largely intended to be spent on various forms of 

adult education.  

What is also characteristic is selective participation in lifelong learning which leads to a 

widening of the gap in the use of various forms of education depending on sex, education, 

status on the labour market, age and place of residence. As a result, people in the most 

difficult situation in the labour market are the least involved in education which reduces their 
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labour market competitiveness. Similar tendencies were observed nationwide, and 

throughout Europe, over several years (2005–2010), even a drop was noted in the rate of 

participation in lifelong learning.  

 

Hence, changes in the approach to learning are most needed as regards adults. This relates 

to insufficiently satisfactory results of the measures effected in this area to date. The rate of 

participation in lifelong learning in Małopolska remained at a similar level over the past 10 

years – between 4.1 and 4.7%, not increasing by even 1 p.p. In 2012- 2014, the situation 

hardly changed.  
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Detailed studies done in Poland (Study of Intellectual Capital, PAED) show continued 

disadvantageous tendencies in this regard. According to the report on after-school education 

(„Kształcenie po szkole” (Polish version only), Konrad Turek, Barbara Worek, 2015) “within 

12 months preceding the fifth study (that is nearly throughout 2013), 37% of Poles aged 18–

59/64 (about 9.2 million) improved their competencies in the form of courses, training, self-

learning or formal education”. Amongst them: 

 20% (4.8 million) joined courses, training events, workshops, lectures, seminars, 

conferences, practical training, occupational internships or post-graduate studies: 

o 6% (1.4 million) participated in obligatory work safety and fire-prevention 

courses;  

o  14% (3.5 million) improved their competences joining non-mandatory courses 

and training events; 

o 20% (5 million) learnt on their own (learning something new or acquiring 

experience with the help of their family, friends, colleagues at work; books, 

professional journals; computer programmes and the Internet; programmes 

broadcast on television, radio, museums, exhibitions, galleries and centres of 

science). Involvement in self-learning was increasing systematically for five 

years (from 10% in 2010); 
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o 14% (3.4 million) of the respondents joined formal education (learning at 

secondary schools or tertiary schools). 

A decisive majority of Poles (63%) did not improve their competences in any way last year, 

not even through self-learning and 34% of Poles declared that they had never participated in 

courses, training events, workshops, practical training or any other forms of education. In the 

group of people aged 25–59/64, 31% improved their qualifications in various forms, including 

14% of people joining non-mandatory courses and training events. 

 

The said report notes that the structure of people engaging in lifelong learning includes 

people with higher education who are motivated regardless of their age. Amongst Poland’s 

sixteen regions, Małopolska ranks second in terms of participation in non-mandatory courses 

and training events and is one of two regions where an increase is noted in this regard. 

 

The proposed systemic changes have to take into account factors which motivate adults to 

pursue further education. The aforementioned studies mention that this is primarily 

willingness to improve skills needed in current work (72% of the respondents), requirements 

set by employers (31%), development of one’s interests (29%) and interest in being awarded 

certificates or diplomas (22%).  

 

The training industry itself defines barriers in the development of educational and training 

services for adults. The barriers identified in the development of the training industry itself 

(Study of Human Capital, BKL, 2015) concern insufficient quality requirements in services 

financed from public money, a drop in the demand for training, problems with access to 

highly qualified training staff. 

 

In response to the problems identified at the EU level, the “renewed European agenda for 

adult learning” adopted by Council Resolution on a renewed European agenda for adult 

learning (2011/C 372/01) takes a new approach to the pursuance of a policy oriented at 

increased participation in education. It points to an approach based on learning outcomes 

with the learner in focus, thus combining the implementation of this strategy with the need to 

develop a multi-faceted management model. Putting the learner in focus stresses the 

learner’s autonomy and responsibility. At the same time, it emphasises the need to ensure 

better access to a wide offer of high-quality training, effective counselling systems and 

flexibility of solutions matching the varied training needs.     

 

Adoption of learner-centred perspective in the lifelong learning policy involves a change in 

the strategy of action oriented at its implementation. It triggers the need for a greater 

individualisation of the proposed offer of support taking adequate account of the needs and 

expectations of learners. It has material consequences for the manner of intervention 

oriented at participation in education by reversing the mechanism practiced to date and 

adopting an approach based on the demand for training.  

 

The other major aspect of the proposed systemic changes is the recognition and formal 

certification of the learning outcomes generated outside of the formal system. This is one of 

material aspects of the development of lifelong learning policy promoted by the European 

Union. It relates to the new approach to learning which is focused on the learning outcomes. 

Following this model, the emphasis is placed on the results of educational activities, all paths 

leading to their attainment (formal, non-formal education, informal learning) being considered 
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equivalent. Hence, the solutions designed in conformity with these concepts provide for 

remodelling of the functioning systems for the award of qualifications so that the learning 

outcomes form the essential method of their description, and the solutions designed enable 

individuals use their competences developed as a result of earlier learning. This will make 

educational paths flexible, enhance people’s mobility and provide a better match between the 

supply and demand sides in the labour market, while implementing the principles of lifelong 

learning. 

 

This direction was set by the European Commission at the strategic level. The strategy 

document “Europe 2020” accentuates the importance of actions to be taken in this regard. A 

leading project “Youth on the Move” under the thematic priority “Smart growth; developing an 

economy based on knowledge and innovation” lists, amongst the Commission’s 

responsibilities, actions intended to officially recognise informal learning and non-formal 

education, obliges Member States to develop a national qualifications structure and link 

better the effects of education with the labour market demands. The flagship initiative “An 

agenda for new skills and jobs” (priority “Inclusive growth: fostering a high employment 

economy delivering social and territorial cohesion”) points to the need to ensure, acquire and 

recognise competences necessary for continuing education and taking up work. This is a 

follow-up to EU’s policy in the area of lifelong learning which established, in 2008, the 

European Qualifications Framework (Recommendation of the European Parliament and of 

the Council of 23 April 2008 on the establishment of the European Qualifications Framework 

for lifelong learning). These solutions express EU’s desire to enhance the mobility of its 

nationals and better match the supply and demand sides in the European labour market. The 

European Qualifications Framework is to primarily serve as the reference point for 

comparisons of levels of qualifications awarded in different systems and in different 

countries. The underlying rule for the system founded on the EQF is the application of an 

approach based on the learning outcomes and, in this context, the definition and description 

of qualifications. 

 

Even though in Poland the National Qualification Framework is implemented at the national 

level, the Małopolska Region started, in 2008, work on a coherent policy of adult learning. 

The work started with cooperation being established between various LLL institutions. The 

Małopolska Partnership for Lifelong Learning was set up which now involves 150 institutions 

engaged in the region’s labour market, education and training. Based on that cooperation, 

pilot projects were done in 2012 – 2015 to implement systemic solutions, i.e. a system for the 

financing of education through vouchers and a system for the recognition and award of 

qualifications. These are two systemic changes to be implemented in relation to the 

pursuance of the “Europe 2020” strategy in Poland.  

 

All measures in the fields of education and the labour market require coordination between 

the supply of educational services and the current and forecast demand for occupations and 

specialisations on the part of employers. Coordination of education and the labour market 

should take account of the fact that both current and long-term coordination (forecasting) 

activities are  equally important. Małopolska is now doing the current coordination whilst 

long-term coordination will be effected at the national level. Examples of current and long-

term coordination activities are presented in the diagram below. 
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Within the project of the Regional Labour Office (WUP) in Kraków under the name of “Labour 

Market and Education Observatory of Małopolska”1, the “Occupational Barometer” survey is 

done annually to monitor deficit and surplus occupations both in Małopolska and in each of 

the region’s counties.  

The “Labour Market and Education Observatory of Małopolska” also does surveys of the 

demand for labour amongst Małopolska employers which verify information on their 

employment policies, recruitment methods, difficulties employer encounter looking for new 

employees, skills of their current labour, and their training policies.2 

Since 2010, the “Labour Market and Education Observatory of Małopolska” project work has 

also comprised surveys of careers of vocational school leavers – “Occupational Start”. This 

survey enables observation of educational and occupational careers of young people 

finishing their education at Małopolska vocational schools. The survey results are taken into 

account by the Regional Labour Market Council when consulting applications for the opening 

of new directions of education3.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                           
1 The Labour Market and Education Observatory of Małopolska project is cofinanced from the European Social Fund under the Human 
Capital Operational Programme, Priority Axis VI “The labour market open for all”, Measure 6.1 “Improvement of access to employment and 
support for professional activity in the region”, Submeasure 6.1.2 “Support for Poviat and Voivodeship Offices of employment in the area of 
implementation of tasks for professional activation of the unemployed in the region”. 
2 Website of the „Labour Market and Education Observatory of Małopolska” – www.obserwatorium.malopolska.pl 
3 Article 22(5) of the Act of 20 April 2004 on the Promotion of Employment and Labour Market Institutions (Dz.U. 2004 No. 99 item 1001, as 
amended)  “The scope of activities of regional labour market councils shall include without limitation (…) filing of applications and 
producing opinions on matters concerning directions of education, vocational training and employment in the region” (Article 22(5)(5)). 
Under Article 39(5) of the Act of 7 September 1991 on the System of School Education (Dz.U. of 2004 No. 256, item 2572, as amended), in 
its wording applicable since 1 September 2012, ”The head teacher of a school providing vocational education, in consultation with the 
authority supervising the school, shall identify the occupations in which the school shall provide education, having consulted the local 
and regional labour market council as to their correspondence with labour market demands.” 

monitoring of deficit and surplus 
occupations 

survey and monitoring of school 
leavers' careers 

demand for employees 

Current 
coordination 

- region 

doing regular studies on long-term 
evolution of occupations and their 
structure 

developing a long-term forecast of 
demand for staff by region 

Long-term 
coordination 

- country 



7 
 

 

 

Current coordination of education and the labour market in Małopolska  

Source: own study based on data from the Labour Market and Education Observatory of 

Małopolska  

 

 

1. NATIONAL FRAMEWORKS FOR LIFELONG LEARNING: TOWARDS FLEXIBLE 

PATHS AND COMPREHENSIVE EDUCATION AND TRAINING SYSTEMS  

In Poland, qualifications are now awarded within the system of formal education – at the 

elementary, secondary and tertiary levels – and outside of these, in the labour market – in 

various institutions and organisations. The awarding of qualifications outside of the formal 

education system is partly regulated in separate acts of law, and partly supervised by 

industry organisations, associations, training providers, etc. Documents which certify 

competences and which are not based on legal acts do not have the formal status of 

qualifications but are recognised by employers based on the opinions within the industries 

and their own knowledge. From 2008 on, measures were undertaken to introduce changes in 

the applicable law which regulates the functioning of the formal education system. They were 

intended to better direct the systems for the award of qualifications towards a model based 

on the learning outcomes. Since 2008, the curricula in place in Polish schools have been 

defined through the expected learning outcomes. This practice was introduced by the 

Ordinance of the Minister of National Education of 23 December 2008 on the Core 

Curriculum for Nursery and General Education in Particular School Types4 (Dz.U. /Journal of 

Laws/ of 2009 No. 4, item 17). In 2011, the Act of 19 August 2011 on Amending the Act on 

the System of Education and Certain Other Acts (Dz. U. No. 205, item 1206) initialled 

                                                           
4  Currently in force – Ordinance of the Minister of National Education of 27 August 2012 on the Core 

Curriculum for Nursery and General Education in Particular School Types (Dz. U. of 2012 item. 977).   
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modernisation of vocational education also started for the system to rely more on a 

description of the learning outcomes. 

In higher education, the obligation to formulate curricula based on the learning outcomes set 

out in the National Qualifications Framework was introduced under the provisions of the Act 

of 18 March 2011 Amending the Act on Higher Education, the Act on Academic Degrees and 

the Academic Title and the Degrees and Title in Arts and Amending Certain Other Acts (Dz. 

U. 2011 No. 84, item 455, as amended).    

 

In order to fulfil international obligations relating to the pursuance of the LLL policy in Europe, 

an additional strategic document was developed at the national level devoted in its entirety to 

lifelong learning – “Lifelong Learning Perspective”. It was drafted by an inter-ministerial team 

for lifelong learning, including the National Qualifications Framework, and adopted by the 

Council of Ministers on 10 September 2013. This document is intended to ensure the 

coherence of measures for lifelong learning mentioned in development strategies, including 

measures intended to ensure coherence of the national qualifications framework, within the 

context of the European system and taking into account the domestic specificity. It complies 

with the concepts of the “Long-term Strategy for the Country’s Development. Poland 2030”, 

the ”Strategy for Human Capital Development” and the “Strategy for Social Capital 

Development”. 

The document sets out the basic directions of the lifelong learning policy, including: 

 learning in various contexts (formal, non-formal, informal), 

 learning at all stages of life, from the youngest years until an advanced age, 

 identification, evaluation and validation of the learning outcomes.  

Two operational objectives – Objective 2: Transparent and coherent national qualifications 

system and Objective 5: Environment of work and social commitment which favour lifelong 

learning, relate directly to the adoption of a model based on learning outcomes. Objective 2 

envisages the development of a national qualifications system based on well-defined 

learning outcomes ensuring the possibility of attaining any level of qualifications following 

various paths. In line with Objective 5, a system will be developed for the validation of the 

experience acquired before for better recognition of the work environment as a place for 

acquiring competences. 

 

Work on the development of the Polish Qualification Framework forming the basis for the 

modernisation of the system of qualifications started in 2008. These activities are pursued 

with the European Social Fund under projects done by the Educational Research Institute as 

part of Sub-measure 3.4.1 of the Human Capital Operational Programme. As a result of 

project implementation, basic concepts have been designed for the key elements making up 

the Integrated Qualifications System, i.e. Integrated Qualifications Register, Polish 

Qualifications Framework, a validation system and a system for transferring and 

accumulating accomplishments, and a quality assurance system. The concept of 

implementation of the Polish Qualification Framework together with information about the 

advancement of the work leading to the integration of the National Qualifications System are 

presented in the “Referencing report. Referencing the Polish Qualifications Framework for 

Lifelong Learning to the European Qualifications Framework”. The report was approved in 

May 2013 by the EQF Advisory Group at the European Commission.  

In accordance with its concepts, the modernisation of the National Qualifications System in 

Poland will mean its integration through the implementation of two new instruments: 

− Polish Qualifications Framework referred to the European Qualifications Framework, and 
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− Integrated (national) Qualifications Register. 

 

The Integrated Register will record registered qualifications that is qualifications which meet 

specific requirements set out in its establishment regulations. The qualifications awarded 

now within the systems of elementary, secondary and higher education will be entered into 

the register under the proposed act of law and then qualifications regulated by other 

universally applicable legal regulations as well as “market” qualifications will be gradually 

incorporated therein too.  

The Polish Qualifications Framework (PQF) comprises 8 qualification levels. Each of these 

levels is described through the learning outcomes at the level concerned. The learning 

outcomes are defined through knowledge, skills and social competences and reflect their 

growth and development at each next level.  

 

Qualifications will be awarded following the rules for qualification quality assurance. It is 

envisaged that the learning outcomes may be generated in various contexts which is to be 

favoured also by the practices of transfer and accumulation of achievements.  

A milestone in the recognition of non-formal education and informal learning is the Act of 11 

July 2014 Amending the Act on Higher Education and Certain Other Acts under which 

schools of higher education are authorised to validate the learning outcomes obtained 

outside of the system of studies. As a result of the recognition of the effects of prior learning 

outside of the system of higher education, a student may score a maximum of 50% of ECTS 

points for the programme, field, level and profile of education.  

 

Currently, legislative work is under way to integrate the national qualifications system. The 

draft concepts of the Act on Integrated System of Qualifications has been subjected to social 

consultations. The proposed act provides for the introduction of systemic solutions to develop 

and award qualifications outside of the system of higher education and the school system 

and greater integration of all three qualifications subsystems.  

The implementation of the Integrated Qualifications System is planned through: 

 introduction into the legal system of the Polish Qualifications Framework referred to 

the European Qualifications System, 

 identification of the qualification description standard, 

 setting the rules for the introduction of the qualifications into the Integrated 

Qualifications System and the competences of the responsible ministers, 

 introduction of the Integrated Qualifications Register into the legal system and setting 

the rules for its functioning, 

 setting the rules for the award of qualifications (certification, validation) in the 

Integrated Qualifications System and the competences of the responsible ministers, 

 identification of the entity to coordinate the Integrated Qualifications System and its 

tasks.  

The Act is planned to come into force from 2016.  

 

The pursuance of the lifelong learning policy as a major element of the entire policy was 

taken account of in the design of the new financial perspective 2014–2020. The document 

“Programming of the 2014–2020 financial perspective – Partnership Agreement” points to the 

need to implement the tools for the lifelong learning policy, e.g. Integrated Qualifications 

Register, system of transferring and accumulating accomplishments, validation of the effects 

of non-formal education and informal learning, and the development of qualitative 
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assessment of training support. This is comprised by thematic objective 10. “Investing in 

education, skills and lifelong learning”. The specific objective is identified as ”better 

competences of personnel in the economy”. The priorities in this area include a better link 

between the system of education and skills of people and labour market demands through 

the implementation of the National Qualifications System. This is also a tool which is 

compatible with and which supports solutions envisaged under thematic objective 8 

“Promoting sustainable and quality employment and supporting labour mobility” which 

envisages the development of a national system for the assurance of quality of development 

services with a central element which is the Register of Development Services (RUR).  

 

Under Axis II “Effective public policies for the labour market, economy and education”, of the 

Operational Programme Knowledge, Education Development 2014–2020, systemic 

measures are planned to develop a national qualification system. One of the targets of 

Investment Priority 10.iii “Enhancing equal access to lifelong learning for all age groups in 

formal, non-formal and informal settings, upgrading the knowledge, skills and competences 

of the workforce, and promoting flexible learning pathways including through career guidance 

and validation of acquired competences” is “Development of lifelong learning through the 

implementation of the national qualifications system”. The following effects are expected as a 

result of its implementation:  

 functioning integrated register of qualifications as a main component of the 

modernised qualifications system, 

 functioning system of providing access to and quality of development services 

adapter to the needs of undertakings and employees.  

The indicator for this target is: 

 percentage of people (aged 16-65) who declare knowledge of the Polish 

Qualifications Framework and the system of qualifications – increase by 30 p.p.  

The work planned to be done under IP 10.3 includes:  

 development of a national Integrated Qualifications System through, inter alia, the 

implementation of the Polish Qualifications Framework and the Integrated 

Qualifications Register (IQR), including the incorporation of qualifications awarded 

outside of the system of school and higher education into the IQR, 

 promotion of a system of qualifications based on the Polish Qualifications Framework 

amongst entrepreneurs and learners,  

 activities supporting the development of institutions validating the competences 

obtained in non-formal education and informal learning,  

 activities supporting the development of institutions for external quality assurance for 

qualifications, from outside of the system of school and higher education, entered into 

the IQR, 

 cooperation with sectoral councils for competences and skills which are an element of 

stimulating entrepreneurs to develop a modernised qualifications system, including 

the development of sectoral qualifications frameworks in compliance with PQF,  

 keeping the Integrated Qualifications Register.  

 

At the regional level, a reference to the pursuance of the lifelong learning policy is contained 

in the Development Strategy of the Małopolska Region for 2011–2020. In area 1 “Activity and 

knowledge-based economy”, development of the lifelong learning culture is planned. The key 

measures in this area include Measure 1.1.5 “Implementing a formal system of recognising 
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and validating key competences and skills acquired informally, including connecting of adult 

education with the European standards of acquiring qualifications”. In the draft of the 

Intellectual Capital and the Labour Market Strategic Programme, improved flexibility in the 

possibilities of getting further education is perceived as an opportunity for the region’s 

development, and validation and recognition of qualifications obtained using a non-formal 

path is mentioned as one of basic activities oriented at the pursuance of the lifelong learning 

idea. Under Priority 4 “Development of Lifelong Learning Mechanisms”, Measure 4.1 is 

envisaged, entitled: “Program of Support for Lifelong Learning”, aiming to improve the quality 

of training offered to residents of Małopolska and enhance the motivations of adults and 

employers to learn at any age. The main outcomes that are mentioned include the launching 

of regional centres for the validation of qualifications at schools of higher education. One of 

the planned tasks of the proposed Quality Assurance Centre is to operate a regional system 

of service quality assurance, inter alia, through a programme of development of University 

Centres for the Recognition of Qualifications (UCUK) at schools of higher education through 

the provision of grants to set up or develop such bodies.  

 

The activities financed from the ESF at the regional level, the Regional Operational 

Programme for Małopolskie Voivodship 2014–2020 under thematic objective 10. “Investing in 

education, skills and lifelong learning” include Investment Priority 10.3 “Enhancing equal 

access to lifelong learning for all age groups in formal, non-formal and informal settings, 

upgrading the knowledge, skills and competences of the workforce, and promoting flexible 

learning pathways including through career guidance and validation of acquired 

competences”. In order to ensure the pursuance of these concepts, the project of a detailed 

description of priority axes of the ROP for 2014–2020 under Measure 10.3 “Development of 

Lifelong Learning” provides for activities concerning the validation of qualifications also 

addressed to people returning from emigration. This is planned to be implemented both 

through calls for projects and following other procedures.  

 

The Małopolska Region engages in activities leading to modernisation of the national 

qualifications system. The Regional Labour Office (WUP) in Kraków, as a partner of the 

Educational Research Institute, implemented, from ESF resources, a pilot project 

“Developing the National Qualifications System – pilot implementation of the National 

Qualifications System and its promotional campaign”. Małopolska tested procedures for the 

functioning of the Integrated Qualifications Register, solutions were developed for the 

pursuance of the validation process and guidelines therefor, guidelines were tested for 

ensuring the system quality and the test solutions were consulted with the Małopolska 

Partnership for Lifelong Learning (MPKU), and the LLL idea was promoted.  

 

Besides: 

 cooperation was pursued with entrepreneurs, training providers and the MPKU to 

submit projects and ideas for market qualifications, 

 procedures were tested for the Integrated Qualifications Register concerning the 

submission of qualifications, description of qualifications, evaluation of qualifications, 

entry in the Register, amendments made in the Register, 

 13 market qualifications were described following the standard for the description of 

qualifications outside of the school and higher education, 

 5  qualifications were entered in the test Integrated Qualifications Register, 
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 solutions were tested to ensure the quality of the validation process, including the 

establishment of external quality assurance institutions, operationalisation of quality 

assurance rules, conducting external evaluation at certifying/validating institutions, 

 5 pilot operations within the process of validation were conducted (for the following 

qualifications: management trainer, CNC machine operator, property management, 

small team management in cleaning services) and the process was joined by 36 

people, 

 a plan for a workshop on guidelines for the identification and documentation of 

learning outcomes and the competence balance was prepared,  

 a method of competence balance was designed and tested, 

 seminars were conducted for career counsellors, institutions, firms engaging in the 

validation pilot exercises,  

 the pociagdokariery.pl website was operated (LLL promotion, Małopolska Learning 

Day, Educational Municipality of Małopolska, Małopolska Open to Knowledge). 

The pilotage in Malopolska which has already finished is described and assumed in 

publication “Malopolska pilotage elements of integrated qualifications system- supplement” 

and ““Malopolska pilotage elements of integrated qualifications system” elaborated by team 

of the project “Developing the National Qualifications System – pilot implementation of the 

National Qualifications System and its promotional campaign” in Regional Labour Office in 

Cracow. The publications include a lot of recommendations which regards to solutions in 

area of qualifications out of formal education. These recommendations are the result of the 

work of Malopolska Partnership of Lifelong Learning. 

Surveys done amongst experts from Małopolska show that the qualifications system will 

have a practical effect for employers. According to most of the respondents, employers 

currently recognise competences acquired outside of the formal system, mainly during the 

recruitment process. Depending on the undertaking’s size and the complexity of the 

structures dealing with human resources (HR), employers verify competences during 

interviews or using specialist methods for the assessment of competences (e.g. assessment 

centres) and also checking the performance of specific tasks at work.  

Employees’ competences confirmed by the 

relevant documents are important for employers 

where certifications are required to perform certain 

tasks or to comply with the applicable legal 

regulations. Documents of a recognised rank and 

reputation in the industry or sector also count.  

The introduction of a system of validation is seen 

by experts as a good solution, particularly for people with occupational experience who do 

not have documents which would confirm their competences. Validation can also be 

important for unemployed people and those who have certain competences but no related 

experience – they can improve their chances of employment through validation of their 

qualifications. It was also mentioned that it is a good solution for employers because it 

enables identification of the potential of the employed person without considerable outlays.  

A certificate is important if it is highly 
valued by unions of employers, has its 
rank and confirms high skills, and the 
examination system is based on Polish 
or European standards.   
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I think that for some employers, 
this is important [to hold 
certifications], but for most of 
them it is practical skills that 
matter. 

I learnt Corel on my own, through trial 
and error – during a [job] interview, I 
was to do a small project and the 
employer knew whether I really knew 
the software. 

The question is whether the employer 
wants to test a person; seeing a 
certificate, the employer is sure that 
the person has some knowledge, and 
if someone does not have a „paper”, 
then the employer needs to actually 
test that person and give him/her a 
chance to demonstrate his/her 
capabilities.  

Efficient functioning of the validation system 

requires the development of appropriate systemic 

solutions which both employers and the people 

wishing to confirm their qualifications will trust. It 

was also noted that the introduction of a system of 

validation would enable employers (HR 

departments) save the time they have spent to date 

on checking the actual competences of candidates 

for work. 

The introduction of the validation system raised concerns relating to: 

 the costs of such a system,  

 identification of the party to cover the costs of validation of the qualifications,  

 trust of employers in the whole process,  

 insufficient preparation of institutions to conduct the validation, the reliability of the 

qualification validation (“the concern that the document can be bought, that the 

document will not confirm the competences”). 

 

The value of qualifications is also confirmed by Małopolska residents. The respondents’ 

experience shows that employers currently recognise competences acquired through 

learning outside of the formal education system. What matters for them in the first place is 

the knowledge and skills of their employees. In this context, respondents emphasize in 

particular the importance of practical skills acquired through experience. This, nevertheless, 

requires employers to verify the competences of their potential employees.  

However, respondents did not express a harmonious 

attitude regarding the evaluation of documents which 

confirm the competences of employees. Their 

experience indicates a variety of attitudes and 

practices amongst employers. Some of them 

emphasized that courses completed with certificates 

count in the labour market. For some, it was an important argument in favour of starting 

education that after the completion of their course they would get a certificate. Many opinions 

were voiced to the effect that certificates are important for employers, but not always 

indispensable and not all documents are recognised to the same degree. The weight of the 

certificates depends on the industry. There are industries in which the holding of certificates 

is necessary for the performance of occupational responsibilities (such as safety, for 

instance). Certificates matter to employers if they pertain to concrete competences important 

for them (e.g. language certificates in multi-national corporations). Some respondents also 

noted that certificates are often important as a requirement to be fulfilled in tendering 

procedures of various public institutions (e.g. 

ministries) or big companies (e.g. banks).  

A certificate is a major criterion if the employee is 

unknown to an institution or in the circles 

concerned. Because of that, at the stage of 

recruitment, the holding of certificates may be the 

(…) its actual functionality will depend 
on the trust in the system, based 
primarily on experience. It will have 
an effect on the situation of job 
seekers only if the trust in the system 
is high. 
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If I were to choose between an 
employee who has completed a 
course only or one that has 
experience only, I would opt for 
the one with experience because 
he/she can always extend his/her 
knowledge.  

Such certificates (…) focus on areas 
which they concern only, but these 
are not problems dealt with at 
work.  

candidate’s competitive advantage. One of the respondents involved in recruitment 

processes said that the holding by a candidate of a certificate recognised in the industry 

simplifies the recruitment – the job interview is different because more advanced themes are 

discussed, and the knowledge of basic issues is taken for granted. One of the respondents 

noted that even if certificates are not up to date at the particular moment, are informational in 

their nature because they show the educational path the person has covered. Most of the 

respondents emphasized clearly that their experience showed that the absence of 

certificates did not disqualify them because the skills declared by the candidate could be 

verified. This is done mainly through an analysis of the CV, interview and asking the right 

questions or through the ordering of a specific task to be done and sometimes through 

asking additional supplementary questions. What can be helpful in such situations are 

documents issued by the previous employer, i.e. a clear job description of the person and his 

or her references.  

A problem identified in this context is the recognisability and reliability of certificates and 

documents attesting competences. It is important who issued the document. Employers 

regard as meaningful documents which are issued by renowned institutions (schools of 

higher education for instance) or specific certificates recognised in the industry concerned 

(e.g. international certificates). From the perspective of respondents, a distinction is to be 

made between internal documents issued by training firms and providers and universal 

documents meaningful to wider circles, other institutions and people. In this context, the 

issue occurs of descriptions of certifications which confirm the completion of courses – they 

do not always define it clearly what the subject of the course was, the information therein is 

not transparent to others, and hence their usefulness is 

smaller.  

Residents emphasized clearly that it is primarily 

practical skills acquired through occupational 

experience that count for employers. Some of the 

respondents were also employers or staff engaged in 

recruitment on behalf of their employers. They 

mentioned that an optimum situation is when a 

candidate has practical experience in the industry and has, at the same time, documents 

which confirm his or her knowledge and skills. It is of 

paramount importance, however, whether a candidate 

has practical skills, and certificates of secondary 

significance. One of the respondents mentioned that 

certificates were not important from his viewpoint  

because a certificate concerns competences other 

than required in the practical performance of tasks at work. One of the respondents said that 

a certificate would not replace direct contact with the employer which verifies other 

competences as well, such as self-presentation skills for instance.  

The process of awarding qualifications is therefore a challenge. Some of the respondents are 

of the opinion that certificates and other documents which confirm competences are not 

important for employers anymore. This depends partially on industries and expectations 

concerning the advancement of training and courses. One person mentioned that in her 

industry certificates had mattered once whilst now technological progress is so fast that 
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training providers offering full-time courses are behind current trends in the market. From this 

point of view it is not sufficient to hold certificates because they do not prove the holding of 

up-to-date knowledge. The experience of one of the respondents shows that apart from 

certificates, employers verify the competences of employees whilst such a document may be 

important at the stage of selecting a CV in the process of recruitment.  

There is a clear view therefore that certificates do not determine the situation of a person in 

the labour market but certainly enhance it. The importance of certificates depends on the 

industry, type of competences which they confirm and the recognisability and reliability of the 

documents themselves.  

The implementation of a coherent qualification system is therefore still a challenge for Poland 

and Małopolska.  

 

2. LIFELONG LEARNING ACTORS: TAKING THE JUMP TOWARDS LEARNER-

CENTRED SYSTEMS  

  

 

The LLL policy means coherent cooperation between the following players:

 

 

 

 

 

 

 

 

Learners 

Administration 
(SYSTEM, 

COFINANCING) 

EMPLOYERS 

TEACHING, 
VALIDATING 

INSTITUTIONS 

TRAINERS 
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 Lifelong learning to me is a continued 
process of experiencing things, 
curiosity and finding out about 
something new, using my previous 
experience, meeting new people. 

 

A natural process associated with any 
human, there are no people who know 
everything and have learnt everything 
– we learn daily, without even realising 
that. 

 

 

 

 

 

It is therefore the learner who is in the focus, and who needs to have motivation and 

conditions for the pursuance of development objectives. What is the learning process to the 

learner? Some replies provided in surveys are shown in the graph: 

 

 

Most people associate lifelong learning with 

development. Finding about and experiencing new 

things, taking up new challenges are the 

consequences and possibilities offered by 

learning. This is also absence of stagnation and 

routine. What matters in this context is the attitude 

– to be able to learn, one needs to be open to 

novelty, change that may take place.  

Some respondents emphasized that it is a natural 

process in which we are all involved as it is linked 

to the life cycle. Learning is simply life.  

LIFELONG 
LEARNING 

development 
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the context 
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in the labour 
market 

natural 
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thinking 
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It would be good to have 
rankings of providers, for 
providers to be certified 
because this demonstrates 
their quality. 

Whenever I looked for an 
offer, I had a problem with an 
excess rather than a deficit of 
offers. 
 

Without this 
learning, I will be 
a little ant.  
 

This is a way of life to me. There 
is no other chance for 
development. There is no 
development without learning.  

Acquiring knowledge on a continuous 
basis in order to remain in the market, 
follow the trends, find one’s own niches 
and keep learning all the time to that 
end.  

The need to improve qualifications, competences, 
improve our skills and adapt to changes makes us 
learn all our lives. This learning applies to our daily 
life as well because, after all, we learn something 
new every day.  

Some clearly associate lifelong learning with 

occupational activity, perceiving it as a necessity  

in the context of the changes going on in the 

labour market, enabling them to build and gain a 

competitive advantage. 

There is clear future–oriented thinking, a 

reflection on what may happen and 

change and, in that connection, what 

action is worth to be taken. Some 

people noted that learning helped them 

remain active and energetic, being a 

way of life.  

In most cases, the perception of learning is wide and takes account of the contemporary 

world’s context and the changes going in there. It is to be borne in mind, however, that the 

respondents were people educationally active, self-conscious and aware of the need to 

learn. From their perspective, the context of the labour 

market and their opportunities to exist there mattered. 

Most of the responses indicate that respondents 

associated learning with the quality of their lives and was 

even their philosophy. 

What is the role of training providers: 

The surveyed learners agreed that a very extensive 

training offer was available on the market. The offer is 

particularly rich in big urban centres. Because of this, in 

order to make use of the offer, people living in little towns 

have to be mobile. Another problem which often hampers 

educational aspirations of respondents are high costs of specialist training courses 

(computer or managerial training was mentioned as costly). Even though quite numerous in 

the market, training courses financed from public funds are provided with restrictive access 

criteria. People who do not meet these criteria (such as age, status in the labour market, etc.) 

find it difficult to join them – in the opinions of some of the respondents, the offer is 

addressed to narrow groups. 

Many respondents pointed also to the problem of training 

quality and the possibility of its verification. In the context 

of a vast number of training offers available in the market, 

the important of tools helping select the forms which are 

most valuable grows. One of the respondents noted the need for rankings of training 

providers following objective and material criteria to demonstrate a high quality of the offers. 

All respondents also agreed on another issue: training should match labour market needs. 

Not all of those who seek training possibilities are conscious enough to verify themselves the 

usefulness of specific knowledge, and hence the need was identified to engage employers 

as experts. They should be engaged in developing curricula to meet their own needs. More 

practical training should then be offered which is valued the highest by learners. Employers 
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Essentially, I have always managed 
to find what I was looking for, 
mainly on the Internet, but I also 
follow recommendations from my 
friends and this enables me to 
develop a knowledge of what to 
take up.  

I had a problem choosing a good 
training course – there are many 
different institutions but it is not 
clear what training quality they 
offer. Because of this, I collected 
opinions amongst my friends on 
what they recommended. 

I think that partnerships between various institutions 
should be involved in such activities, especially that I 
have noticed myself that such measures generate better 
effects. 

should also be more active as trainers and offer in-house training to their employees in order 

to train specialists in particular industries. The experience of the respondents indicates that 

there is no enough of such training.  

Besides, the quality of the educational offer would be enhanced through a partnership of 

many institutions from the education, public administration, business and the third sector. 

These institutions could combine knowledge about the demand for competences in the 

market and their supply (e.g. knowing the level of knowledge of school leavers and 

graduates), thus responding to competences deficits with the educational offer. 

Evaluating the educational offer in the market, 

respondents also looked at other factors relating to its 

quality. It was noted clearly that appropriate training 

staff was very important, i.e. training to be delivered by 

highly specialised institutions and trainers. In that 

sense, open training may be of better quality than in-

house training offered by the employer which is often 

run by people without proper training preparation. An 

opinion was also voiced that highly qualified people found it more difficult to locate a training 

course for themselves which would help them improve their knowledge rather than providing 

elementary material. A command of a foreign language may help use an additional offer of 

foreign institutions, available on the Internet. 

The source of information on the educational offer which is used most frequently is certainly 

the Internet which is perceived as a source which is commonly accessible and very 

abundant. Learners use not only browsers and websites of training providers but also social 

media such as Facebook or discussion fora. The use of the Internet has its disadvantages 

though. Tools are missing, in the respondents’ opinions, to verify the quality of the offer 

available on the Internet. One of the respondents noted, for instance, that she would be 

willing to use a service comparing the training offer in the areas of her interest but had not 

come across such a service to date. Another respondent, in turn, pointed to the possibility of 

using free samples of courses or online training, providing insight into the training content 

and the possibility of a preliminary evaluation thereof. One of the respondents also pointed to 

another problem relating to the use of the Internet. For some people, it may be a source hard 

to get access to and hence if training providers restricted themselves thereto people, like the 

elderly, for instance, who are not very skilled at using 

the Internet, would be excluded. 

The second most popular form of finding out about 

training possibilities was to ask family or friends for 

recommendations. This helps verify the quality of the 

training offer better. Besides, some of the respondents 

admitted that they had found out about courses and 

training at their places of work or education (flyers, 

posters, referral to training by their employer). 

In reply to the question who should 

be engaged in providing information 

on educational opportunities, 
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Perhaps employers, and their HR 
departments in particular, should 
get more involved in developing the 
offer and providing information 
about it. 

When I want to learn something, I 
check where I can learn it, what 
this will give me, how I can learnt, 
who organises and delivers the 
training. Because if I am to pay for 
it, I need to know. 
 

To me it is very important whether 
I’m going to use at work what I 
have learnt – I do not want it to be 
a waste of time [time spent on a 
training course]. 

 The trainers should be 
demanding though – require 
something so that the 
learning outcome is there. 

To me, if someone does not deal 
with a theme and joins a training 
course, they would not benefit 
from it in full because they do not 
know what questions to ask and 
have no problem asking a question 
to solve the problem. 

respondents emphasised again that educational proposals should not originate only from 

training providers whose offer does not always match the real market needs.  

The process of providing information should involve 

other institutions, e.g. schools of various levels, the 

Public Employment Services and other institutions of 

public administration, career counsellors, institutions 

which do surveys of training needs, non-governmental 

organisations which support adults in the labour 

market, institutions of culture and, finally, employers. 

On the media side, it should not be the Internet only, but also the radio, press (especially 

industrial journals) and television (also local). 

It is also very important to have the offer described in 

detail. A description of the aim, programme, timetable 

and trainers makes it possible to match the offer with 

the trainee’s needs and level of knowledge. Poorly 

composed group of trainees may lead to the failure of 

the training process. The message on the training 

opportunities should be consistent, and the same 

applies to the manner of providing information about courses and training. It would be 

valuable to develop a national internet portal gathering the offer available in the market at 

one place and organising its thematically. The websites to date which were to perform such a 

function did not provide complete information.  

The respondents agreed that the learning outcomes are of 

key importance in the process of learning. The learning 

outcomes depend on the quality of education and hence 

their quality depends largely on the person in charge of the 

process, his or her professionalism. In this context, it is not 

only the substantive preparation of the trainer that is 

important but also his or her skill of communicating the 

knowledge and developing the trainees’ skills, as well 

as other factors which have a considerable impact on 

the learning outcomes, such as personality, authority, 

way of communicating with the trainees. The trainer 

should be oriented at effective attainment of the educational objectives so that, both through 

the selection of content and methods and his or her attitude, he or she can influence the 

learning outcomes.  

What matters a lot in the process itself is the preparation of education, primarily to meet the 

clients’ needs. In this context, a thorough diagnosis of training needs is of key importance. 

One of the respondents pointed to the need to take a reflective approach to this stage as this 

is a activity widely discussed in the training market but 

the process is not always delivered well enough. In the 

description of the training offer, it is necessary to 

provide detailed information about the aims, 

programme, benefits and trainers. It is only detailed 
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I wanted to improve my English 
so that looking for work, I would 
know at least one foreign 
language. 

I’m engaged in new initiatives, 
and this requires that I learn new 
things. 

 

 Courses teach mainly how to use 
tools, some courses teach how to 
solve problems but, as it is in life – 
one learns “live”. 

information that will show whether the offer matches the needs. The learners’ approach is 

also important for achieving the learning outcomes. This is true of both the willingness to 

learn and the awareness of what they want to learn. A reflection on the learning outcomes 

should be present before the learning commences. Taking up an educational activity, one 

needs to know what they want to learn. Several respondents noted that they decided to take 

up education when they undertook some new occupational or personal activity. Only when 

we come across a new subject in practice do we get an idea what to ask about. Respondents 

put great emphasis of the practical aspect of knowledge and skills. Most of them were of the 

opinion that only the practical application of the knowledge which has been learnt makes it 

possible to actually develop and practice the skills. Skills should be tested in various 

situations and only then can we refer to the effectiveness of learning. In this context, a 

postulation appears of involving practitioners in the process of education – to use tested and 

proven solutions thus avoiding unnecessary errors. Some pointed to a deferred application of 

the training effects in situations occurring later.  

Some people emphasized the importance of universal competences which can be used 

in many aspects of occupational and personal life. 

Others see the effects of learning mainly through the 

perspective of their professional lives. They value 

highly competences tested in practice. Some 

respondents said that nothing could replace 

occupational experience as the way of acquiring 

competences because it is only confrontation with real 

problems in the performance of tasks makes it possible to see how people deal with them. 

What is important in this context is an analysis of one’s own experience from previous tasks 

or jobs, lessons learnt and good practices.  

In the context of educational and training offers ensuring high-quality learning outcomes, it is 

worthwhile to take note of the training providers’ reputation. Development of trust in the 

brand requires a professional approach which improves the chances of getting high-quality 

training. 

The question about the motivation for learning is, in the context of lifelong learning, one of 

key questions. The respondents are active people engaging in various forms of education 

and training. The reasons why they decide to take up education vary. This is due not only to 

their personal circumstances and preferences but the multitude of activities too.  

It is a utilitarian approach that comes first, and the 

criterion of usefulness of knowledge at work or in other 

activities is presented here as essential. Respondents 

emphasised the possibility of utilising the knowledge in 

practice primarily in their work. Note was made of the 

need to supplement competences due to the deficits of knowledge or skills they identified or 

the need to extend or adapt their competences to labour market demands.  

Quite often, learning was associated with taking up new 

activities which required knowledge or skills not known 

before. A new task, new assignment, new function – 
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No one is born a genius or few 
people are born geniuses, you 
just need to start [learning]. 

[I like to learn] because I am not 
bored as a result. Learning is a 
side-effect of that I keep doing 
new things all the time.  

I wanted to do my post-
graduate studies to have a 
document which could be useful 
in looking for a job. 

I have always taken decisions 
independently as to what I need 
and what I want to use.  
 

I sometimes listen to what my 
friends say and what they 
recommend, and it was close 
friend who encouraged me to 
take that recent course.  

these were situations which contribute directly to starting 

education. These were both situations imposed externally 

in which respondents were put as well as activities they 

had anticipated and planned themselves. Some pointed 

out that it was important for them to get specific 

qualifications confirmed with a relevant document.   

A very important motivating factor was self-development. A pro-developmental attitude 

occurs in nearly all responses. People learning actively are ones who like to learn and for 

whom personal development is a value. 

One of the respondents said that in his case the 

motivation for learning was learning itself because the 

acquisition of knowledge triggered his desire to improve 

it. This is also confirmed by another respondent for 

whom the possibility of developing her command of 

English was an argument for joining a course delivered in that language.  

Respondents pointed out that they were taking up education because of interest in the 

theme, willingness to explore new areas and also because of the multitude of opportunities 

created as a result of learning, such a travelling, finding out about the world, various cultures, 

understanding others. The process of learning creates an opportunity for activity, meeting 

new people, new perspectives, spending time in a group which, in itself, is one of the 

arguments for taking up learning. A motivation may also be the need to attain an objective, 

satisfaction with its attainment, sometimes even the award promised to oneself. There are 

ambition-related  reasons as well.  

Spontaneous learning, without a plan, sometimes necessitated by the external situation, is 

quite common too.   

The surveys indicate that respondents perceive the 

acquisition of knowledge and skills as an extended 

opportunities both in their professional and personal lives. 

Depending on how they see learning and their own 

educational preferences, some define is as the reason for 

taking up educational activity and others as a consequence of facing challenges unknown 

before. Regardless, however, of how it is defined individually, there is a clear awareness of, 

and need for taking up such activity.   

Educational decisions were taken by respondents mainly 

independently or following people of authority in their 

working environments or amongst friends. Career 

counsellors or specialists in occupational development 

had a smaller contribution. The start of education was 

also dictated by external factors such as amendments to legal regulations, requirements set 

by employers or organisations respondents belonged to.  

Decisions of people who chose their educational paths 

independently followed mainly from their inner needs, 
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I also did international courses, e.g. 
“Youth in action” – I am of the 
opinion that it is a very nice and 
interesting form of informal learning. 
 

I met excellent lecturers at my 
university  and they showed me a 
very practical translation of 
knowledge into the functioning in 
organisations. 
 

I participated in a vast number 
of courses and training events 
which were connected with my 
work – I practically need to keep 
training all the time. 

interests and preferences and were based on analyses of offers and observations of what 

could be useful in the labour market.  

The respondents’ educational paths were 

considerably influenced by people of authority to 

them. These were mainly people from educational 

circles or family members. Respondents mentioned 

recommendations of university lecturers, 

suggestions or role models in the family, as well as recommendations of friends and 

acquaintances.  

The most frequent form of learning are courses of all types and training organised by 

institutions outside of the formal system of education (e.g. specialised training providers, 

NGOs, etc.). These are courses in two forms: 

commercial (at a fee) or financed from public funds 

obtained for this particular purpose. That sometimes 

included international training projects. Not all of 

them were certified though. Respondents took up 

training activity upon their own initiative being guided 

by various motivations.  

The other form of acquiring knowledge, very popular 

amongst respondents were courses offered by 

employers and developing occupational skills, that is 

strictly connected with the work done. Many respondents 

also mentioned learning in practice, through action. For 

instance, new skills were acquired through doing new 

tasks at work, analysis of prior activities, drawing conclusions and analysis errors. 

Learners were also looking for information on their own – on the Internet (blogs, discussion 

fora, online courses) or in books. The aim of such activity was most frequently to extend 

knowledge rather than learn from scratch. Others opted for learning in pairs, with tutors. 

Several of the respondents pointed to an important aspect of the learning process – 

interactions with others. Indeed, new knowledge may be acquired through an exchange of 

opinions and experience in a group, observations of others (examples are show lessons for 

teachers in schools done by experienced practitioners), and sometimes even by teaching 

others. 

Forms of learning such as post-graduate studies, internships, participation in conferences 

were less popular. One of the respondents mentioned learning through computer games 

(e.g. practising a foreign language, developing imagination). There is a great variety of forms 

of acquiring knowledge and the learning techniques depend on the creativeness of learners. 

Even leisure time can have an educational value. 

People active in terms of training are aware of their own educational needs, know what they 

expect in the process of education. Very often, they emphasize the link, in the process of 

learning, between theoretical and practical knowledge. Indeed, knowledge tested in practice 

is easier to acquire. It is only confrontation with practice that aspects of an issue can be 
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The way in which we learn is of great 
importance. Honestly, I believe I would not have 
learnt Corel during a course as well as I learnt it 
myself; I learnt it better because I reached 
solutions through trial and error (…). As for 
English, I would probably learn it better during 
a course – being in contact with others. 
 

I am motivated by other 
participants (….) The presence of 
others is mobilizing for me. 
 

I am glad to be learning new 
things which I can use in 
various spheres of life, not 
necessarily at work. 
 

identified, problems occur, and questions arise. Thus, practical application ensures the 

acquisition of more thorough, tested knowledge. This is also useful knowledge, needed to 

perform ongoing tasks, and hence the motivation to acquire it is higher. Besides, it is not only 

the acquisition of knowledge but skills that matter in the process of learning. In this regard, 

practice is definitively more effective in acquiring skills. Because of that, training that consists 

in completing specific tasks, testing the knowledge and skills is valued highly. Some 

respondents emphasized that the form of learning they preferred was practice, even without 

a theoretical foundation. Going through processes independently, seeking solutions and 

learning from one’s own errors gave them a sense of mastering the subject.   

Learning in a group is also valued highly 

by respondents. Some things, in the 

respondents’ opinions cannot be learnt 

individually, without interactions with 

others. Through an exchange of 

experience mistakes made be others are 

not repeated. Besides, an exchange of 

perspectives and opinions provides a 

wider view of the theme concerned.  

Additionally, the presence of other learners may be 

mobilizing and may encourage learning. Another 

advantage of learning in an organised group is its 

regularity which necessitates timeliness. This is 

particularly useful for people who are not motivated sufficiently to engage in regular learning. 

In addition to pointing to group forms of learning, some respondents preferred forms which 

are completed with the award of certificates confirming the knowledge or qualifications. 

Some mentioned also that they preferred short forms generating quick results. In the context 

of online courses, an argument was voiced on flexibility – everyone can choose the content 

and date and time spent on learning. Not all respondents were enthusiastic about individual 

learning. Some admitted that for it to be effective, they had to spend more time learning than 

if they joined a course. Besides, an opinion was expressed that it is valuable to combine 

formal and informal education for best results. 

The knowledge acquired by respondents in the process of 

formal and non-formal education is usually used later in 

their work. Many admitted, however, that they used the 

skills they acquired in activities other than their work (in 

various organisations, interest clubs, etc.), in their daily life 

(e.g. travelling) or developing their passions. It is also important to use the knowledge in the 

process of teaching others, that is passing it on. In the opinion of some respondents, the 

most useful is knowledge which can be used in many different areas.  

 

What is the role of administration: 

In the system, administration is responsible for creating conditions for development of 

learning and, consequently, for providing due qualifications in the labour market. It is to be 
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supported by the system of financing the services through vouchers which, in its essence, 

shifts the responsibility for the choice of the service onto the learners. It is, at the same time, 

a system which offers conditions for co-financing the development of competences and 

qualifications. Tied in future to the National Qualifications System, it will offer possibilities of 

recognising not only the effects of learning at educational institutions and training providers 

but also the validation of competences acquired at work. 

 

The financing through vouchers was applied within the National Training Fund (KFS) which, 

as a new labour market policy instrument, was introduced under the Act of 14 March 2014 

Amending the Act on the Promotion of Employment and Labour Market Institutions and 

Certain other Acts (Dz.U. of 2014, item 598). It is intended to cover lifelong learning of 

working people. The recipient-oriented approach means that the active party in the process 

is the employer which applies for funds from the KFS to finance the costs of its employees 

participating in lifelong learning. Funds from this source can be used for lifelong learning of 

employees and the employer; its elements include:  

a) identification of the employers’ lifelong learning needs in relation to their 

applications for funds from the KFS, 

b) courses and post-graduate studies done upon the initiative of or upon the 

employer’s consent,  

c) examinations to obtain documents which confirm the acquisition of occupational 

skills, qualifications or certifications,  

d) medical and psychological tests required for undertaking education or work after 

the education is completed,  

e) insurance against accidents in education. 

 

The catalogue of the services on offer and identification of the employer’s needs in particular, 

makes it possible to customise and select the most appropriate offer.   

The engagement in the designing and implementation of changes based on the concepts of 

leaner-centred training is noticeable throughout the region.   

The method of distributing funds through vouchers as a way of customising training to adapt 

it to the clients’ needs was identified in the draft of the Intellectual Capital and the Labour 

Market Strategic Programme. It mentions that a change in the system of financing is to be 

considered towards a learner-centred one which will warrant a greater influence of the 

trainee or the party which orders the training on its form, content and development – so-

called training voucher”. In that connection, Measure 4.1 “Programme of support for lifelong 

learning” mentions the system of financing training through vouchers/educational accounts 

for various groups of recipients as one of the chief effects. One of the planned tasks of the 

Centre for Education Quality Assurance in established in Małopolska is the operation of the 

financing of services through vouchers (training vouchers, educational accounts) for various 

groups of recipients comprising:  

a) introduction of the training voucher as a recipient-oriented instrument for the 

financing of education for entrepreneurs (pilot exercise), 

b) introduction of a system of training vouchers/educational accounts for individuals 

(pilot exercise), 

c) implementation and administration of the system of training vouchers for all groups 

(SMEs, individuals) in 2015-2020 to comprise: selection of the operator and 

supervision over the contract with the operator, system monitoring and control, 

supervision of the financial flow of public funds in the system of vouchers. 
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The plan provides for the implementation, 2012–15, of a pilot project on “Financing of 

education through vouchers”, and in 2015 – 2020 the implementation of the effects 

generated in the pilot work.  

 

The project on “Financing of education through vouchers” was done by the Regional Labour 

Office in Kraków in partnership with FOREM from Belgium. It was an innovative project 

carried out under the ESF in 2012-2015. Its aim was to implement a learner-centred system 

of financing education in order to develop the intellectual capital of SMEs in Małopolska. The 

underlying of the voucher-based financing was to launch a mechanism for the distribution of 

public funds in the form of vouchers to be used for improving qualifications of SME staff and 

ensure the possibility for the vouchers to be used by training providers verified for their 

quality.  

The learner-centred system of financing education in Małopolska provided for limiting the 

transfer of public funds only to training providers who met the quality requirements set by the 

system. The method for ensuring the quality of training services was the process of 

verification of training providers for compliance with the Małopolska Standards for 

Educational and Training Services (MSUES). This tool has been worked out as a result of 

public consultation. The consultation process has involved training institutions, vocational 

schools, universities, representatives of businesses and administrations. The verification of 

training providers was done by the Centre for Education Quality Assurance in Małopolska 

functioning at the WUP in Kraków (150 training institutions were audited by independed 

quality auditors). Only providers who were awarded the quality mark based on a positive 

result of the audit could be put on the list of training providers verified for compliance with the 

MSUES which was the first element of the learner-centred system of financing of education. 

Developed in Malopolska Standards for Educational and Training Services meet the highest 

quality requirements. 

The second element was a mechanism for distribution of public funds through training 

vouchers. The support was addressed directly to entrepreneurs who decided about the 

choice of the educational and training offer which was the basis of the approach centred 

around the service recipient. At the same time, the application of the said mechanism 

ensured maximum simplification of procedures within the law. The operators of training 

vouchers was selected through a tender. After picking the training offer of his choice, 

entrepreneurs contacted one of the training providers on the list which received the required 

number of vouchers from the operator. Following the concept, entrepreneurs participated in 

the training costs.  

The third element of the system was a method of supporting SMEs in the development of 

their intellectual capital, providing for the participation of training voucher consultants. It had 

been planned that the recruitment of undertaking to join the system would be done by 

specialised training voucher consultants whose task would be to clarify the rules for the 

functioning of the system, help fulfil the formalities relating to state aid, voucher accounting 

and, if required, providing support in diagnosing the training needs of the business and its 

staff. The needs which were identified, were taken into account when designing the training 

offer. 

The model so developed is oriented at customised support and adaptation to the company’s 

needs and its development prospects. The system was very positively perceived in the final 
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Training vouchers are a very good 
solution, as they enable companies to 
choose training which matches their 
needs. It is important to ensure the 
quality of training on offer and 
minimise the procedural burdens 
involved in the use of such vouchers. 
Counselling should be an inseparable 
element of such a system to help 
companies and clients choose their 
training and support matching their 
needs. 
 

evaluation by independent expert and is recommended for implementation by 2020 under the 

European Social Fund as part of support to businesses in the form of development services 

offered to individuals.  

Representatives of the European Commission, who were present during Monitoring 

Committee underlined obligatory to include this system in training services financed by public 

funds. Malopolska’s pilot program was assessed very positive by other regions. Region of 

Łódź made a decision to implement vouchers system according to tools from Malopolska. 

Representatives of the European Commission suggested to apply the Małopolska Standards 

for Educational and Training Services to Register of Development Services.  

In the opinions of respondents:  

 

Respondents mentioned that the match between 

training and the needs of clients was done to a larger 

extent for in-house, “tailor made” training than in the 

case of open courses. What matters is correct 

diagnosis of the needs before the training – this is an 

increasingly frequent practice amongst 

training/educational institutions. 

More conscious, reputable educational institutions or 

training providers with a strong position in the training market, analyse the market and 

respond to its needs, are oriented at innovations exploring trends. The survey the careers of 

their trainees/clients and “are not afraid of opinions”. 

Problems involved in the mismatch between training and the clients’ needs are due to both 

an insufficient analysis of the needs of businesses and their staff, and the variety of needs 

too. On the other hand, clients are not always interested in having a diagnosis done whilst 

being interested in training. This may be due to the absence of long-term thinking and 

awareness which translates directly into the effects of training.  

Opinions were voiced by respondents that a problem is a low awareness of the need for 

lifelong learning (”Clients do not want to get trained”). The quality of the training market has 

dropped too due to relative ease of access to EU funds – poor-quality training was occurring 

because due to an oversupply of services compared to the demand there was a deficit of 

good trainers and hence people with insufficient competences were engaged to deliver 

training/courses.  

Experts noted that training providers/educational institutions are aware of varied expectations 

of clients due to generation differences – ”young 

people are not seeking knowledge as much as they 

are seeking information”. It is because of this, high 

time pressure and pressure to optimise costs and 

actions occurs at training providers – train more for 

less. 

In order to increase participation in education, what 

is accentuated on the one hand is the need for 

A direct match between the 
activities and the clients’ needs 
is easier to achieve in in-house, 
tailor-made training done for 
homogenous groups, and more 
difficult in the case of groups 
with varied expectations and 
competences.  
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greater cooperation between institutions and more intensive promotion (with the use of social 

media for instance) and, on the other hand, the need for better identification of needs of 

clients and enhancement of activities on the part of training institutions. Also the need to 

organise information about the training available was mentioned (e.g. one portal on this 

matter, updated on an ongoing basis). It is also important to encourage continued 

improvement/learning from the youngest years – indicating that it will bear the fruit of a better 

job, position in the labour market in the future. 

As concerns new instruments to customise training services, respondents noted that the 

introduction of training vouchers is a very good solution enabling a more conscious choice of 

training matching the needs. It is necessary, however, to incorporate counselling in the 

system to diagnose needs and ensure high quality training.  

3. LIFELONG LEARNING COMMUNITIES: PARTNERSHIPS AND SHARED 

RESPONSIBILITY  

Eliminating barriers between sectors and entities: 

 

In accordance with the definition5 a partnership is a ”business voluntary association of two or 

more persons for the purpose of managing a business enterprise and sharing its profits or 

losses”. This definition is concise and correct especially due to the fact that it points 

straightforwardly to an association of persons – even if a partnership is established by 

institutions – the actual cooperation is effected by people and it is the people who largely 

determine its shape. A partnership also means shared and mutual responsibility for the 

entirety of the task, exchange of experience, benefits for each of the parties which do not 

necessarily mean the same for these parties, joint forces and efforts to attain both the 

common objective and the objectives of each of the partners.  

 

Inter-sectoral partnership for lifelong learning laid down in the law: 

Both European and national laws mention partnership as one of key principles since it helps 

enhance participation of both residents and non-public institutions in public life. 

Partnership lays a great role in lifelong learning too. The Council conclusions of 12 May 2009 

on a strategic framework for European cooperation in education and training (‘ET 2020’)6 

point out straightforwardly that „peer learning and the exchange of good practice, including 

the dissemination of outcomes” should be used. It is further recommended to strive at inter-

sectoral cooperation  in the pursuance of educational and training initiatives. The Council 

also notes that ”well-functioning cooperation (…) is needed not only between the relevant EU 

institutions, but also with all relevant stakeholders, who have a considerable 

contribution to make in terms of policy development, implementation and evaluation.” 

It is also emphasized, with reference to the „ET 2020” strategic objective that for “enhancing 

creativity and innovation, including entrepreneurship, at all levels of education and training”, 

“partnerships between education and training providers and businesses, research 

institutions, cultural actors and creative industries should be developed”. 

                                                           
5 Encyclopaedia Britannica, at: www.britannica.com 
6 Council conclusions of 12 May 2009 on a strategic framework for European cooperation in education and training („ET 2020”); 
www.europa.eu/legislation_summaries/education_training_youth/general_framework/ef0016_pl.htm 
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The role of partnerships established in lifelong learning is also emphasised in the Council 

Resolution on a renewed European agenda for adult learning (2011/C 372/01)7. This 

document notes that by 2020, it should be aimed to raise the status of the sector as such 

should be, and, amongst other things, to promote the role of social partners and civil society 

in articulating the training needs and developing the opportunities of adult learning, as well as 

the optimisation of the involvement of central, regional and local authorities. In order to 

develop a strong sector of adult learning, attention should focus on intensifying the 

cooperation and partnership between all stakeholders involved in adult learning, in particular 

public authorities, various service providers offering adult education, social partners and civil 

society organisations, in particular at the regional and local level in the context of creating 

“learning regions” and local educational centres. 

In 2013, the document “Lifelong Learning Perspective” was adopted in Poland8 which linked, 

inter alia, with Poland’s preparation to EU’s 2014-2020 financial perspective because one of 

the preconditions for getting EU’s assistance in education was to have comprehensive and 

consistent lifelong learning policy framework. The basis for the national policy for lifelong 

learning is, amongst other things, subordination of actions to the interests of learners in 

various situations and of various ages with emphasis on the coherence of activities of 

many institutions, ministries and partners. 

Going down to the regional level, reference should be made to the Development Strategy of 

the Małopolska Region for 2011-2020 9 which notes that a condition for the development of 

modern regional economy is cooperation and partnership between institutions from various 

sectors. It also emphasizes that one of the forms for the implementation of the Strategy will 

be to organise a platform of cooperation with partners working for the region’s development 

“functioning as a regional territorial forum serving the purpose of supporting strategic 

discussion and pro-development actions in the region”. Thus, the Strategy has created a 

framework for the development of various types of partnerships in all areas of social and 

economic life of the region. 

 

A good practice of the regional partnership and shared responsibility in the area of 

lifelong learning – Małopolska Partnership for Lifelong Learning: 

 

A regional example of a partnership established in the area of lifelong learning is the 

Małopolska Partnership for Lifelong Learning (MPKU). This initiative is an expression of 

placing more emphasis in Małopolska’ regional policy on issues relating to the promotion of 

the lifelong learning idea and, over longer term, making it a development priority for the 

region.10  

The MPKU has been active since 2008, gathering 150 institutions of the labour market, 

education and training, cooperating for lifelong learning in the region. The partners are 

engaged in the creation of systemic lifelong learning solutions such as ensuring the quality of 

training or financing of training through vouchers11. The activities of the MPKU are 

coordinated by the Regional Labour Office in Kraków – the initiator of the partnership. 

                                                           
7 Council Resolution on a renewed European agenda for adult learning (2011/C 372/01); www.eur-lex.europa.eu/legal-
content/PL/TXT/?uri=CELEX:32011G1220%2801%29 
8 Lifelong learning perspective. Document adopted by the Council of Ministers on 10 September 2013; 
www.men.gov.pl/index.php/uczenie-sie-przez-cale-zycie/770-perspektywa-uczenia-sie-przez-cale-zycie 
9
 “Development Strategy of the Małopolska Region for 2011-2020 „Małopolska 2020. Unlimited Possibilities”, adopted by the Regional 

Assembly on 26 September 2011; www.malopolskie.pl/RozwojRegionalny/Aktualizacja 
10

 lifelong learning project at: www.wup-krakow.pl/projekty-wup/projekty-zakonczone/uczenie-sie-przez-cale-zycie 
11 lifelong learning project at:  www.wup-krakow.pl/projekty-wup/projekty-zakonczone/uczenie-sie-przez-cale-zycie 
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It was within the MPKU that the Małopolska Standards for Educational and Training Services 

were established providing an innovative tool ensuring high quality of training. The work on 

the standards engaged most of the partners who thus wanted to make it easier for 

Małopolska residents to choose the most valuable forms of education from amongst the 

many offers available in the educational and training services market. 

The Partnership also sets the priority directions of lifelong learning actions, including through 

regular meetings between the partners, such as planning workshops and the annual 

conference “Małopolska open to knowledge”.12 

Since 2009, the Partnership has been implementing the programme on “Educational 

Municipality of Małopolska”, which comprises a competition on “Educational Municipality of 

Małopolska”, promoting activities within municipalities for lifelong learning amongst residents,  

a drawing competition for pupils of grades 1-3 of elementary schools, a film competition for 

students of lower secondary and post-lower secondary schools.   

In 2010, the ”Małopolski pociąg do kariery” Internet portal was launched; this is a regional 

website on lifelong learning website with information on educational and training institutions 

from throughout the region and the educational and training offer available and educational 

and the possibilities of using educational and training counselling in career planning. 

 

Since 2011, the partners of MPKU have been engaged in the organisation of the annual 

event “Małopolska Learning Day” which is intended to promote, amongst the region’s 

residents, the idea of continued education and an attitude open to development. During the 

“Małopolska Learning Day” the region’s residents can join various forms of free training, such 

as workshops, lectures or seminars prepared for them by institutions of the labour, education 

and training markets.13 

 

Primary regional initiatives pursued within the Małopolska Partnership for Lifelong 

Learning 

                                                           
12 Ibidem. 
13

 Website of the lifelong learning project; www.wup-krakow.pl/projekty-wup/projekty-zakonczone/uczenie-sie-przez-cale-zycie 

„Małopolska otwarta na wiedzę” 

http://www.pociagdokariery.pl/Strony/mainpage.aspx
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Source: own study based on data from the Regional Labour Office in Kraków 

 

 

(Caption:  

Małopolski Dzień Uczenia się - MAŁOPOLSKA LEARNING DAY  

Małopolskie Standardy Usług Edukacyjno-Szkoleniowych - MAŁOPOLSKA STANDARDS 

FOR EDUCATIONAL AND TRAINING SERVICES 

Edukacyjna Gmina Małopolski - EDUCATIONAL MUNICIPALITY OF MAŁOPOLSKA  

Małopolska Otwarta na Wiedzę- MAŁOPOLSKA OPEN TO KNOWLEDGE) 

 

Source: own study based on data from the Regional Labour Office in Kraków 

 

The “Development Strategy of the Małopolska Region for 2011-2020 Małopolska 2020. 

Unlimited Possibilities” and the draft of the Intellectual Capital and the Labour Market 

Strategic Programme 14 set new tasks for the Małopolska Partnership for Lifelong Learning. 

These were formulated in the „Action Plan for the Małopolska Partnership for Lifelong 

Learning until 2020”15. The main directions of action for MPKU until 2020 include primarily16: 

 involvement in a programme for the development of mechanisms for the validation and 

recognition of qualifications obtained through non-formal education and informal 

learning, 

 involvement in the development of a concept for the functioning of a system of lifelong 

counselling in Małopolska, 

 involvement in activities promoting the financing of training through vouchers, 

 program for the development of lifelong learning attitudes, 

 engagement of SME circles into the pursuance of MPKU tasks. 

Program for enhancing the Partnership’s potential and its impact on the shape of 

public policies in the area of lifelong learning until 2020 

                                                           
14

 Draft of the Intellectual Capital and Labour Market 2020 Strategic Programme; 

www.malopolskie.pl/RozwojRegionalny/Programystrategiczne 
15 Action plan of the Małopolska Partnership for Lifelong Learning until 2020; www.pociagdokariery.pl/ArticleDocs/1047/Plan_dzialania.pdf 
16 Ibidem. 
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(Caption:  

Program rozwoju postaw uczenia się przez całe życie - Programme for the development of 

lifelong learning attitudes 

Włączenie środowiska MŚP w realizację zadań MPKU - Engagement of the SMEs in the pursuance 

of MPKU tasks  

Włączenie w program zbudowania mechanizmów potwierdzania i uznawania kwalifikacji 

uzyskanych drogą pozaformalną i nieformalną - Engagement in the programme to build mechanisms 

for validation and recognition of qualifications obtained formally and non-formally 

Włączenie się w opracowanie koncepcji funkcjonowania system poradnictwa całożyciowego w 

Małopolsce - Engagement in the development of a concept for the functioning of a system of lifelong 

learning counselling in Małopolska  

Program na rzecz wzmacniania potencjału partnerstwa i jego wpływu na kształt polityk publicznych 

w obszarze uczenia się przez całe życie - Programme for supporting the partnership’s potential 

and its impact on public lifelong learning policies 

Włączenie się w działania upowszechniające system podmiotowego finansowania szkoleń - 

Engagement in actions promoting the system of financing training through vouchers) 

 

Source: Action plan for the Małopolska Partnership for Lifelong Learning until 2020  

 

Over 7 years of its activity, the Małopolska Partnership for Lifelong Learning has built a 

strong brand which, thanks to the solutions it has developed and the initiatives it pursues, is 

recognised in other regions17. The Partnership offers the entities gathered in it a sense of 

prestige because they can actively participate in both the creation of lifelong learning policy 

and promotion of the idea in the region and nationwide. 

 

Opinions of experts: 

 

Most experts concluded that due to its multi-faceted 

dimension, the lifelong learning policy should be pursued 

at the inter-sectoral level, through inter-institutional 

cooperation. The arguments in support of that statement 

included the fact that partnerships have a higher 

potential to influence the development and pursuance of policies. Besides, through 

diversification of circles and hence perspectives, they enable a more creative and relevant 

creation of new solutions. Cooperation and collaboration enhance adaptability of the 

solutions that have been adopted because various viewpoints and variables are taken 

account of. 

In order to enhance the cooperation, it would be reasonable to demonstrate its benefits, 

identify common objectives (measurable, with noticeable effects, such as standards) which 

the partners can identify themselves with, as well as integrate various groups through 

participation in workshops and training events, and undertake joint actions (ideally, within 

thematic sections). It is also very important to promote a coherent idea of lifelong learning – 

this improves the communications both within partnerships and between them and the world 

around them. 

                                                           
17 Evaluation report on the usefulness and functioning of the Małopolska Partnership for Lifelong Learning and recommendations for the 
future, Kraków, 2013 

(…) the point is adaptation, if we have 
more points of view, we can design 
solutions which take account of various 
problems and nuances. Solutions should 
be designed in advance (this related to 
longer lifespans, staying in the labour 
market, the need to take health 
considerations in mind too).   
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Experts also emphasised the importance of good 

coordination of lifelong learning policy and 

dissemination of information relating to various 

industries – which generates both financial and 

substantive benefits (improved quality of the 

services, specialisation). Besides, easily accessible 

knowledge about what is going on in the market 

within industries and sectors would facilitate the flow of professionals and their preparation in 

terms of their competences. 

The main barriers to the pursuance of a coherent lifelong learning policy and inter-

institutional cooperation, which have been identified by experts, can be dealt with only 

through partnership-based collaboration. Such collaboration, however, may be disturbed by 

various factors which distort its harmonious development. These include:  

 variety of objectives, rules and standards which define the functioning of 
various institutions, 

 no commitment to the pursuance of joint activities, 

 lack of trust, 

 lack of willingness to engage in a dialogue, 

 overload of current affairs which overshadow long-term activities, 

 performance of the same or similar tasks, overlap of tasks (such as surveys 
for instance). 

 

Regional policy and actions to enhance the links between education and the labour 

market as a coherent proposal for residents of any age: 

 

The policy of the Małopolska Region focuses on improving the quality of education and 

linking education with the labour market which is expressed, inter alia, through the concepts 

of the Development Strategy of the Małopolska Region for 2011-202018 or the draft of the 

Strategic Programme Intellectual Capital and Labour Market 2020 which mention the key 

actions in education in the region. 

 

                                                           
18 Development Strategy of the Małopolska Region for 2011-2020 „Małopolska 2020. Unlimited Possibilities”, adopted by the Regional 
Assembly on 26 September 2011; www.malopolskie.pl/RozwojRegionalny/Aktualizacja 

Well-coordinated policies generate 
financial benefits – there is no 
competence overlap between various 
institutions, funds are effectively 
utilised, and more complementary 
activities are undertaken. 
 



33 
 

Examples of actions taken by the Małopolska Region to support education and the 

labour market  

 

Source: Own study based on the Development Strategy of the Małopolska Region for 2011-

2020 and the Intellectual Capital and Labour Market Strategic Programme  

 

The measures undertaken in Małopolska in the area of education are largely financed from 

EU’s Structural Funds. Because in 2007-2013 and in the current programming period, 

modernisation of higher education was financed nationwide, regions focused on improving 

the quality of early education as well as education at the elementary, lower-secondary and 

secondary levels (including vocational education). Due to its specificity, it is the 

modernisation of vocational education that is most cost-intensive.  
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The directions of actions undertaken in the region to develop vocational education, together 

with the identification of the key players in these changes, are presented in the diagram 

below19. 

Source: Vocational education to meet the demands of the regional labour market – 

Małopolska case, Labour Market and Education Observatory of Małopolska, Regional Labour 

Office in Kraków, 2013 

 

The draft of the Intellectual Capital and the Labour Market Strategic Programme presents 

concrete projects to enhance the links between education and the labour market, which are 

already or will soon be pursued. 

Within the framework of vocational education in Małopolska, activities will continue which 

have been pursued to date under the project on “Modernisation of vocational education in 

Małopolska”20. The project envisages comprehensive support for vocational education in the 

region, with parallel support offered to students and the teaching staff of vocational schools. 

The principal objective of the project was to enhance vocational education in the different 

industries, better link its offer to labour market demands, improve the social perception of 

vocational education, especially amongst young people and parents.21 

The draft of the Intellectual Capital and Labour Market 2020 Strategic Programme envisages 

a follow-up to and an extension of the existing project on „Modernisation of vocational 

education in Małopolska”. The aim of the project is to improve the quality of vocational 

education in Małopolska through the launching of a network of Vocational Competences 

Centres ensuring the highest standard of practical vocational training. The Centres are to be 

                                                           
19 Vocational education to meet the demands of the regional labour market –Małopolska case, Labour Market and Education Observatory 
of Małopolska, Regional Labour Office in Kraków, 2013 
20 Project on “Modernisation of vocational education in Małopolska” done under the Human Capital Operational Programme, Priority IX 
Improvement of education and skills in the regions Measure 9.2 Improvement of the attractiveness and quality of vocational education 
21 Website of the project ”Modernisation of vocational education in Małopolska”; www.zawodowamalopolska.pl 
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of education and curricula,  

setting up own vocational schools 

cooperation in the organisation of practical 
vocational training 

Schools and other vocational education institutions: 

staff development 

development of key and occupational competences of students 

modernisation of teaching and training facilities 

career counselling 

cooperation with employers 

international cooperation 
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located in counties and will specialise in industries following the demands of local labour 

markets. The functioning of the Centres will help equip future staff with qualifications and 

occupational competences taking into account educational and occupational aspirations and 

scientific and technological development. The Centres will operate following harmonised 

standards designed at the regional level to ensure top quality of the services to be offered.22 

A matter which of exceptional importance is appropriate career counselling provided to 

students helping them make their educational and occupational choices. 

The Małopolska Region is now implementing the project “Festival of Occupations”23 

comprising two stages. The first of them covers sessions on career counselling at selected 

lower-secondary schools in Małopolska and the other is the Educational Fair where lower-

secondary school students can find out about various occupations24.   

 

Counselling support to students of final years of lower secondary schools – Festival 

of Occupations  

Source: Own study based on data about the project ”Festival of Occupations” 

 

The draft of the Intellectual Capital and Labour Market 2020 Strategic Programme envisages 

a continuation of career counselling for students of last grades of lower secondary schools. 

The main aims and concepts of the project focus on comprehensive support to lower 

secondary school students through an offer addressed to them concerning educational and 

career counselling classes to improve their ability to choose their educational path and 

planning their occupational development in line with their personal capabilities and labour 

market demands. 

Another project relating to lifelong career counselling which is envisaged under the 

Intellectual Capital and Labour Market 2020 Strategic Programme is “Direction: career” – a 

combination of career counselling and training for individuals distributed in a simple way with 

the use of training vouchers. By 2023, the project will have covered 46 500 adult residents 

with lifelong counselling, and 25 000 residents will attend training and obtain certificates. One 

of the primary objectives of such actions to have learner-centred financing of training and 

                                                           
22 Draft of the Intellectual Capital and Labour Market 2020 Strategic Programme, 
www.malopolskie.pl/RozwojRegionalny/Programystrategiczne 
23 Festival of Occupations – project of Małopolska Region done in 2013-2015 
24 www.malopolska.pl/Obywatel/Edukacja/FestiwalZawodowwMalopolsce 

Career counselling: 

- students of final years of lower secondary 
schools, 

- individual and group sessions, 

- extension of knowledge about oneself,  

- acquisition of knowledge about the 
educational and  labour markets 

- development of decision-making skills 

Educational Fair: 

- regual event, 

- live presentations of occupations, 

- crowning of career counselling activities, 

- presentations of entrepreneurs 
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provide Małopolska residents with customised support, access to information about the 

labour market and services relating to career planning. The project envisages, inter alia, 

cooperation with schools of higher education to support their students, graduates and PhD 

students in entering the labour market. 
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POLICY RECOMMENDATIONS TO IMPROVE THE IMPLEMENTATION OF LIFELONG 

LEARNING  

General recommendations for lifelong learning: 

 It is important to act towards enhancing the commitment of employers to the 

implementation of the LLL policy as regards: 

a) development of career paths and career counselling at companies, 

b) preparation of the educational offer and identification of competence gaps, 

c) delivery of training (sectoral, which is as practical as possible); it is also important to 

enhance the awareness of the need to develop staff competences and undertake 

relevant activities, 

d) validation of competences – through the involvement in the process by, e.g. 

identification of competence requirements and establishment of sectoral frameworks 

in the industries and raining awareness of what the process of validation is about and 

building trust in the process, 

e) cooperation at the level of the industry /sector and at the strategic level to develop the 

lifelong learning policy. 

 

 Dissemination of lifelong learning solutions amongst learners – as wide as possible to 

meet the demands of various addressees. 

 It is necessary to develop solutions to standardise the process of validation of 

qualifications acquired through non-formal education and informal learning  with the 

utilisation of the potential and resources of training providers, labour market institutions, 

entrepreneurs and the persons interested in having their competences confirmed. 

 It is necessary to enhance the network of cooperation between institutions to provide 

information and counselling on the possibilities of having competences confirmed and 

developing qualifications, promote the idea of competence balance as a tool providing 

motivation for career development. 

 It is necessary to support institutions and their staff in acquiring competences in 

operating the validation process based on identification, documenting, verification and 

certification. 

 Opinions were voiced that there is no long-term forecasting and employers are unable to 

anticipate the developments in the market over long term and its impact on undertakings, 

including their employment policy. Because it is difficult to provide long-term forecasts, 

emphasis should be put on the development of universal competences which can be 

used in the largest number of industries to develop staff adaptability. This does not 

undermine the importance of training and specialist competences resulting from current 

demand in the particular industries. 

 Quality determines the learning outcomes. There is a need for standardization and 

certification of training services to provide top-quality educational offer. On the other 

hand, learning should be tied closely to practice – the award of a certification should 

mean actual validation of competences. The award of document completing a form of 

educational activity should mean that the learning outcomes have been checked, e.g. 

though tests, examinations, etc. 



38 
 

 It is necessary to further build the staff’s awareness and knowledge of the labour and 

educational markets (career counsellors, training providers, trainers, lecturers and 

teachers, etc.), and enhance their responsibility for developing pro-educational attitudes. 

It is equally important to promote the idea of lifelong learning amongst adults and 

children and young people. 

 The effectiveness of activities oriented at lifelong learning is higher if such activities are 

done by institutions/entities from various sectors (administration, business, NGOs) acting 

in partnership. Barriers standing in the way to such cooperation should be identified and 

effective solutions for their elimination should be sought. 

 Small partnerships associating institutions which see a common benefit and „speak” a 

similar language stand a particular chance of success. 

 It is not only the learning of people but of institutions that matters. Institutions, especially 

commercial ones, professionalise through, inter alia, doing training needs surveys and 

training evaluations. Such activities should be popularised as a standard because it is in 

such a way only that institutions can improve their activities and the quality of their offer.  

 Since information about the educational and training offer is very much scattered now, it 

would be worthwhile to gather it in one place, systematise and make it more accessible, 

e.g. through a central training database, informational portal of training providers, etc.  
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