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Introduction

The European Social Fund (ESF) is one of the Structural Funds of the European Union (EU), created to reduce differences in prosperity and living standards across the EU Member States and regions. The Structural Funds therefore promote both economic and social cohesion. The specific role of the ESF is to promote full employment, improve work equality and productivity, and reduce social exclusion and regional employment disparities across the EU. The fund helps Member States to make Europe’s work force and enterprises better equipped to face new, global challenges, such as increasing international competition and an ageing population. Over the period 2007–2013, around €75 billion euro has been allocated to the EU Member States to achieve its goals. Each Member State has put in place one or more Operational Programmes which set out the specific national objectives and actions proposed.

Lifelong learning is a key issue at the heart of the EU’s policy agenda. As seen in the European Employment Strategy (EES), it plays a key role in the EU’s ambitions for long-term economic prosperity and social cohesion. The EES Guideline 23 sets out ways to expand and improve investment in human capital, with a target for 12.5% of all working-age adults to be engaged in lifelong learning by 2010.
 This guideline is also echoed in the ESF Regulation for 2007-2013, which calls on Member States to develop and implement Operational Programmes that promote lifelong learning.
 
Against this policy background, national and regional governments can look for ideas and insights into how to implement lifelong learning measures and reach the above targets in the ESF EQUAL Community Initiative. Between 2002 and 2008 the initiative invested €3.274 billion in pilot projects across the EU, many of which focused on lifelong learning issues – with a particular focus on discriminated and disadvantaged groups in the labour market. Moreover, these projects share particular features that make them an ideal source of information and inspiration for the ESF, namely: partnership-working, innovation and transnational cooperation, all of which are mentioned explicitly in the ESF 2007-2013 Regulation.

What can you do with this Vademecum?

The purpose of this Vademecum is to identify and disseminate good practice from the EQUAL Community Initiative in relation to lifelong learning issues. It is particularly aimed at helping readers to build on the experience and take forward the lessons of EQUAL without having to ‘reinvent the wheel.’ 
The Vademecum formulates and presents clear and targeted policy and practice messages based on the experience of EQUAL and in relation to the implementation of lifelong learning within the ESF. It also draws together the experience from across the EU, facilitating the sharing of learning from one country to another. Finally, it includes information on other programmes, initiatives and actors at EU level, in order to facilitate synergies and avoid overlaps with other funding streams that support lifelong learning.

Who is this Vademecum for?

This Vademecum is aimed at:

National or regional authorities managing the ESF - it can assist them in preparing calls for proposals in terms of providing explicit guidance on how lifelong learning challenges can be tackled, what specific types of projects should be funded and who they should involve in order to be effective. It can also assist them when appraising and selecting proposals. In other words, it can be used to determine whether the applicants have addressed the key aspects of lifelong learning and have built on existing learning, innovation and good practice, as demonstrated by the EQUAL (and other) programmes.

Organisations interested in putting forward and implementing ESF actions - It can help to inspire and inform them when preparing their applications for ESF funding. The background information on what has been done under EQUAL and the good practice examples can especially feed into the elaboration of the approaches and methods detailed in the application form.

 What is EQUAL?
The EQUAL Community Initiative was financed by the ESF and co-funded by the EU Member States within the 2000-2006 programming period. The initiative focused on supporting innovative, transnational projects aimed at tackling discrimination and disadvantage in the labour market. These projects were created to generate and test new ideas with the aim of finding new ways of tackling discrimination and inequality within and beyond the labour market. The principles underpinning EQUAL projects were:

· Partnership-working – involving different actors (private, public and non-governmental organisations) to find integrated solutions to common labour market challenges. An EQUAL project was known as an EQUAL Development Partnership, DP for short.

· Innovation – developing, testing and learning from new ideas and approaches.
· Empowerment – prioritising the ‘bottom-up’ approach by involving and engaging the beneficiaries and partners (government, employers and trade union representatives) in the DP activities from the very outset.
· Transnational cooperation – establishing a transnational partnership with at least one other EQUAL DP in another Member State, with the view to finding solutions that adding value across national boundaries.
· Mainstreaming at the local, regional, national and international levels – making sure that the activities and ideas have an impact beyond the lifetime of EQUAL and help to inform the development and improvement of labour market policy. 

In many ways, EQUAL was a unique funding stream within the ESF 2000-2006: it provided a ‘test bed’ to explore and test out new ways of addressing the employment difficulties faced by vulnerable groups, using partnership-based approaches involving enterprises, public authorities, non-governmental organisations (NGOs) and social partners, amongst others. What emerged from these activities over the years was a wide range of lessons, insights and good practices, which have since been disseminated to practitioners and policy-makers working in the employment and social fields – at regional, national and European levels.

EQUAL was structured according to thematic fields defined within the four pillars of the EES: Employability, Entrepreneurship, Adaptability and Equal opportunities. In addition to these pillars, the programme supported a further theme of activities to help the integration of asylum seekers.

A significant number of the EQUAL DPs focused on the subject of Adaptability, in other words, addressing the challenges faced by enterprises and workers in adapting to change – change that is driven by modern-day trends such as globalisation, demographic ageing and technological innovation. More specifically, across the two application rounds, EQUAL co-financed 824 Adaptability-related projects, across 21 Member States, amounting to €736 million. 
The Adaptability pillar was broadly split into two thematic priorities: Theme E, addressing Lifelong Learning, workplace flexibility and the development of inclusive work practices, and Theme F, involving support to firms and employees in adapting to structural change, for example, in relation to Information and Communication Technologies (ICTs) and new forms of work organisation.
The lifelong learning theme encompassed 503 DPs, 470 of these were located in the EU-15 and 33 in the EU-12. The highest number of DPs related to lifelong learning operated in Italy (204), France (69), Netherlands (45) and Great Britain (27). In terms of the EU-12, Hungary, Czech Republic and Slovenia were the highest represented with 16, 12 and five DPs respectively. Funded projects supported the access, progression and retention of various groups, including older people, people with disabilities, minority ethnic groups and women in employment, as well as innovations related to the provision and access to lifelong learning.
For each EQUAL pillar, a European Thematic Group (ETG) was established to enhance learning between actors at the operational level and to encourage the dissemination and mainstreaming of good practice across the EU. A European Thematic Group was also established for the Adaptability pillar, known as ETG3. 

The work of the ETG3 was underpinned by the following two priorities selected on the basis of an analysis of EQUAL DPs and Transnational Partnerships, EU policy connections and national priorities:

· Working at the interface of lifelong learning (between supply and demand) and developing inclusive policies and practices.
· Challenging discrimination throughout working life and focusing on age management policies. 

Two transversal issues underpinning the two above priorities were the:

· Promotion of ICT literacy and access to ICTs.
· Development and accreditation of qualifications, including the accreditation of prior and experiential learning.
Examples of EU-level dissemination activities undertaken in relation to the lifelong learning theme included:

· The organisation of an event to disseminate the main policy and practice messages from the EQUAL DPs and National Thematic Networks
 entitled “Anticipating Change: effective approaches to lifelong learning and age management”, which took place on 6-7 December 2007 in Athens, Greece. This conference was highly praised by its participants as an excellent opportunity to share and learn from the good practices produced by EQUAL initiatives within the Adaptability sub-themes of age management and lifelong learning. The conference aims, sub-themes and results are described on the EQUAL website.
· Preparation of the paper “EQUAL: paving the way for lifelong learning and age management”, offering practical solutions and policy messages for the above conference.
· Preparation of case studies and success stories on more than 70 DPs, Transnational Partnerships, and EQUAL National Thematic Networks, including those focusing on lifelong learning.
· EQUAL Newsletter on lifelong learning.
· Success stories of National Thematic Networks focusing on lifelong learning. 

· Thematic analysis of Equal Adaptability for the second Round of EQUAL.
· Contributions to other events, such as the Conference ‘Guidance for Workforce Development’ organised by CEDEFOP on 2-3 June 2003 in Thessaloniki, Greece. For this conference, the ETG3 prepared an overview document presenting the relevant EQUAL experience with regard to lifelong learning as a means to the timely and effective management of change (or restructuring) and a conference report.
· The preparation of a Policy Briefs on:

· Bridging the digital divide - EQUAL adapts workforce to the knowledge society
· Empowering & motivating - EQUAL validates non-formal and informal workplace learning
· Making the most of Human Resources - EQUAL encourages SME employers to invest in human capital
These and many other documents prepared by GHK Consulting Ltd
 (the contracted thematic experts for the Adaptability pillar of the EQUAL programme) on the theme on lifelong learning can be accessed on the Adaptability section of the EQUAL website.
Definition of lifelong learning

The EU has adopted the following definition
 of lifelong learning:

All learning activity undertaken throughout life, with the aim of improving knowledge, skills and competences within a personal, civic, social and/or employment-related perspective.
Lifelong learning is therefore about: 

· acquiring and updating all kinds of abilities, interests, knowledge and qualifications from the pre-school years to post-retirement. Lifelong learning promotes the development of knowledge, skills and competences to enable each citizen to adapt to the knowledge-based society and actively participate in all spheres of social and economic life, taking more control over his or her future.

· valuing all forms of learning, including: formal learning, such as a degree course followed at university; non-formal learning, such as vocational skills acquired at the workplace (this is especially pertinent to small and medium-sized enterprises (SMEs), which often favour informal workplace learning); and informal learning, such as inter-generational learning, for example where parents learn to use ICTs through their children.
The concept of lifelong learning has evolved over time. It addresses both economic and social factors, including personal development and citizenship, as well as the adaptability of the labour force. It is also increasingly used as a framework and philosophy for reform by policy makers at all levels, particularly transnational.
Learning is a key factor in thriving in a changing society and this presents a serious challenge to Member States’ systems of education and training. There is a clear need to improve participation and attainment in education and training across Europe. Progress has been particularly slow in increasing youth educational attainment levels, with figures improving only moderately since 2000. The level of adult participation has remained stable or even decreased in 20 out of 27 Member States since 2004 with the lowest participation rates corresponding to older workers
.
The move towards a knowledge-based society carries both opportunities for personal advancement and the threat of being ‘left behind’. Therefore, continual learning and the updating of skills is crucial to thriving in the changing environment. 
The changes and requirements outlined above raise fundamental questions about traditional education and training systems. Traditional policies and institutions appear to be lacking flexibility, compartmentalised and institution-focused. There is increasing recognition across Europe that education and training systems need to be rethought within the philosophy and framework of lifelong learning. Whereas traditional systems have focused upon institutional arrangements, a key characteristic of lifelong learning is the centrality of the learner within formal, non-formal and informal learning experiences. Lifelong learning takes a comprehensive view of the supply and demand for learning opportunities, recognising the value of skills and knowledge gained in all areas of life. Under these circumstances it is also vital to build demand for lifelong learning not only at an individual, but also an organisational level, as well as facilitating the supply of suitable learning. 

With regards to building demand within organisations, European funding programmes increasingly embody a wider commitment to develop a framework for lifelong learning in the workplace. For example, SMEs are a specific target group for ESF support in all Member States across all the ESF policy fields and across all the pillars of the EES.  ESF programmes, including EQUAL, have strengthened their focus on supporting human resource development in SMEs as a way of building the demand for lifelong learning. 
EU context of lifelong learning
The European Commission has frequently stressed the importance of lifelong learning and has been actively involved in promoting programmes and policies around Europe that can offer people of all ages and abilities open access to learning opportunities and experiences. Lifelong learning within this context has especially focused on:
· Ensuring working life can extend to official retirement age.

· Undertaking measures to combat unemployment.
· Up-skilling workers in line with technological developments, and economic and structural changes.

The European Commission’s Lisbon Strategy provides the overall policy framework for improving growth and jobs across the EU until 2010. Improving human capital is one of the central means by which this strategy can be achieved, yet there are numerous barriers to doing so – particularly in the face of economic restructuring.
European Employment Strategy
The EES is the main vehicle for implementing the employment objectives of the Lisbon Strategy. Since 2003, the EES has been presented in the form of Integrated Guidelines for Member States’ employment policies – guidelines that were especially reviewed and revised to facilitate the refocusing of the Lisbon Strategy in 2005. 
The EES Guideline 23 sets out ways to expand and improve investment in human capital, with a target for 12.5% of all working-age adults to be engaged in lifelong learning by 2010.
 This guideline is also echoed in the ESF Regulation for 2007-2013, which calls on Member States to develop and implement Operational Programmes that promote lifelong learning.
 
The Joint Employment Report 2007/2008 from the European Commission recognises that while significant progress has been made with respect to the development of lifelong learning strategies, there is much still to do. Participation in lifelong learning in the EU barely increased between 2005 and 2006, while it has actually decreased in half of the Member States, and adult training remains unevenly distributed. A substantial rise in the investments in human capital better targeted towards labour market needs is essential to close the productivity gap with our key global competitors. Action is required from a range of relevant actors – public authorities, individuals, enterprises, social partners, NGOs and learning providers. Firms need to invest more in the training of adults to increase productivity, update skills and retain workers.
Lifelong Learning Programme

Another EU initiative worth mentioning is the Lifelong Learning Programme (LLP), which was adopted by the European Parliament and the Council in December 2006. The aim of this initiative is to “contribute through lifelong learning development to the development of the community as an advanced knowledge based society, with sustainable economic development, more and better jobs and greater social cohesion, while ensuring good protection of the environment for future generations.”
 The available budget for the LLP for the period 2007-2013 amounts to €6,970 million. These funds are spread across four programmes dedicated to specific sectors:
· Comenius – school education.

· Erasmus – higher education.

· Leonardo da Vinci – vocational training.
· Gruntvig – adult education. 

ESF-specific regulation

The main task of the ESF 2007-2013 is to “contribute to the priorities of the Community as regards strengthening economic and social cohesion by improving employment and job opportunities, encouraging  a high level of employment and more and better jobs” (Article 2(1), ESF Regulation).
For the current programming period, the links between ESF and the wider EU policy framework have been reinforced, with the purpose of focussing resources more effectively on the objectives and targets of the Lisbon Strategy.  Lifelong learning is a clear priority for the ESF 2007-2013. In particular, Article 3.1(a) specifically states that the ESF shall support actions in Member States under the priority of “increasing adaptability of workers, enterprises and entrepreneurs with a view to improving the anticipation and positive management of economic change” 
  with specific reference to lifelong learning and increased investment in human resources. Under this priority, the ESF will support:
· The development and implementation of lifelong learning systems and strategies which ensure improved access to training by, in particular, low-skilled and older workers.

· The development of qualifications and competences.

· The dissemination of ICTs, e-learning…and management skills.

Article 3.1(d) also prioritises “enhancing human capital, in particular by promoting:

· The design and introduction of reforms in education and training systems in order to develop employability, the improvement of the labour market relevance of initial and vocational education and training and the continuing updating of the skills of training personnel with a view to innovation and a knowledge-based economy;

· Networking activities between higher education institutions, research and technological centres and enterprises.”

The expansion and improvement of investment in human capital is also promoted under Article 3.2(a), which specifically relates to those regions eligible under the Convergence objective of the ESF.
EQUAL – practical solutions and policy messages
The implementation of the ESF Operational Programmes in relation to lifelong learning could be significantly enhanced by taking forward the lessons and good practice from the EQUAL programme as a high number of EQUAL DPs have particularly focused on this issue vis-à-vis discriminated and disadvantaged groups in the labour market. Such groups have included people in rural areas, older workers, women, people with child and dependent care responsibilities, the low skilled and the disabled. Clearly, engaging these and other individuals in learning is fundamental to the EU’s priority of promoting employment and capitalising on the rich potential of all European citizens for growth and jobs.

This section discusses the main lessons that emerged from the EQUAL Adaptability pillar regarding lifelong learning. These lessons have been grouped into three sub-themes. Each sub-theme summarises firstly the key practical solutions developed by the DPs, that is the new tools, decisions and approaches that have proved particularly successful and demonstrated good practice; and secondly, these solutions and the associated experiences are ‘translated’ into a series of policy messages, that is recommendations for policy makers (at all levels) drawn directly from the experiences of the projects on the ground.

The three sub-themes identified for lifelong learning are as follows:

· Putting the learner at the centre of lifelong learning

This sub-theme follows the lead from the Commission’s Communication on Making a European Area of Lifelong Learning a Reality and focuses on the centrality of the learner. The EQUAL Adaptability activities falling under this sub-theme, on the one hand, promoted new methods of learning and ways of practically supporting learners both in the workplace and in informal settings, and on the other, tackled some questions about learner access and choice.

The Adaptability DPs showed that support structures for learners can take many different forms, from blended learning and improved learning spaces, to tools such as mentoring and wider recognition of different learning styles. These DPs also focused on and illustrated the valuable role that ICTs can play in empowering learners.

· Supporting and involving employers – especially SMEs

This sub-theme targets the demand side of learning, with particular reference to the role of SMEs and the incentives for them in providing learning opportunities. Getting employers involved is challenging, but Adaptability DPs developed effective solutions to engaging employers in their work. The tested solutions included, for example, making a business case around the issue of lifelong learning, undertaking awareness-raising activities and developing approaches specifically targeted at SMEs.

· Promoting sustainable outcomes through the validation of learning and skills

This third sub-theme brings together the EQUAL activities that had a specific focus on developing skills validation tools, methods and systems. EQUAL Adaptability illustrated the importance of putting in place holistic approaches to skills validation that can be delivered in less formal environments, using local actors and bottom-up approaches. 

The practices of Adaptability DPs showed how essential it is to provide flexible and tailored solutions and mechanisms to validate prior experience and learning, as well as motivate individuals and employers to assume responsibility for their own and their employees’ skills development. Another important aspect tackled by the Adaptability DPs was the accreditation of soft skills. These skills are essential in the move towards a knowledge-based society, but also harder to valorise alongside professional skills and the knowledge gained from formal education. Evidence gathered by Adaptability DPs showed that there needs to be a balance between the valorisation of formal knowledge, professional and soft skills.
Putting the learner at the centre of lifelong learning

Practical solutions
Using the partnership model to put the learner at the centre

One of the key messages that emerged from the Adaptability DP activities is that the partnership working required under EQUAL enabled a learner-centred approach. An inclusive and strategic choice of partners was in itself key to improving access or to engaging specific types of learner or stakeholder groups. 
Making the learning meaningful to the learner

EQUAL Adaptability DPs showed two key aspects to motivating and engaging learners: to involve the learners in setting up their own learning programmes; and to ensure that the learning is meaningful, transferable and accessible to them.
Importance of target-group tailoring

The EQUAL Adaptability DPs paid importance to considering the needs of the target group and adapting their lifelong learning interventions accordingly. In other words, there is no ‘one size fits all’ approach based on false or quick assumptions about the target group. Every tool, method or information package must be developed by taking into consideration the specific issues faced by the target group. These issues can be explored by using bottom-up and investigative approaches such as research, initial needs assessment, surveys, consultation exercises or one-to-one sessions, not only at the beginning but throughout the partnership intervention.
The Equal at Work DP (Ireland) followed an innovative approach by targeting the ‘demand side’, namely organisations and companies from private, public and third sectors. More specifically, it recognised the importance of pre-recruitment and recruitment processes for the progression of vulnerable groups within the labour market. The DP tailored its actions and solutions according to the needs of each of the three main sectors of the labour market. For the public sector, the emphasis was placed on the development of a more competence-based recruitment system, which helped to remove entry-level barriers for people with few qualifications. Other actions included new inception and training activities to support the progression of employees in the public sector and support for staff progression from lower to higher grades. In the private sector, a pilot job-rotation model helped workers develop new skills and understand the work of a company as a whole. The employers were also enabled to better assign people to tasks and functions they were more competent and comfortable with. The actions designed for the voluntary sector focused on identifying good practices in the human resource systems that could be shared with other organisations and systematic comparison of remuneration of workers with that of equivalent workers in the public sector.
Increasing access to information on training opportunities

Improving access to information has been a common concern for a number of Adaptability DPs. Quite often, both employed and unemployed people do not know what vocational training is available to them and how it might boost their employment situation. Information is also crucial in reassuring the target group and encouraging them to engage in vocational training. 
The HIGH ROAD DP (UK) developed the ‘Union Learning Climbing Frame’, an electronic tool for Union Learning Representatives (ULRs) and others who work with learners. In essence, the Frame provided a ‘one-stop shop’ access to up-to-date information on a broad range of learning opportunities; enabled the development, review and update of a learner’s action plan; and allowed the ULRs to keep an ongoing record of whom they had worked with.
ICT as a support measure for learner motivation 

ICTs, and the Internet in particular, are flexible and empowering tools that can be easily transferred from one environment to another. However, this does not necessarily mean that they are accessible to all and guarantee learning opportunities to people from disadvantaged groups. On the contrary, it is important that people who are isolated for social, geographical or age reasons can be supported in their access and make the best use of the ICT facilities available. 

The Lifelong Learning in Rural Conditions DP (Czech Republic) focused on improving access to ICTs to people living in rural areas significantly affected by the restructuring of the textile industry. The DP brought new skills directly into these remote localities by providing ICT training courses close to family surroundings, in village halls or schools. It also facilitated flexible access to training: the timetable was organised around working hours, both during the week and in the weekend. The flexibility also fitted in with other family commitments, such as seasonal employment, school holidays and public festivities.

The DPs funded under EQUAL Adaptability also used ICTs to enhance social interaction, promote inclusion and support disadvantaged groups in the labour market. Whilst this approach did not always immediately lead to employment outputs (in the traditional sense), the DPs considered their activities as an essential ‘stepping stone’ towards re-engaging marginalised groups so that they could then consider learning and employment opportunities. 
Adopting a bottom-up approach in the design and delivery of training

A critical success factor in the design and delivery of vocational training has been the emphasis on the bottom-up approach. Solutions that directly involve beneficiaries as a ‘joint partners’ rather than end-users in the development of learning tools and approaches tend to be far more relevant, beneficial and sustainable. The bottom-up consultations and involvement of the users in the development of the learning or training offer have not only empowered the participants, but also ensured a better focused vocational training offer, responding to the concrete needs of the beneficiaries. Furthermore, the user participation in the development of lifelong learning and training offer has, in itself, been a learning experience (i.e. through direct participation, beneficiaries have informally learnt about the necessity of lifelong learning, identified their skills needs and competences, invested their share in project management, etc.).
The FAIRPlus in the Nuremberg Region DP (Germany) adopted a particular approach to developing training by including older workers in the creation of the training methodology and delivering the training with the actual experience and specific requirements of older people in mind. This approach proved instrumental for the DP in getting the older workers to engage in the training activities that were ultimately put on offer.
Using blended learning

E-learning has been an evolving and increasingly recognised mode of delivery in education and training. However, many EQUAL Adaptability DPs learnt that e-learning alone does not provide sufficiently good results. Therefore, they combined e-learning with other innovative and traditional forms of interaction.

The main goal of New chance for transnational job market and economy in the Euroregion Nysa DP (Poland) was to engage employers to help them understand the importance of implementing lifelong learning, introducing new information technologies and Corporate Social Responsibility (CSR) practices. Also, the project worked to raise employers’ and employees’ qualifications and competences to increase their adaptability to the changing economy and reduce possible discriminations faced by the most vulnerable workers threaten by unemployment. 

The project created and developed its model of Network of Information Society Education Centres, which consists in locally-based training centres supported by a principal education centre providing the technology, methodology and content of training packages to be delivered to SMEs. The Information Society Education Centres provided a vast range of training courses that can be delivered in the blended learning form which is mix of e-learning and traditional classroom activities. These courses were personalised based on the results of a mapping exercise which identified company training needs. The mapping exercise performed by tutors analysed the characteristics and interests of employers and employees, a process which enabled the visualization of existing competences and skills within the SME. The balance of competence method helped employees to choose modules of training. Once training needs were identified then personalised and complementary training paths/programmes were developed
Integrating personalised and psychological support

When going through a period of change, people often face a two-fold challenge in either remaining or reintegrating into the labour market: on the one hand, insufficient skills and qualifications, and on the other, psychological issues, such as personal anxieties, fears and issues of confidence. Personal training and psychological support therefore may play a significant part in addressing issues around retention and reintegration.

This was precisely the core focus of the Silver Heads Club DP (Slovakia) targeting women wishing to return to employment after a long period of absence. This partnership enhanced the self-esteem and confidence of this target group in order for them to feel comfortable in undertaking vocational training. More specifically, the programmes developed by the DP included sport and hobby-type activities (such as silk painting, woodcarving or the creation of a dance society), which enabled the participants to gain confidence and socialise with each other. The programmes also included specific sessions with a psychologist, thereby giving participants the opportunity to discuss their concerns and difficulties (both personal as well as professional). These programmes proved particularly effective insofar as the participants were able to evolve and undertake training with people in similar situations.
Policy messages

Policies aimed at putting the learner at the centre of lifelong learning should…
…increase research into the suitability of training content and formats

Companies are not uniform. They are influenced by a range of factors, including the geographical area and sector in which they are located and the type of employees, with their changing expectations and skills requirements. Current training provision does not always respond to this variability. More research therefore needs to be undertaken to determine the suitability of training according to company (and employee) profiles.

There are a number of ways in which training schemes can be further researched. Firstly, there is a need to evaluate already existing vocational training programmes. Secondly, an exploration of other types of vocational training programmes would expand the available catalogue of best practice. Finally, research into new training models and content would give companies a greater range of possibilities according to their own particular circumstance.

…provide financial backing and support measures for the target group to be fully engaged in the design and preparation of vocational training

The bottom-up approach of the DPs were a notable success factor for their activities. As the beneficiaries were involved in the design and delivery process, their expectations and needs served as a basis for the organisation and priorities of the vocational training itself. However, it is not always possible to empower beneficiaries in this and other ways, owing to a lack of time and money. Therefore, policies need to ‘make room’ for the bottom-up process to happen. In practice, this means placing increased emphasis on the planning phase of vocational training provision, and encouraging consultation and participatory measures that shift the decision-making power away from the traditional providers and financiers to the ultimate target group.

…promote and support blended forms of learning 

Forms of learning involving ICTs, such as e-learning or tele-coaching, have become important and sometimes inevitable due to their flexibility in terms of time, finance and resources. It has however been shown that social interaction is a key success factor for individuals to learn and adapt to change. The achievements of DPs in using blended forms of learning should serve as a positive example for others to follow.
…promote ICTs for the improved centralisation and dissemination of information

Virtual information platforms have allowed the exchange of experience between all participants of the programmes: workers and employers, DPs themselves and even policy-makers. These online sources have proved effective in the fields of lifelong learning, and therefore should be encouraged within future policy making.

At some levels, catalogues of good practice already exist as an important source of information. These catalogues should be extended to the supranational level and made available on-line: being easy to access and available to all, an on-line catalogue of good practice would help to promote interaction between actors, and create a reliable and updated source of information.

…develop adapted structures for increased access to ICTs by marginalised populations

The use of new information technologies has become necessary in an increasingly digitised and interconnected world. Inexistent or insufficient ICT skills not only prevent workers from getting (re)-employed, but also from searching for opportunities that are ever more available on the Internet. Unemployed people and particularly marginalised populations such as migrants, women or older workers, have found many hurdles to adapting to technological change. Most of the time, they do not have access to ICT structures or training, which are even more scarce in remote areas.

Programmes should be adapted in order to reach marginalised populations who are unaware of and/or unable to access these ICT based opportunities. Mobile computer rooms, as well as simple and user-friendly software can help these populations to overcome their fears and learn based on an enjoyable experience. 

…increase communication and information services and resources related to vocational training

Too many people, both workers and employers, are still unaware of the vocational training opportunities that exist. A stronger emphasis on communication and information provision would address this problem. This provision could be enhanced even further if it was targeted at specific groups, such as older workers, women or migrants, for example, by being offered in familiar surroundings or through outreach actions.

A lack of funding can often be a barrier to accessing information. For example, the DPs have reported having insufficient funding to purchase the necessary materials (e.g. to produce leaflets or handbooks) or to expand their activities. Increased investment in this area would significantly improve this situation.

…set up a European institution for the centralisation of vocational training information

Linked to the above policy message, a collaborative effort from all Member States is needed to increase access to information on vocational training opportunities. Centralisation via a European institution is particularly recommended. This institution would serve as a European reference source for workers and employers interested in vocational training related projects, as well as those actors willing to set up new actions. Finally, centralisation in this way would increase the effectiveness of such projects by making them more accessible and opened to the large public.

Supporting and involving employers, especially SMEs, in developing lifelong learning practices
Practical solutions
Undertaking awareness-raising activities
The first step for any DP aiming to engage employers was to work on changing the attitudes and perceptions of employers with regard to lifelong learning through a variety of awareness-raising activities. Many DPs agreed that one of the main issues to address was the lack of employers’ awareness and knowledge about the benefits of training, for instance in ICTs.

The Argumentation on Professional Training elaborated by the transnational partnership E.N.T.E.R.P.R.I.S.E. for Europe offered a strategic approach to raising awareness among SME managers about the need for professional training. The DPs website aimed to debunk the commonly cited disadvantages of training and to promote the importance of planning the development of the workforce in SMEs. It did this by presenting a set of arguments in favour of professional training, highlighting the positive impact in terms of organisation performance for instance – hence the ‘argumentation’ approach. The tool was highly interactive and collected comments and arguments from voluntary contributors; it also contained a section on good and bad practices in professional training collected across a range of countries. 
Using business-friendly concepts and language

It is essential to communicate with businesses using language they understand (e.g. profits, workforce satisfaction, etc.) and de-jargonise the language used when talking to companies on the issues of lifelong learning. A good example could be to present lifelong learning as a quality management process for increasing profits, rather than simply talking of “training”.
Engaging with intermediary bodies as a way to engage employers

EQUAL DPs engaged with local, regional or national authorities and helped open their minds to different and innovative solutions. Using intermediary bodies, such as the Public Employment Services or employers’ associations, as more ‘objective’ and ‘neutral’ points of reference proved successful in attracting employers and employees to participate in project activities.

Training and support for the senior management

A number of DPs have developed specific tools and training to help senior employers in the implementation of lifelong learning strategies. This has included the development of training for managers, exploring their attitudes and perceptions vis-à-vis various aspects of lifelong learning, to help develop more inclusive workplace practices.

Carlow EQUAL DP (Ireland) carried out equality reviews in three different types of organisations across the county. These reviews examined and highlighted areas where equality outcomes could be improved in the workplace and diversity better accommodated amongst the workforce. This process supported companies in their efforts to retain skilled staff, attract customers from a more diverse base and become an employer of choice for new recruits. One of the results of this partnership was the creation of a Postgraduate Diploma in Equality and Diversity in the Workplace, developed in cooperation with Carlow College. This unique post-graduate programme was aimed at experienced human resource practitioners, supervisors, managers, consultants and community workers to provide them with the knowledge, competence and skills to work effectively as equality and diversity officers within their workplace or organisation.

Developing SME-tailored solutions

The particular needs of smaller businesses have been recognised by many DPs as they strived to develop measures specifically targeted at SMEs. The capacity of smaller companies to adapt is limited in comparison with larger companies, which typically possess more advanced human resource departments and a wider pool of organisational resources.

The German National Thematic Network
 on Lifelong Learning developed Early warning Systems for SMEs, that is, a toolbox of IT-supported tools that can be used by SMEs without outside personal support. In terms of practical use, the early warning systems were adapted to the concrete needs of SMEs in the field of lifelong learning.
The provision of support to SMEs at local level is a very effective solution as it removes the principal barriers faced by the companies operating in remote regions: the distance from major centres of development and training opportunities.

Using ICTs to help employers to effectively invest in human capital

The management of change is a critical challenge for companies - especially SMEs - and requires significant human capital planning and investment. However, companies often lack the knowledge and information to know how to do this effectively. ICTs solutions developed by Adaptability DPs have allowed SMEs to save time in their search for change management and consequently human resource solutions.
The Unemployment Prevention System in Underdeveloped Areas
 DP (Poland) created an electronic tool called the ‘e-barometer’. This tool, conceived as an information portal, was designed to help and support SMEs in two disadvantaged regions of Poland. Through it, the project provided information on changes in macroeconomic and regional business trends so as to help entrepreneurs anticipate and adapt to restructuring. The forecast allowed SMEs to involve employers and employees in adaptation-oriented activities such as training on new technologies, as well as being able to become aware of the impact of change.

Using ICTs to inform and connect actors and beneficiaries

ICTs may serve as information platform informing and connecting people in relation to issues of lifelong learning, either at the employer, employee or lifelong learning expert level. 

The idea of a platform or more precisely a virtual network was at the core of the Clare Life Long Learning DP. The partnership, based in a rural area of the West coast of Ireland aimed to bring together lifelong learning providers in order to reduce duplication, to increase quality and to improve cooperation. This was made possible by a website which provided details of the courses, a list of the providers and an online forum for tutors. Furthermore, a database developed by the DP offered access to information about each learner’s individual progression and improvements, providing a clear illustration of the benefits of this participatory approach. 
Policy messages

Policies aimed at supporting and engaging employers in lifelong learning practices should…

…focus and sustain resources to address the problems faced by SMEs with regard to lifelong learning

SMEs have too often been neglected in the provision of support and resources to effectively address lifelong learning issues. They lack the time, capacity and expertise to elaborate adequate human resource strategies and actions. Many DPs emphasised that there should be a stronger focus on SMEs in the ESF and national policies, as well as more discussion on their needs and problems.

Sustaining financially the approaches that have been developed with SMEs is crucial. The comprehensive services offered by the DPs were usually provided for free and SMEs could not afford them at market price. Therefore funding to support this type of initiatives is essential. Big companies can pay for human resource consultants, but SMEs need affordable support.

…support and recognise the value of social partners in creating new roles and profiles within the companies for consultation, guidance and peer support.
Developing ‘agents of change’, such as Union Learning Representatives, can help to identify learning or training needs within companies. The social partners can also be encouraged and recognised as an aid to companies in supporting, coaching, and mentoring, as well as providing information about learning and training possibilities. They can also assist in delivering the learning or training in consultation with employers, and negotiating learning agreements with employers.
…promote flexible work organisation and emphasise the quality of work

Policies related to flexibility, work organisation, hours of work are essential to encourage employees to work longer, and to continuously take part in lifelong learning. There needs to be changes in the way training is currently delivered to employees, which too often deter people from taking part in training because of their lack of flexibility. For women with childcare responsibilities, this is even more crucial. Equally, flexible work organisation should be promoted more actively.

Promoting sustainable outcomes through the validation of learning and skills

Practical solutions

Identifying existing competences and knowledge 

When employers become aware of what competences their employees and potential employees possess, or not, they can make adequate investment in their human capital and have a better return on their investment. This in turn leads to a financial saving on training because individuals only learn what they really need for their job.
The Empiria DP (Greece) adapted a competence toolkit that was originally developed in Belgium under the first financing round of EQUAL. The toolkit was used to analyse competencies in the Greek SMEs of the retail and motor trade sectors against nationally agreed benchmarks. These SMEs were able to employ the toolkit to identify the competences of their workforce and to initiate any appropriate training required. The toolkit developed by the DP contributed to competitive gains of participating Greek SMEs.

Skills validation must go beyond the use of qualifications as a competence measure

In terms of validating non-formal and informal skills, qualifications may not always correctly reflect the range of employee’s practical and soft skills. Hence other measures are required to identify the full range of skills and competences that a particular individual has or needs to develop. In this respect, an interesting example was of a French ‘jury’ model, whereby a ‘jury’ examined the skills and experiences portfolio of an individual in order to validate them.
Creating tools to empower individuals in validating their own skills

The focus on existing skills and their validation can empower individuals, especially older workers or long-term unemployed that may have developed valuable skills outside the labour market. The experience of Adaptability DPs has clearly demonstrated that disadvantaged people are more than capable of getting advice, drawing up a personalised training and development plan, and topping up their qualifications. Indeed, after gaining qualifications through skills validation, many of the individuals involved in such ‘empowerment-based schemes’ expressed a wish to go on to gain higher qualifications.

Several DPs developed tools such as ‘skills portfolios’ or ‘training card’ systems, which allowed workers to have a clear record of their competences (as well as to identify gaps) after they have been through a “skills audit”. 

The Investing in People DP (Italy) aimed to support companies based in the Province of Macerata by providing them with an innovative approach to validation of the competences of their human resources. This approach was based on a Validation of Prior Learning (VPL) system called “Assessment of Existing Competences of Vulnerable Workers”. This system enabled the validation of competences that have been acquired by the people over the age of 45 and disabled persons (through professional experience, but also via education or training). Following the assessment a portfolio of competences was created. This portfolio was a document that included all the evidence (e.g. projects, videos) of the educational and professional experience of the worker concerned. A list of competences that the worker had acquired during his/her career or through formal and non-formal learning was also included in the portfolio. Finally, according to the knowledge gaps/deficiencies identified during the assessment, training plans were developed for each worker, taking into account the needs and expectations of each individual. 

Developing sectoral approaches to skills validation 

Employers need validation that reflects specific skills in specific jobs. Thus, a sectoral approach to validation was successfully tested by a number of DPs.

An interesting example in skills validation was the S.UP.PORT. - Skills Upgrading in the Ports DP (Italy), which tackled the problem of outdated knowledge and skills of the port workers in commercial ports, shipping, nautical and ship-building sectors. The DP developed a substantial skills certification system in order to cater for changes in the ports to respond to a need for technological and organisational innovations. S.UP.PORT DP started by an overall analysis of the situation defining the needs of the workers. Then it built new training pathways with the aim of validating and certifying the skills though the coordinated work of all the stakeholders (including the social partners). The training developed reflected the changes in the port operations due to technological advances and global competitive situation, such as the problems related to the integration of the overall transport system and satellite industries. The aim of the system was to certify the workers’ present skills and develop training pathways for the future, including both the knowledge and practical skills that would be required by the enterprise.
Developing a common framework for skills validation
The validation of skills can be of use not only for an employee but also for an employer, especially if it is undertaken according to a comprehensive, recognised and unified system. The use of such system may save companies’ resources, particularly scarce in SMEs, which would be otherwise spent on assessing the needs of a prospective employee or determine the vocational training needs of the existing workers.
The DIPA DP (Cyprus) focused in particular on the lack of a unified system of validation of skills in the country, holding precisely the belief that employers would benefit from a common framework for skills validation. The partnership actively promoted the cooperation among the major public bodies responsible for the national systems of initial and continuous education to achieve the standardization of the diverse approaches applied up to date. The DP also promoted the involvement of these stakeholders in the process of adapting of a common framework for skills validation in the country.

To achieve the desired results, the DP had to coordinate actions undertaken at the local level with actions in competence of the regional and national authorities in order to bring sustainable and effective system of skills validation to companies and workers. In order to reinforce and institutionalise the created system, one of the objectives of the DIPA DP was to mainstream the outcomes of their work. They did so by contributing to the creation of a unified, national skills and vocational training strategy.

Policy messages

Policies to promote sustainable outcomes through the validation of learning and skills should…

…favour bottom-up approaches to skills validation

The experience of EQUAL Adaptability DPs showed that the commitment and active participation of the beneficiaries are factors that largely determine the effectiveness of the approach.
…support the development of systems that combine the identification and management of knowledge with the promotion of learning

A complementary approach, linking skills validation to formal education, is needed. This approach allows individuals who have undergone a skills validation to go on and pursue further necessary training within the formal education system. The use of ‘training cards’, for instance, helps to identify skills gaps and encourages workers to take part in individually tailored training courses.
…raise employers’ awareness on the benefits of skills validation 

EQUAL examples showed that the investment of effort and resources in the validation of non-formal and informal learning pays off for everyone concerned. The validation of skills is an approach that is beneficial both for companies and workers alike: they can count on and valorise competences and skills that were previously hidden.

…encourage the use of recognised accreditation systems

The Copenhagen Declaration (November 2002) established the aim of developing a set of common principles at European level for the validation of non-formal and informal learning to ensure greater compatibility between approaches in different countries and at different levels, thereby adding value to work at local, regional and national level. As the experience of Investing in People DP showed, the use of a Validation of Prior Learning method was very effective as it was based on EU lifelong learning framework and values.

Summary of key messages
	Putting the learner at the centre of lifelong learning

	Practical messages

	· Using the partnership model to put the learner at the centre
· Making the learning meaningful to the learner
· Importance of target-group tailoring
· Increasing access to information on training opportunities
· ICT as supporting measure for learner motivation 

· Adopting a bottom-up approach in the design and delivery of training
· Using blended forms of learning
· Integrating personalised and psychological support

	Policy messages

	· Increasing research into the suitability of training content and formats
· Providing financial backing and support measures for the target group to be fully engaged in the design and preparation of vocational training
· Promoting and supporting blended forms of learning 

· Promoting ICTs for the improved centralisation and dissemination of information
· Increasing communication and information services and resources related to vocational training 

· Setting up a European institution for the centralisation of vocational training information 

	Supporting and engaging employers in developing lifelong learning practices

	Practical messages

	· Using business-friendly concepts and language
· Undertaking awareness-raising activities
· Engaging with intermediary bodies as a route to engaging employers
· Training and supporting the senior management
· Developing SME-tailored solutions
· Using ICTs to help employers to effectively invest in human capital
· Using ICTs to inform and connect lifelong learning experts and beneficiaries

	Policy messages

	· Focusing and sustaining resources to address the problems faced by SMEs in relation to lifelong learning
· Support and recognise the value of Social partners in creating new roles and profiles within the companies for consultation, guidance and peer support
· Promoting flexible work organisation and emphasise the quality of work

	Promoting sustainable outcomes through the validation of learning and skills

	Practical messages

	· Identifying existing competences and knowledge
· Skills validation must go beyond the use of qualifications as a competence measure
· Creating tools to empower individuals in validating their own skills
· Developing sectoral approaches to skills validation
· Developing a common framework for skills validation

	Policy messages

	· Favouring bottom-up approaches to skills validation
· Supporting the development of systems that combine the identification and management of knowledge with the promotion of learning
· Raising employers’ awareness on the benefits of skills validation 

· Encouraging the use of recognised accreditation systems 


EQUAL source information
A full list of the EQUAL DPs cited in this publication is presented below. It must be emphasised that these projects have not been the only source of information. This Vademecum has drawn on a much wider source of project and programme information, which can be found on the EQUAL website.
	Name of the DP and National Thematic Network
	Member State
	Contact person
	E-mail of the contact
	Telephone of the contact
	Reference/Link to the case study

	Alliance for Work
	Poland
	Kamila Jeżowska

	kamila.jezowska@undp.org.pl
	+48 225768191
	http:/ec.europa.eu/employment_social/equal/practical-examples/adapt-06-pl-alliance_en.cfm

	Carlow 
	Ireland 
	Orlaith Mc Hugh
	orlaith@carlowequal.ie 
	+ 353 59 9720733
	http://ec.europa.eu/employment_social/equal/data/document/age-ie-car_en.pdf


	Clare Life Long Learning Network
	Ireland
	Ann Knox
	ict@clarelearningnetwork.org
	+ 353656843490
	http:/ec.europa.eu/employment_social/equal/practical-examples/adapt-06-ie-clare_en.cfm

	DIPA
	Cyprus 
	Margarita Michael
	mmichael@oeb.org.cy 
	+ 35722665102
	 

	Empiria
	Greece
	Apostolos Xyraphis
	fin@oke.esc.eu
	+ 30 210 9249510 
	http://ec.europa.eu/employment_social/equal/practical-examples/adapt-07-el-empiria_en.cfm 

	E.N.T.E.R.P.R.I.S.E. for Europe
	Finland, Germany, Italy, Poland, Portugal and Spain
	Bertram Lohmüller
	bertram.lohmueller@gimaconsult.com 
	+49 70719425530

	

	Equal at Work
	Ireland
	Mary Bigley
	mbigley@dublinpact.ie

	+353 1 878 8900
	http://ec.europa.eu/employment_social/equal/data/document/etg3-suc-dublinepc-changing.pdf


	EUNETYARD
	Greece
	Irene Christoforou
	neorkek@otenet.gr
	+302281082555
	

	Facilitation of Lifelong Education in Rural Conditions
	Czech Republic
	Kateřina Baladová, Tomáš Hájek 

	hajek@krakonos.com
baladova@krakonos.com 
	+ 42 481311698
	http:/ec.europa.eu/employment_social/equal/practical-examples/adapt-06-cz-facilit_en.cfm

	FAIRplus in the Nuremberg Region
	Germany
	Uwe Elsholz 
	Elsholz.uwe@fbb.de

	+ 49 911 2777 997
	

	German National Thematic Network on Lifelong Learning
	Germany
	Uwe Jäger
	jaeger@eichenbaum.de 
	+49 3621 510 400
	

	HIGH ROAD
	UK-GB
	Joe Fearnehough
	JFearnehough@TUC.ORG.UK 
	+ 44 151 236 7678
	 

	Investing in People  
	Italy 
	 Lucia Barbieri
	lucia.barbieri@provincia.mc.it 
	+ 39 733 409 112
	 

	New chance for transnational job market and economy in the Euroregion Nysa
	Poland
	Krystyna Morawiec  


	k.morawiec@fcwp.zgorzelec.pl

	+48 75 77 13 688
	

	S.UP.PORT. - Skills Upgrading in the Ports
	Italy
	Giovanni De Blasi
	formazione@portauthority.li.it
	+39 586 249609
	

	Silver Heads Club
	Slovakia 
	Lucia Volekova
	luciavolekova@gmail.com
	+ 421 2 6381 0322
	 

	Unemployment Prevention System in Underdeveloped Areas


	Poland
	Jerzy Kowalczyk
	jkowalczyk@case.com.pl

	+48 608 044 644
	DP case study available in the EQUAL Adaptability publication “EQUAL and ESF Article 6: Innovative and Socially Responsible Restructuring”, page 42.


What are the European Commission and other organisations doing to support lifelong learning?
The implementation of the European area of lifelong learning is driven forward in a coherent and coordinated way by the various European level processes, strategies, programmes and instruments:
· Lifelong Learning Programme
· European Employment Strategy
· European Social Agenda
· European Social Fund
· ‘Education & Training 2010’ work programme  

· Social partners
· Agencies and organisations
· International organisations
The European Commission has integrated its various educational and training initiatives under a single umbrella, the Lifelong Learning Programme (LLP). With a significant budget of nearly €6,970 million for the period from 2007 to 2013, the new programme replaces previous education, vocational training and e-Learning programmes, which ended in 2006.

The European Employment Strategy (EES) is a multi-annual integrated process for employment in Europe by which each year:

· The European Commission proposes, for adoption by the Council, Employment Guidelines on labour market issues; these currently cover four “pillars”: employability, entrepreneurship, adaptability and equal opportunities between women and men; 

· The Member States submit National Action Plans for employment which set out how their policies and initiatives implement these Guidelines; and 

· The European Commission and the Council agree on an assessment of these Action Plans (the Joint Employment Report) as the basis for specific Recommendations to Member States on their employment policies, as well as revisions to the common Employment Guidelines for the following year.

One of the main objectives of the Employment Strategy is to facilitate the exchange of ideas, information and good practice in relation to employment policy. The Mutual Learning Programme (MLP) is an important tool in this respect. The MLP was launched at the beginning of 2005 and incorporates the former Peer Review Programme (launched in 1999). Its main objectives are to encourage mutual learning at all levels and to enhance the transferability of the most effective policies within key areas of the EES. A further aim is to encourage stakeholders to promote a wider and more effective dissemination of information about the EES and its implementation. A recent Peer review meeting has focused on the Vocational training for people at the margin of the labour market.
The European Social Agenda is a strategic response to the need to modernise the European Social Model and to translate into reality the political commitments made at the Lisbon summit in March 2000. The aim of the Agenda is to promote quality and to maximise the mutual reinforcement of economic, employment and social policies in our changing environment. The Agenda recognises the potential of lifelong learning in this ‘virtuous circle’. At the Lisbon summit, as part of the Social Agenda, Member States launched the open method of coordination (OMC) in order to make a dramatic impact on the eradication of poverty and social exclusion. In this context, the OMC consists of common objectives, biannual National Action Plans, common indicators and a Community action programme on poverty and social exclusion. Lifelong learning is an important strand within these different elements. An ambitious Renewed Social Agenda designed to ensure that European Union policies respond effectively to today's economic and social challenges was adopted by the European Commission on 2 July 2008.
The European Social Fund (ESF) is one of the four structural Funds. It is the financial instrument of the EU to invest in human resources. It transfers substantial sums to the Member States through several programmes to support the creation of more and better jobs.
‘Education & Training 2010’ work programme  is the Education and Training contribution to the Lisbon Strategy, a 10-year work programme to be implemented through the open method of coordination. Approved by the European Council, these agreements constitute the new and coherent Community strategic framework of co-operation in the fields of education and training. Progress reports on the implementation of the work programme are published annually (Draft 2008 joint progress report of the Council and the Commission on the implementation of the 'Education & Training 2010' work programme "Delivering lifelong learning for knowledge, creativity and innovation")
In March 2002, the social partners at European level signed the Framework Of Actions For The Lifelong Development Of Competencies And Qualifications and, as such, bring their position to lifelong learning debates. They are:

· The European Trade Union Confederation (ETUC): The ETUC has a study and research centre (European Trade Union Institute) that works in the socio-economic field and for Industrial Relations.

· The Confederation of Business in Europe (BUSINESSEUROPE): BUSINESSEUROPE has a Social Affairs Committee that looks at education and training issues
· The European Association of Craft, Small and Medium-Sized Enterprises (UEAPME): The UEAPME is the employers’ organisation representing the interests of European crafts, trades and SMEs at EU level.
· The European Centre of Enterprises with Public Participation and Enterprises of General Economic Interest (CEEP): CEEP is a public employer’s organisation. It has a permanent committee on Social Affairs, Employment, Vocational Training and Social Dialogue.

The implementation of a European area of lifelong learning requires effective cooperation and coordination between the European agencies and organisations concerned. These organisations and agencies are as follows:
· European Training Foundation (ETF): The mission of ETF is to contribute to the process of vocational education and training reform that is currently taking place within its partner countries and territories. ETF, as its principal mission, assists its partner countries in reforming and modernising their vocational education and training and employment systems within the framework of the EU's external relations policies.
· European Centre for the Development of Vocational Training (CEDEFOP): CEDEFOP is the European agency that helps policy-makers and the European Commission, the Member States and social partner organisations across Europe make informed choices about vocational training policy. CEDEFOP is also a key source of information, running the European Training Village (ETV) interactive website that offers the facility to exchange information and news, hold virtual conferences and build networks. CEDEFOP also produces studies and reports on vocational training issues, such as quality, transparency, the accreditation of non-formal learning, sectoral trends, new qualifications, mobility and funding. In all its activities, CEDEFOP aims to provide a link between its target groups: policy-makers, social partners, researchers and practitioners in vocational education and training.
· The Centre for Research on Lifelong Learning based on Indicators and Benchmarks (CRELL): CRELL brings together researchers to build a comprehensive and coherent evaluation framework for education and training in Europe, to guide policy-makers towards increased effectiveness, efficiency and equity in national systems.
· EURYDICE is the information network on education in Europe. It produces information on national education systems and policies, acting as an observatory, highlighting both the diversity of systems and their common features and promoting better understanding of these systems and the common issues that run through them.
As well as the organisations above that have a responsibility for the implementation of the European Area of lifelong learning, there are other European Level organisations dealing with lifelong learning issues:

· European Association for the Education of Adults (EAEA): The EAEA's mission is to work for the creation of a learning society. It does this by encouraging the demand for learning by individuals, organisations and communities, and in particular by women and excluded sectors of society. It equally seeks to improve the response of providers of learning opportunities and of local, national and transnational authorities and agencies.

· Corporate Social Responsibility Europe (CSR) has 57 company members and 15 national partner organisations. It is involved in thematic work and dialogue and hosts an online CSR information centre.

· European Association of Universities (EUA): EUA is the main organisation of European universities. EUA’s mission is to promote a coherent system of European higher education and research based on shared values, through active support and guidance to its members, thus enhancing their contribution to society.

· European Forum of Vocational Education and Training (EFVET): EFVET is a European-wide professional association, which has been created by and for providers of technical and vocational education and training (TVET) in all European countries. Its mission is to champion and enrich technical and vocational education and training through transnational co-operation.

· European Vocational Training Association (EVTA/AEFP): EVTA is an association made up from fourteen different organisations from a variety of sectors. They undertake joint action in a variety of areas related to the quality and efficiency of vocational training.

· The Platform of European Social NGOs: This platform was established in 1995, and now covers 37 European NGOs, federations and networks that are working to build an inclusive society and promote the social dimension of the European Union. It brings together over 1700 direct member organisations, associations and other voluntary bodies at local, regional, national and European level representing the interests of a wide range of civil society.

There are many other international organisations that deal with lifelong learning:
· The Organisation for Economic Cooperation and Development (OECD) has for many years now made a very considerable and valuable contribution to lifelong learning. In its research reports, surveys, and statistical publications, the OECD covers many of the central aspects of lifelong learning as well as questions related to the financing of lifelong learning. In 1996, the Education Ministers of the OECD adopted "lifelong learning for all" as a common goal. In the communiqué from their meeting in April 2001, the Education Ministers again highlighted lifelong learning as a central policy objective. This communiqué serves as the basis for the development of the OECD’s work programme in the field of education and training for the next five years.

· In the future development of lifelong learning policy the Commission will also continue to co-operate actively with other international organisations such as the Council of Europe, the International Labour Organisation and UNESCO.
Glossary
Development partnership (DP): Operational entity of the EQUAL initiative. The DP (geographical or sectoral) gathers several public, semi-public or private organisations, called national partners, with a view to implement experimental activities on the basis of a common project linked to a thematic field of EQUAL. The partners participate at the decision making process on an equal footing. One of the partners ensures the administrative and financial co-ordination.
Dissemination: Structured ways to raise awareness of other players, in the outcomes and lessons learnt. 
Empowerment: In the field of social inclusion - the process of mobilising resources and developing skills with a view to partake actively in one's own future. In EQUAL this notion applies to all actors of the DP by encouraging a balanced share of the power and participation between all. Empowerment is one of the key principles of EQUAL.
ESF: The European Social Fund (ESF) is one of the four structural Funds. It is the financial instrument of the European Union to invest in human resources. It transfers substantial sums to the Member States through several programmes to support the creation of more and better jobs.

Networking: Collective work that brings together partnerships and projects, as well as other key actors. It contributes to the identification and validation of outcomes and good practices with a view to dissemination and mainstreaming.

Operational Programme: Each Member State or region, together with the European Commission agrees on an Operational Programme (OP) for the use of ESF funding in the programming period 2007-2013. OPs set up the priorities for ESF intervention and their objectives.

Partnership: In the context of EQUAL – a national or transnational entity bringing together different partners in order to develop and implement a common strategy and actions within a project.
Thematic fields: They were nine thematic priorities in EQUAL.

a. Access and return to the labour market 

b. Combating racism and xenophobia in relation to the labour market
c. Setting up businesses 

d. Strengthening the social economy 

e. Promoting lifelong learning 

f. Adaptation to structural and economic change, especially ICT 

g. Reconciling family and professional life 

h. Reducing the gender gaps and supporting job desegregation 

i. Socio-economic integration of asylum seekers 

� Council Decision of 12 July 2005 on Guidelines for the employment policies of the Member States, (2005/600/EC)


� Council Regulation on the European Regional Development Fund, the European Social Fund and the Cohesion Fund (EC) No 1083/2006


� National Thematic Networks were set up in each Member State to encourage DPs to come together and collaborate in relation to specific thematic issues.


� GHK Consulting Ltd were the appointed European thematic experts for the Adaptability pillar of the EQUAL programme. The role of the thematic experts was to identify, thematically organised and gather good practice and disseminate those practices through the preparation of articles, case studies, policy briefings and conferences.


� European Commission, Making a European area of Lifelong Learning a Reality, EC, 2001.


� European Commission, Joint Employment Report 2007/2008


� Council Decision of 12 July 2005 on Guidelines for the employment policies of the Member States, (2005/600/EC)


� Council Regulation on the European Regional Development Fund, the European Social Fund and the Cohesion Fund (EC) No 1083/2006


� Decision No �HYPERLINK "http://eur-lex.europa.eu/LexUriServ/site/en/oj/2006/l_327/l_32720061124en00450068.pdf"�1720/2006/EC� of the European Parliament and of the Council of 15 November 2006 establishing an action programme in the field of lifelong learning, p.48


� European Council Regulation EC No 1081/2006 on the European Social Fund and repealing Regulation (EC) No 1784/1999


� European Council Regulation EC No 1081/2006 on the European Social Fund and repealing Regulation (EC) No 1784/1999


� European Council Regulation EC No 1081/2006 on the European Social Fund and repealing Regulation (EC) No 1784/1999


� A group of national experts, policy makers and DPs.


� DP case study available in the EQUAL Adaptability publication “EQUAL and ESF Article 6: Innovative and Socially Responsible Restructuring”, page 42.
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