








Figure 6

The europass+ online tool results: My own profile — overview in a radar chart

At the end of the process, the data that have been entered can be uploaded as
a Word document and then be integrated into the Europass CV template.

4 Designing an online tool to support young people’s
self-assessment: Areas of conflict

The europass+ support tool integrated experiences from various procedures and
tools that had already been developed throughout Europe — oftentimes below the
regulatory level — to record non-formally and informally acquired competences.
However, in this case the special target group of young people and the demand
to create a purely self-reflective tool had to be taken into account; as such,
ultimately, none of the existing tools could be deemed suitable to be taken over
“at face value”."?

12 See the Fietz/Strieder article in this volume.
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When analysing existing tools and particularly during developing and testing the
europass+ tool itself, various areas of conflict became evident that are part and
parcel of designing a tool for young people to perform self-assessment of their
informally acquired competences.'?

4.1  Briefness and simplicity of categories vs. their informative value

On the one hand, the requirement for an online tool to aid young Europass CV
users is to make it as easily manageable as possible and to put only minimal
demands on users’ digital literacy as well as on their time. On the other hand, for-
going extensive explanations and, more importantly, limiting the scale to three
proficiency levels for (self-) assessment may, however, reduce the informative
value and comparability of documents prepared on this basis. Demands for
simplicity of use must be weighed against demands for the validity of results.

4.2  Considering various levels of digital literacy vs.
exploiting all options of the medium

The design of online tools, particularly those for young users, must strike a
balance between conceiving a support tool that, one the one hand, some young
people perceive as “text heavy” and “boring”, while, on the other hand, fulfilling
the aim of relaying information that is as comprehensive as possible with a low
level of technical sophistication. The act of boosting its attractiveness to young
people by adding an array of features, numerous animations and reducing text
to a minimum might mean sacrificing some of the tool’s informational value and
may correspondingly reduce the validity of the results. (These conflicting priori-
ties became for example evident when Polish youths tested the europass+ tool
prototype: While some young people requested more examples, others felt the
number of examples included in the instrument was too high.) What some
perceive as “child’s play” might be (too) high a threshold for others who use the
online tool. This is thus another area where it is necessary to determine which
aspect should be weighted more heavily.

13 For a detailed treatment see Fietz/Junge 2006, p. 19-57, particularly p. 52-55.
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4.3  Self-assessment vs. support of young users

When conceiving the online tool, it is necessary to address the conflicting
issues of developing a tool that can be used for independent self-assessment
and — at least according to scholars and experiences with various passport
initiatives — the preferable degree of support, which should actually be more
intensive than is possible with an online tool that has no advisory interface for
individual consultation. On the other hand, self-assessment tools offer great
advantages, especially with regard to young users, as they eliminate the trepi-
dation of being assessed by an extraneous party, which conjures up negative
associations frequently connected with school grading processes.

4.4 Authenticity of self-assessment vs. validity and reliability of the results

Although methods of self-assessment usually lead to genuine and individual
results, the conclusiveness and comparability of results attained in this manner
— their validity and reliability — is relatively low. Methods of external evaluation
and assessment of competences based on standards offer comparatively
greater reliability and comparability. But they cannot, however, be realised within
the framework of portfolios and passports such as Europass CV that rely on the
self-assessment of competences at least in the area of personal skills and com-
petences. Therefore, the compatibility and connectivity of Europass CV with
standards such as those of the EQF will remain a desideratum at least until the
circle has been squared by developing a system that makes it possible to self-
assess personal competences on the basis of standards, which are intuitively
accessible and comprehensible as well as objectively measurable and comparable.

4.5  Focus on individual development vs.
orientation on labour market demands

Tools that are aimed primarily at employability, and thus the usability of compe-
tences in occupational contexts, conflict to a certain extent with procedures that
put more emphasis on unlocking individual development potentials and further
developing the competences of individuals. The Europass CV and the europass+
support tool address these two conflicting areas, as both endeavour to aid in
competence development through the transparent documentation of acquired
competences.
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4.6 Assessment of competences that have already been acquired vs.
focus on further development of competences

The aspect of helping discover links for the targeted further development of
competences is particularly relevant for young people. Due to their very nature,
passes or CVs that centre on a summary balance of competences acquired to
date are only marginally suitable for formative tasks. This is another area of con-
flict where a decision must be made about which aspect should be afforded
greater weight: Should developing competences (formative aspects) or balanc-
ing already existing competences (summative aspects) be the main focus?

5 Prospects and interim conclusion:
What key factors will determine the future?

In their country reports and in the external project evaluation carried out by the
Swiss partner, europass+ project partners point to the vital necessity of making
the Europass itself, along with its constituent parts and the europass+ tool, more
widely known. To achieve this, particular emphasis was put on linking the
europass+ tool with the “official” Europass pages, or at least with the National
Europass Centres, as has already been done with the German National
Europass Centre, which is found at the National Agency Education for Europe at
the Federal Institute for Vocational Education and Training (NA at BiBB).

Figure 7

Link to europass+ on the German NEC website

e0o hittp: / fwww. info.de/EN/ pass-linkliste.asp [=]
@B @) (%) () () hup fwww.europ: fo.de/ENy europass-linkiiste. 77 ¥ J2([Clz( Google Q)

EUROPASS tools

DISCO -

The DISCO online dictionary (Dictionary of Skills and Competencies) provides translations of vocational m
qualifications and competences in seven European languages. This is a multi-lingual thesaurus which can

be used to draw up and translate European degree certificates, electronic job application folders,
applications documentation such as CV’s or mobility certificates and job advertisements.

EUROPASS+ -

EUROPASS+ is an online tool which has been developed within the scope of a Leonardo Da Vinci Projects
to support young people wishing to use the EUROPASS Curriculum Vitae in assessing competences they
have acquired outside formal educational pathways.

Fertig
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The approach that was taken by the europass+ project when it was initiated in
2006 to develop a support tool for young users of the Europass CV throughout
Europe has meanwhile been confirmed by the first evaluation of the Europass
and its five constituent documents that has been carried out in 2007 on behalf
of the European Commission. The results were published in 2008 and were wel-
comed resoundingly by the European Commission (Commission 2008). With
special regard to the Europass CV, the evaluation report emphatically stresses
the necessity to develop better support tools, specifically for the self-assess-
ment of non-formally and informally acquired competences and particularly for
the benefit of young users:

“The Commission will expand the Europass CV into a more comprehensive
instrument, supported by new self-assessment tools addressing skills acquired
through all forms of learning. (...) The CV tool clearly deserves further develop-
ment action, with reference to both the template and its guidance tools (...) To
better address the need of all users, the CV tool needs to develop into a more
comprehensive instrument supported by new tools for the self-assessment of
learning outcomes, meeting the needs of all potential users, such as the low-
qualified, the unemployed, volunteers and young people in general” (Commission
2008 p. 3 ff.).

The europass+ project partnership is confident that their approach represents a
small step forward on this way. The effectiveness of the project outcomes will,
however, essentially depend on how and to what extent the approaches of the
europass+ tool are disseminated across Europe and conveyed by the NECs.

The europass+ online tool is accessible at
www.europassplus.info

and in the German NEC'’s list of links at
http://www.europass-info.de/de/europass-linkliste.asp

More information on the project is available on the

Forschungsinstitut Betriebliche Bildung website at
www.f-bb.de.
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Evaluation Report: Introduction (ed.)

Getting “an outside perspective” was a key aspect of quality assurance for the
europass+ project. The fact that a partner from Switzerland, a non-European
Union country, assisted in the work on the europass+ tool was a major factor in
the project’s success. The Swiss partners’ suggestions — which were in part
derived from experiences gathered in Switzerland —, active participation in
development work and constant accompaniment, examination and, when
necessary, adjustment of individual steps and components played a decisive
role in the conception of the europass+ tool.

The Swiss partner’s experiences with a multi-lingual environment and a fede-
rally structured administrative system played no small part in providing an
impetus for the fruitful cooperation within the europass+ partnership; this
cooperative effort — as is typical for projects with transnational cooperation such
as this — entailed overcoming language and understanding difficulties that went
beyond communication problems of a purely linguistic nature. For example, a
common conception of the main terms, such as “competences” and “informal
learning”, had to be established among project partners. In light of this, the pro-
ject was also a valuable lesson for the participants: They “personally” experi-
enced the difficulties of devising an instrument that is understandable to all and
that can be employed in a variety of linguistic and cultural contexts; i.e. the
difficulty of developing a “language” that suffices in defining key terms that can
be generally understood across language barriers.

As the subsequent final project evaluation report from our Swiss partner shows,

in the context of developing the europass+ tool the partners from seven European
countries faced these challenges with great success.
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External evaluation of the Europass+ -project
- Summary of the results

Furio Bednarz, ECAP Foundation

1 Introduction
Context of the project and aims of the evaluation

The Europass+ project has its roots in the context of European efforts aimed at
realizing the Lisbon goals and turning them into sustainable achievements.
Fostering workforce mobility and transparency on the job market, making learning
visible and increasing people’s awareness of it are integral aims of the Lisbon -
Copenhagen process. Europass tools are strongly bound to these aims.

Mobility should be enhanced in order to make a single and wider job market a
reality. First and foremost it is a matter of supply and demand, highlighting
growing mismatching phenomena and unbalanced opportunities for people in
search of good career pathways. Europe needs mobility (and immigration) to
cope with demographic change, global competition and social development.
But mobility will only be soundly improved if we are able to pass from a “lower
profile bilateral conveniences” approach, in which people move from one place
to another and demand is satisfied according to short-term, fast-changing
patterns, to a win-win approach. Mobility is being driven by workforce short-
ages (both qualified and low-skill) on the one hand and by gains stemming from
unbalanced salaries from country to country. This calls for a new approach
aimed at enhancing available competences and career opportunities to make
mobility profitable for players on all sides and for both the territories generating
the workforce and those benefiting from mobility.

In this context mobility implies the capacity to improve and transfer compe-
tences. It is a matter of transparency based on individual, social and, last but not
least, “formal” (legal and contractual) recognition of prior learning outcomes and
professional experiences. In other words mobility requires transparency in order
to deliver equal benefits to the economy as a whole and to communities and
individuals.

Transparency, on the other hand, is very much a matter of “individual aware-
ness”. A person should be aware of what he or she is actually able to do as a
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result of the experiences and qualifications he or she has gained in his or her life-
time. Professional expertise is closely related to having competences that can
be readily mobilised in various working environments. Transparency implies
enabling individuals to undertake self-analyses, value and transfer learning
outcomes, recognise learning processes that occur in the workplace and in life
experiences. Recognising learning processes means bolstering competences.

Transparency, however, also implies social recognition of what we are capable
of doing, giving the right value to competences in a global perspective, in
recruitment, career management and access to lifelong learning. Transparency
is a matter of social dialogue and social responsibility, and could be enhanced
through acceptance of the results achieved through the use of appropriate
tools that help people become more aware of their competences.

Finally, the use of these tools should lead to the possibility of formal recognition
of competences “imported” from other countries and/or diverse jobs as well as
prior training experiences in every country. The Europass+ project has been
formulated with the ambition of creating a tool that can contribute to this. This
formal ac-knowledgement should be assured in the near future via the EQF and
the ECVET systems. Transparency is therefore not merely a matter of using the
right tools, but is also a product of mutual trust, shared translation systems and
devices, as the long and winding road leading to the EQF shows us.

The Europass+ project was geared towards coping with the above-mentioned
issues and challenges in a practical manner. The project aim was to design and
test a tool to foster mobility and transparency in a concrete and practical
fashion, helping youth by pinpointing and formalising the Europass CV so com-
petences and soft skills acquired not only in training pathways but, first and
foremost, through life experiences can be effectively recorded. Targeted at young
people who are transitioning from educational systems to the job market, the
project chose to launch a more comprehensive system. Young people certainly
represent one of the most important target groups when it comes to enhancing
mobility and transparency on the European job market. However, with a view
towards the future, we should mention that the project dealt more generally with
methodological issues related to the elicitation of personal and social compe-
tences.

External evaluation, combined with a two-step testing phase and internal moni-
toring, was a key facet of the project, both to accompany the process and to

provide valuable input to improve the tool. It dealt both with process issues, i.e.
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providing the coordinator and the pilot group with data and information useful
in adjusting the management of the different working packages, and with the
products delivered by the project in order to verify the anticipated effectiveness
of the outcomes. In other words, external evaluation played a role in bridging
theories, methodological expertise and practice, represented by the reactions
provided by counsellors and end users.

The external evaluation treated data and information collected through the
monitoring activities and questioned the partners in the framework of ad-
hoc focus groups/sessions based on the following criteria:

u the coherence of the results with respect to the original or redefined aims
and specific goals of the project, including respecting the timetable and
the methodological approach;

[ | the pertinence of deliverables with respect to the above-mentioned aims
in the context of applications and the various typologies of end-user
needs (usability, value-added of the tools, etc.);

u the sustainability of the results in view of opportunities and dangers relat-
ed to their implementation during and at the conclusion of the project
(costs, coaching needs, stakeholders who must be involved...).

Evaluation: Methodologies, players and sources

The external evaluation took the opinions of and feedback from all project play-
ers into account when collecting data and information, discussing them and their
elaboration and further analysis; in particular it involved vocational education
and training experts included in the transnational partnership, trainees and
people responsible for training and/or human resources at companies in the
countries involved and stakeholders and actors involved in the valorisation.

The results confirmed the importance of involving end users and guidance
operators in testing the tool step by step; the decision to do this was based on
the need for a “fast prototyping” approach to the tool’s design." In this regard,
the commitment of young people and counsellors proved more effective than
the original choice to base the developing phase mainly on the advice of an

1 This approach, aimed at avoiding the rigidity of any desk planning, implies a constant interaction
between different actors involved in designing the tool and implementing the software and the ICT
architecture, and the collection of phase-by-phase feedback from the end users.
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expert advisory board in charge of ensuring the acceptance and implementation
of developed support offers in Europass practice and of assisting in the valorisa-
tion process. Thus, the external evaluation has been closely integrated with the
design and testing of the Europass+ tools, and has contributed feedback and
suggestions on these functions.

The external evaluator thus provided the project, and particularly the pilot group,
with “formative coaching”.

As a component of the quality assurance system of the project, the external eva-
luation has been supported by monitoring data and information collected by the
project coordinator. In addition, the external evaluation sources included pro-
gress reports on the activities produced by each partner before every trans-
national meeting and, most importantly, questionnaires used to verify participant
satisfaction with the different activities (meetings, seminars), and, particularly,
to assess user experiences during the pretesting and testing phases. External
evaluation has been developed according to the monitoring and evaluation plan
approved by the partners at the kick-off meeting.

In the following section we will explain how the project managed to institute the
unavoidable adjustments inherent in coordinating such a wide-ranging and com-
plex partnership. We will underline how the characteristics of the partnership
proved to be a very important asset to the project, ensuring the commitment of
some strategic countries, the heterogeneity of VET and labour cultures, and the
commitment of different stakeholders (social partners and training institutions).
In view of the process we will also devote a few words to valuing the effective-
ness of the fast prototyping approach to the software design. The third chapter
will be devoted to giving voice to end users using the results of the two-step
testing of the online tool, which involved more than 200 young people and
counsellors across Europe.

2 Process and partnership

Six transnational project seminars were held to determine the current state of
awareness of informal, or non-formal, competences in partner countries, to
formulate and further develop a requirement catalogue to use as a basis for
developing the tool and, finally, to continually work on, test and further develop
the various drafts/versions of the online tool.
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The results of the research on the current state of awareness when it comes to
recording competences attained in informal or non-formal contexts in partner
countries highlighted the fact that different cultures and approaches to the same
issues influence the general way of adopting the Europass in different countries.
In this sense it has been clear from the beginning that one of the main challen-
ges of the project was to find a commonly understood language and a shared
approach to the aims of the project.

Consensus also had to be achieved with regards to project aims: All partners
shared the conviction that they should have to avoid the risks of an over- or
underestimation of the final outcomes of the project. There was no doubt that
they realised the need to bear in mind the realistic limits of the planned work.

europass+ was not expected to be an assessment tool designed to support
recognition and validation of prior learning, nor as a sophisticated diagnostic
tool that requires valuing a complex guidance and accompaniment process. It
is, rather, an actual online support tool that should be employed flexibly and
directly by individual young people with limited ICT skills or in the framework of
counselling processes.

The partners realised the importance of producing a tool that truly provides end
users with value-added and not one that consists merely of a descriptive written
guide to the Europass, akin to the downloadable support tools that already exist.

In the meetings, partners dealt constructively and in-depth with problematic
issues and different expectations concerning the nature of the deliverables of
the project, specifying step by step their contributions in order to design and
implement the actual version of the user-friendly tool. Europass+ has proven to
be an effective tool, truly providing end users with significant value-added by
assisting them in self-recognition of their personal and social competences; it is
not only helpful in compiling the Europass CV, but also when applying for a new
job, further training or initiating a formal validation process.

The effectiveness of the process was also pursued by clearly assigning tasks
regarding technical expertise in the fast prototyping phase to a reliable provider
who collaborates in an utterly interactive manner with methodological and
pedagogical experts. Tool design has been accomplished according to the
methodology of “critical friendship”, activating a direct link between the experts,
the wider partnership, service providers in charge of software programming and
those responsible for the project’s working package. On the other hand, adopt-
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ing a methodology based on a rigid sequence of planned operations — with a
separation of tool design and software implementation — the project should most
definitely have encountered an increasing risk of qualitative failures in the
delivering of the tool, which would lead to lost time and resources in further
adjustments and revisions.

3 Outcomes and deliverables
Expected results and actual outcomes

In this chapter we will focus on the results of the project, considering the
perceived quality of the outcomes as determined according to the level of
satisfaction on the part of participating partners, stakeholders, experts and end
users involved in the testing phases. We will treat data and information collect-
ed through the monitoring and testing activities and in the final phase according
to the following criteria: the coherence of the outcomes, the pertinence of the
deliverables and the sustainability of the results.

The product satisfied the first two key criteria, although we should view it as a
“beta version” of something with much promise for further improvement. The
outcomes - particularly the online support tool - fit the expectations of the
partners and were also generally appreciated by the experts sitting on the Scien-
tific Advisory Board and those contacted in various countries.

Figure 1

Satisfaction scores related to the europass+ online support tool

Degree of satisfaction Max. Min.

Evaluative items - >
(internal evaluation)

Do you think that the actual version of the tool/Web 2 7

site is manageable and understandable for end users?

Do you think that the tool is really adaptable and 6 3

transferable at the EU level?

Does the tool ensure a good connection to the 2 5 1 1

EQF in terms of descriptors and levels?
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Satisfaction scores related to the europass+ online support tool

Degree of satisfaction Max. Min.

Evaluative items
(internal evaluation)

Do you think that the tool really provides value-added
for end users with respect to readily available Europass 8 1
support devices?

Have you received positive reactions from local stake-
holders when presenting the project and the tool?

In general, how satisfied are you/is your organisation
with the final outcome of the project considering your 7 2
initial expectations and notions?

Source: evaluation questionnaires elaborated by ECAP — respondents: 9 partners from 7
countries

The table above shows us that project partners were predominantly very satis-
fied with the project’s final outcomes. The support tool proved coherent with
their expectations and pertinent to their needs. They are convinced that the tool
truly provides end users with the expected value-added and that it perfectly
coincides with prevailing EU policy in fields such as transparency and enhancing
mobility and transferability of competences. Nevertheless, some improvements
should be introduced in order to create a stronger link to the EQF descriptors
and its approach in terms of levels and taxonomy of skills and competences.
Sustainability should therefore be pursued to assure the valorisation of the
results, to adapt the tool to different national contexts and to continuously
improve its quality via suggestions and comments from a wide range of users
(young people, adults, advisers).

The europass+ online tool from an end-user perspective
On an even more important note, very positive, sometimes enthusiastic, feed-
back has been given by the large sample of end users (about 60 advisers and

counsellors as well as 150 young people in eight countries) who tested the
intermediate and final versions of the tool.
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In more than 50 % of cases, the tool was individually tested by end users. They
were invited to work with it on their own in order to arrive at significant results
concerning the pertinence of the tool with respect to one of the expected
requirements defined in the design phase: The creation of a non-conflicting
support device that can be easily located and used.

The testing phase entailed two steps. An initial pretesting phase provided the
basis for improving the tool over the ensuing months; as it was, the proposals
for improvement mainly concerned the lay-out and the usability of some facili-
ties provided by the tool. The final test verified the actual version of the tool with
respect to these five parameters.

Figure 2

Evaluation parameters for testing the europass+ tool

Visibility Ability to be accessed by potential users
- To be highly ranked in search engines!

Perception Ability to be usable and correctly perceived by users
- To become a reference in the field

Technical Ability to correctly function
- To be interactive

Content Ability to deliver and provide information of quality
- To have updated information

Services Ability to propose or generate the realisation of quality of services

- To provide additional support or transfer to another network

In general young people and the advisers alike who belonged to the sample
group of final testers found the Web site quite easy to manage, and access
to the tool relatively easy and well presented thanks to the guided tour and
the intuitive navigation system. Icons help navigate the different pages and
sections, and samples are very important resources to assist in filling out the
CV, evidencing competences and learning acquired informally. Some improve-
ments concerning usability should perhaps be realised in the position and
visibility of the help buttons, opening explanations and sample windows.

88



The tool was appreciated due to a well-documented number of reasons. Its
flexibility and versatility were highlighted, depending on the individual needs,
status (young people or advisers) and experiences of end users and with respect
to the traditions and cultures of different countries.

Figure 3

How would you define the europass+ tool?

Dynamic _Other

3% 0%
Interactive
13%

Friendly
18%

Innovative
12%

Legible

Interesting 26%

16%

Serious
12%

Source: evaluation testing questionnaires elaborated by partners and ECAP

The end users included in the sample were asked to define the most important
redeeming features of the tool in their opinion, using a range of provided key
words. As the chart shows, those questioned were particularly satisfied with its
legibility and user-friendliness. Two-thirds of the interviewees felt that only very
limited ICT skills sufficed to enter and use the Web site, and nearly none
suggested that the digital divide might hamper the diffusion of the tool. The tool
is viewed as simple to use and beneficial in inspiring even less-qualified young
people to actively apply for jobs and to pursue further training.

The samples provided by the tool, evidencing how a competence should be
described and how it might be achieved, are a fundamental asset that end users
very much appreciate. In contrast, there are still difficulties when it comes to
managing the accurate self-estimation of skill levels and competences that are
to be described (we should bear in mind that the use of taxonomies to define
competences, and above all to describe personal and soft skills, is not frequent
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across Europe). From this standpoint, the opinions of the end users might intro-
duce some constraints widely related to the way the EQF in general is expected
to work; we should, in fact, take into account that reasoning in “levels” is a
convention rooted in contexts such as the British one, but is something which
deviates greatly from the natural approach to competence and qualification in
nearly all the other European countries.

The tool seems to capture the interest of end users: It leads them on an interactive
journey, one step at a time. It undoubtedly represents a new approach when com-
pared to existing “severe and boring” Europass Web sites promoting Europass and
affords people a new perspective on the Europass CV. The tool stimulates the com-
pilation of an “unclear” chapter of the Europass CV, and, more generally, it aids
people to better understand the reason for and importance of the Europass dos-
sier. Moreover, it helps people reflect on their lives and work experiences so they
can identify how competences can be broadened and enhanced on a daily basis.

On the basis of the results from the testing phase, the final outcomes of the pro-
ject appear to meet the principle aim of the project: Designing and implementing
a support tool that truly provides users with value-added when it comes to
recognising, evidencing and valuing competences and soft skills acquired
through informal learning processes.

Figure 4

Do you think that the europass+ tool helped you improve the quality of your CV?

Strongly disagree
2%

Strongly agree
23%

Disagree
19%

Agree
56%

Source: evaluation testing questionnaires elaborated by partners and ECAP
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A closer look at the results in the graph above provides the best demonstration
of what we have already mentioned. More than 80% of the young interviewees
state that the tool helped them improve their CVs, whilst only 2% found the tool
completely ill-suited to this purpose.

Summing up: Evidences and value-added of Europass+

In summary, we can say that in view of the final test results, the project attained
its goals. Europass+ is:

a coherent and useful tool: Europass+ is a new tool in an already
crowded Web landscape; it fills a gap while coinciding harmoniously with
the main policy guidelines of the EU approach to mobility, transparency
and transferability of competences; it is readily improvable to be put in
line with the EQF descriptors and levels, in the meantime it can easily be
adapted to suit national frameworks, cultures and traditions;

a simple and flexible tool that can easily be used by people who at
least dispose of basic ICT skills, while also being an attractive tool for
advisers and readily usable for guidance and counselling processes;

an open tool: It can be easily improved, translated into additional languages,
transferred, valorised and easily enhanced thanks to a clever modular soft-
ware design.

Europass+ assures value-added at multiple levels:

It diffuses knowledge of the Europass CV and increases user-friend-
liness; in this regard it also represents a dynamic and informational tool
that compliments existing ones, as potential users of the Europass CV all
over Europe (people and firms) must be more informed and more confident;
It promotes awareness of the growing importance of soft skills and
recognition processes in career pathways and in making lifelong
learning a reality: In other words, it makes firms and young people more
aware of the role played by informal and non-formal learning processes
in expanding competences;

It fosters youngsters in adopting self-reflection as a fundamental
means for better learning: The tool supports reflective approaches, both
in the framework of self-evaluation paths and using suggestions and
feedbacks provided by the final “spider web” graph of individual skills
and competences;
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[ ] It increases people’s awareness of the importance of producing evidence
in any application for a new job or for further training: The tool guides
users every step of the way along a path intended to increase the
capability to attain and produce evidences of the skills, attitudes and
behaviours we wish to include in our profile.

4 Final remarks and perspectives
Strengths and weaknesses of the project

In conclusion, we would like to summarise the project’s strengths and weak-
nesses as determined in the evaluation to make clear the challenges that must
be addressed in the valorisation phase and to assure full sustainability of the
results achieved in this phase. In the main, the project was successful due to the
solid and articulated partnership which managed the design of the tool and
various activities that were part of the project itself. This partnership, due to the
expertise, the professional qualification of its members and, last but not least,
to the cohesion between the partners, should represent a core network for
launching diffusion and valorisation initiatives. It could assume responsibility for
the maintenance and the development of the tool, pursuing adaptation and
specific promotional campaigns at the local level.

The methodology used to design and develop the tool also proved a great
strength. The fast prototyping approach proved very effective, as it allowed a
symbiotic interaction between service providers in charge of elaborating the soft-
ware, experts and end users. A complex architecture results in a simple, flexible
and useful tool.

Finally, we would underscore the fact that the tool, despite its surprisingly sim-
ple construction, bridged a gap in broad-based EU approaches by providing
end users interested in employing and valuing the Europass dossier with facili-
ties and support that are rare or completely lacking on the European landscape.
Some critical points, or relative weaknesses, appear to lay more pointedly in
general constraints regarding the Europass than in the limits highlighted by the
project or by the deliverables. The Europass CV, along with the other compo-
nents of the Europass system, is a potential standard, but is, nonetheless, far
from being unequivocally “recognised” and valued by end users; it considers
young people and adults but overlooks firms and recruiting agencies. Much work
remains to be done at this level. Moreover, differences in the guidance and
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counselling cultures and qualification systems in general (more or less open to
the recognition and validation of informal and non-formal learning) throughout
European countries could hinder the diffusion of such tools aimed at evidencing
skills acquired out of formal learning and qualification pathways. The last criti-
cal point should be found in the continually low accessibility of the “Web
approach” to information and guidance in many European countries.

Looking towards the future: Opportunities, risks, challenges

Currently, the partners share the conviction that some opportunities should be
valued and pursued to achieve sustainable results from the project. These
opportunities should be summarised in some actions to be undertaken in the
near future and the promotion of new initiatives:

] A valorisation campaign should be instituted, not only at the European
level, but also exploiting local networks to increase the awareness,
appreciation and use of the tool;

| Social partners could play a fundamental role in this valorisation effort, not
only enhancing knowledge and sensitivity with respect to Europass tools,
but also increasing the social consensus needed to make transparency
and mobility something that is actually supported and integrated into the
everyday workings of job markets;

| Lastly, the integration of Europass+ into existing EU official tools aimed
at promoting the Europass could play a key role in assuring the sustain-
ability of the outcomes achieved in the piloting phase.

Contrarily, risks can be identified in the prevalence of the heretofore mentioned
limiting factors, in mistrust or lack of attention on the part of stakeholders, which
carries with it the ever-present risk of results — even the most effective of which
— being dismissed and, in a sense, “binned”. This danger exists with any inno-
vative pilot initiative, as the Europass+ project has been.

Future challenges, on the other hand, are contained not only in overcoming the
above-mentioned risks, but also in considering some methodological issues and
difficulties that are far from being solved. The Europass in general fosters the
adoption of standard tools and approaches to assure transparency in the mobili-
ty and permeability of the European job markets; some questions arise at this
level:
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How can we create agreement and wide social consensus on this issue
in such a fragmented and complex landscape (a general problem faced
by the development of the EQF and of the ECVET systems)? Might we
integrate such an approach in valuing of informal and non-formal learn-
ing processes and procedures actually developed by many countries?
Moreover, how should we use standardised tools to value individual
peculiarities? Might we be able to integrate the tool in guidance proces-
ses at the individual level?

And if social consensus is to be assured by embedding the tool in the
existing Europass dossier, how do we best develop a “true” European
tool capable of meeting global standards and local needs in terms of
languages, codes and flexible repositories of examples proven so useful
in helping people evidence their competences? Who will take charge of
the improvement and the maintenance of the tool?

Beyond the project: Some suggestions

Fostering recognition of the tool, embedding it in the official range of European
tools to bolster transparency and mobility seems to be the first target and the
first challenge for the partners who launched and led the project to a positive
conclusion. In view of this, clever and patient action should be taken in order to
involve social partners in the valorisation campaign, striving to put issues
related to transparency and mobility on the agenda for the social dialogue that
determines the rules and “consensus” nurturing for any “recognition” system.

In the short term, to avoid the “binning” effect, coordinated actions and disse-
mination based on different leverages should be planned:
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A general valorisation campaign conducted at the European level could
succeed in increasing the tool’s visibility and linking it to the official
Europass promoting web sites; efforts should be made at the national
and EU levels, lobbying and development initiatives are needed and the
number of countries involved in the pilot programme must be expanded
and could play a fundamental role. This result could be achieved, for
example by valuing the new Lifelong Learning Program opportunities that
promote targeted “transfer of innovation” projects based on the original
product and involve the partnership network and new members from
additional countries; or, in the mid-term, considering the creation of a



Europe-wide network that takes charge of caring for the tool. In any case,
assuring the availability and the maintenance of the tool is a pre-requisite
to achieve actual results acting at the local level.

On the other hand, only strongly rooted local action has the potential to
succeed in promoting sensibility and culture, involving guidance centres
and recruiting agencies and involving the firms; to this end, financing op-
portunities to implement the adaptation of the tool and to test its useful-
ness in guidance processes should be provided at the national or regional
level. They should mainly aim at allowing a delicate transition from school
environments to job markets; above all, they should accompany and
foster mobility pathways involving students and young workers (local and
European funding opportunities laid down in national ESF programs as
well as in mobility EU programs).
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Evidencing the competences of young adults -
prospects and limitations from the perspective
of eight European countries

An overview

Annette Junge
and Furio Bednarz, Valérie Brenot, Gabriele Fietz,

Javier Vargas Garcia, Rafal Rolka

In order to gain an overview of the level of awareness concerning the impor-
tance of informally acquired competences, in particular with regard to young
people in the participating countries, the europass+ project partners compiled
national reports, based around the following key issues:

1. How do the countries view the performance of their vocational education
and training systems (VET) in view of the Copenhagen Process? What
significance is ascribed to the non-formal acquisition of competences in
the workplace? How great is the awareness of informal learning and the
importance of recording and assessing learning outcomes?

2. What is the status quo in the partner countries concerning the recording of
occupationally relevant competences primarily acquired by informal means,
particularly with regard to young people? Do the countries already have
procedures in place to record non-formally and informally acquired com-
petences - particularly procedures specifically designed for young users?

3. To what extent do the countries make use of Europass and its individual
components to record and document young people’s competences?
What experiences can they report with regard to Europass? What aspects
require additional support, and what elements need to be changed or
further developed at the national level?

4. What conclusions can be drawn from experiences with Europass to date
from each country’s perspective? What kind of support measures could
and should be introduced to specifically enable the Europass CV to
better accomplish the task of recording and making visible the results of
non-formal and informal learning?

Prior to presenting the individual country reports, the following section provides

a brief summary of the situation in the countries involved in the study with regard
to these key issues.
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1 Vocational Educational Training (VET) and the qualifications
system in the framework of the Copenhagen Process

The scope of vocational education and training systems in the partner countries
remains as broad as ever,' ranging from dual education systems with a strong
emphasis on experiential learning on the job, to vocational education systems
that are primarily or entirely school-oriented and traditionally attach less impor-
tance to competences acquired outside school-based learning arrangements.
The systems also vary in terms of the level of importance attributed to the out-
comes of informal and non-formal learning.

This said, it is by no means the case that a greater emphasis on experiential
learning in a formal vocational education system is automatically accompanied
by an equally high level of awareness for the recording of non-formal and infor-
mal learning. In a few cases — in Germany, for example — it would appear that,
precisely as a result of the incorporation of elements of learning by doing in the
dual system’s traditional learning arrangement, there has long been a lack of
urgency to develop procedures to record competences acquired by non-formal
or informal means and to enhance the education system’s overall permeability
and transparency (Colardyn/Bjgrnavold 2005, p. 40). In contrast to the situation
to date in Germany, other countries with dual education systems, such as
Norway or Switzerland have, however, developed new methods to identify and
recognise non-formally and informally acquired learning outcomes — even at the
regulatory level.

On the other hand, precisely those countries with education systems and tradi-
tions that are strongly school-oriented and attribute great importance to formal
qualifications — France, for example — have procedures in place, in some cases
long-established ones, which enable identification and validation of learning out-
comes that have not been acquired in the context of formal training courses. A
method to assess non-formally and informally acquired vocational competences
has been firmly established for many years in the United Kingdom in the shape
of the NVQ system.

Lastly, in countries such as Spain or Italy, where a large proportion of the work-
ing population does not hold a recognised accreditation of their professional
competences, and where a correspondingly high level of importance is ascribed

1 See Fietz, Junge et al. 2006, p. 59-69.
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to non-formally and informally acquired competences, developing procedures
to record and recognise these competences is considered an extremely
important endeavour. However, in ltaly for example, due to the lack of a natio-
nal qualifications system and pronounced regionalism, there is still no single
national method of validating informal and non-formal learning.

In spite of a significant increase in awareness concerning the importance of
informal learning across Europe overall in recent years, the European Inventory
on Validation of Informal and Non-formal Learning 2007 Update (ECOTEC 2008)
confirms the findings of the europass+ national reports: In addition to those
countries with a persistently “low degree of development of VINFL” (Validation
of Informal and Non-formal Learning), which were not part of the europass+
partnership, distinctions must be drawn between countries with:

] a high degree of development of VINFL, which have in place “validation
policies and practices enabling individuals to have their learning out-
comes identified, validated or both on a systematic basis”- such as
France, the UK, Norway and Spain;?

u a medium degree of development of VINFL, which “have yet to put in
place practices making it possible for individual citizens to have their
learning outcomes identified and/or validated on a systematic basis” -
such as Italy, Germany and Poland.

Figure 1

Degree of development of VINFL in European countries

I High degree BE DK EE“ IE NL- PT SL RO-

Il Medium degree AT CZ IS HU LT LU MT-SW
Il Low degree BU HR CY GR LV LI SK TR

europass+ partner countries are outlined in bold. Source: Cedefop 2008, own diagram

Despite the many strategies to this end — often at regional and sectoral rather
than national level — we still have a long way to go before the importance of non-

2 The europass+ partner country Switzerland was not included in Cedefop’s study, but would doubt-
lessly fall into Category | as a result of increased efforts it has recently undertaken to incorporate
recognition of non-formally and informally acquired competences into its dual education system.
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formally and informally acquired competences and their documentation and
validation is recognised across the board and thus anchored in an institutional
framework at national level across Europe.

However, EU policy has provided a decisive impetus. New EU Member States
such as Poland have particularly reaped the benefits of EU membership and
fundamentally redesigned their education systems in line with the strategic
targets of the Copenhagen Process. All in all, Europe’s diversity has given rise
to an array of different approaches and procedures at different levels from which
others can benefit.

2 Status quo: evidencing the talents of young people

Aside from initiatives primarily affecting local and sectoral spheres, there was
hardly any evidence in the partner countries of tools specifically designed to
record young people’s occupationally relevant and, for the most part, informally
acquired competences. However, there are, without a doubt, initiatives and tools
in various countries — most of them outside the scope of regulatory policy —
which can serve as inspiration for the development of the europass+ tool.?

3 Acceptance of the Europass as a means of evidencing
young people’s talents

Europass is becoming increasingly popular in Europe. Nevertheless, partners
from nearly all the countries involved in the europass+ project report that there
is insufficient information about the Europass. Companies and potential
Europass users thus lack understanding of how it can both enhance an indivi-
dual’s employability and provide employers with information about employees’
competences. Almost all of the national reports highlight the need to provide
more comprehensive information about the Europass and the Europass CV and,
in particular, to improve support for users in order to encourage wider usage of
these tools.

3 See the Fietz/Strieder article in this volume.
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4 Recommendations to support evidencing informal
learning in the Europass CV from the partners’ perspective

The partners place particular emphasis on the importance of linking the
europass+ tool to existing initiatives at national or even regional level in order to
enhance connectivity and permeability between the Europass CV and the range
of other passports and documents evidencing competences in the partner coun-
tries: “In particular, proof of skills acquired through informal learning in the
Europass CV must be linked to competences that can be proved by means of
national tools (such as) the Libretto Formativo.” (National Report, ltaly)

The following provides extracts from the partners’ national reports with regard
to the status quo and the prospects and limitations on evidencing young
people’s talents in France, Germany, Italy, Poland and Spain. The respective
reports on England, Norway and Switzerland, compiled within the scope of
europass+ partnership, are documented in their entirety.

France

Valérie Brenot, Gabriele Fietz

France is considered a classic example of a country that takes a top-down
approach to the introduction of procedures for the validation of non-formal and
informal learning (ECOTEC 2008, p. 17).

France has traditionally placed great emphasis on qualifications and certificates
attained within the formal education system, and this continues to be the case
today. It has often been described as a country which functions according to a
rationale based on academic titles. On the other hand, France boasts one of the
“longest traditions of identification, assessment and recognition of non-formal
learning” in Europe (Bjernavold 2000). This tradition has followed two different
lines of development: on the one hand, the bilan de compétences, a formative
tool geared towards assessing and developing individual competences, and the
summative-oriented procedure on the other, which is aimed at accrediting and
recognising experiental learning and has recently enabled transition to higher
education.
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The French government advocated the creation of a nation-wide system to iden-
tify and document outcomes of informal learning as far back as 1985. The bilan
de compétences, introduced by the French Department of Employment, aimed
to both enable employees and the unemployed to assess their occupationally
relevant competences acquired by non-formal means and to assist companies
in developing their human resources. To this end, state and privately run
assessment centres were set up across France. The bilan de compétences
created the legal and organisational conditions required to enable a broad-based
identification and validation of competences acquired as a result of activities
both within and outside the workplace. This formative-oriented tool is, however,
not anchored in regulatory policy; its primary function is to take stock of the
entire spectrum of an individual’s lifelong learning in order to help them plan their
future professional development. However, there is little acceptance of the tool
among companies.

Nevertheless, forms of validation aimed at accrediting and recognising the re-
sults of lifelong learning have become established and have gained recognition
in France. A law introduced as far back as the 1930s enabled those working in
the metal and electrical industries to acquire qualifications on the basis of their
occupational experience. In 1985 the validation des acquis professionnels (VAP)
guaranteed the right to gain accreditation, equivalent to that awarded to speci-
fic training programmes within the scope of the formal education system, for
competences acquired during one’s professional career. The /loi de modernisa-
tion sociale (Social Modernisation Act), which came into effect in 2002, provided
a more flexible framework for recognising knowledge acquired through experi-
ence and accorded it a more superior status. It has since been possible, on the
basis of the validation des acquis de I'expérience (VAE), to gain recognition of
competences acquired through experience, and thus to gain access to formal
training courses, including higher education courses. Non-formal and informal
learning can serve as the foundation for the acquisition of all sorts of nationally
recognised qualifications. VAE can enable candidates to acquire either entire
qualifications or units (parts of qualifications). All citizens with at least three
years’ work experience or experience gained through voluntary work have the
right to submit their skills for validation by means of the VAE. The validation des
acquis de I’expérience, like the validation des acquis professionnels, employs the
portfolio method. The relevant competences acquired within and outside the
workplace are compiled in a portfolio. In addition to submitting a portfolio, the
candidate is interviewed, thereby creating the foundations for the external
assessment of their competences by the responsible committee. The commis-
sion nationale de la certification professionnelle (CNCP) ensures that the insti-
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tutional requirements are met. This commission is responsible for recording all
qualifications available nationwide in the répertoire national des certifications
professionnelles (RNCP). It also monitors the procedures employed by the
bodies responsible for awarding qualifications and establishes “relay advice cen-
tres” at regional level, which provide citizens and companies with information
on the range of qualifications available. The validation des acquis de I’'expéri-
ence represents the creation of a learning-outcomes recognition system that
exists alongside the formal education system and incorporates non-formal and
informal learning, and learning that occurs within and outside the workplace.

Validation at company level — involvement of social partners

The 2002 loi de modernisation sociale laid down a legal framework governing,
inter alia, the implementation of procedures to validate non-formally and infor-
mally acquired competences within companies. In this context, social partners
have an important role to play. Procedures to identify employees’ professional
skills and competences, which take the form of on-the-job interviews conduct-
ed by the employer approximately every two years, primarily focus on formative
elements, i.e. development of individual skills. Each employee can decide to
create a continuing training passport, which documents all competences that
can be utilised in a professional context. This continuing training passport is
aimed at facilitating internal and external mobility. Experienced employees
(employees over the age of 45 and those with over 20 years of work experience)
particularly benefit from the validation of their professional experiences.

Germany

Gabiriele Fietz

The German dual system of initial vocational training is based on a combination
of school and work-based learning, insofar as experiential learning is included
in the formal system. For many years, great emphasis has been placed on final
examinations. The Vocational Training Act (BBiG 2005) introduced new forms of
partial certification. Recent reform debates have tackled the conflict areas
involved in a holistic approach to the VET system geared towards the system of
occupations, and the issue of more flexibility in initial vocational education and
training.
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The attention paid to validating informal and non-formal learning in Germany is
still rather low. There is still no overall system for evidencing and evaluating com-
petences that have been acquired non- or informally. This explains why the 2007
update of the European Inventory of Informal and Non-formal Learning (ECOTEC
2008) still rates Germany as one of the countries with only a medium degree of
development with regard to validation of informal and non-formal learning.

Nevertheless, during the last few years various initiatives have developed a range
of strategies to help young people evidence their competences.

The Copenhagen Process and European efforts to enhance transparency
of competences have sparked the recent debate in Germany. Issues under
scrutiny include the extent to which the concepts of qualification frameworks
and the European Credit System for Vocational Education and Training (ECVET)
can promote the flexibility of the German dual system. Key words here are the
promotion of lifelong learning and the enhancement of permeability between the
vocational education and training sector and higher education.

VET and the German qualifications system in the context
of the Copenhagen process

The German system of initial vocational training “is based on a combination of
school and work-based learning, meaning experiential learning is included in
the formal system” (Colardyn/Bjerndvold 2005). The acquisition of competences
by “learning on the job” in authentic working contexts is characteristic of voca-
tional training in the German dual system (Hippach-Schneider et al. 2007).
Vocational training in the workplace allows for experiential learning. By stressing
the importance of learning in the workplace, the German VET system proves in
a more or less implicit manner its acceptance of informal learning (Straka 2005).
This is also reflected in the organisation of training and final examinations. “Train-
ing guidelines and syllabi do not merely describe the subjects but are concer-
ned above all with the knowledge, abilities and skills to be acquired. These are
increasingly determined in project-oriented final examinations that deal with
practical situations.” (Weiss 2005, p. 4)

In response to the increasing lack of training places offered by companies in the
last three decades, various training providers have organised a large number of
vocational training preparation programmes, which, in terms of content, draw
upon regular training programmes. The Vocational Training Act (BBiG 2005)

103



responded to these developments with new forms of partial certification. The
issue of partial certification of training modules has been central to recent reform
debates (Euler/Severing, 2006).

The redefinition of a large number of occupational profiles has reinforced this
tendency. Since 1998 around 180 occupational profiles have been redefined,
creating new occupations —in the IT sector, for example. The examination struc-
ture of new occupations in sectors such as IT and the metal and electrical
industries comprises company project work and comprehensive tasks. A new
examination procedure called Betrieblicher Auftrag validates formally as well as
informally acquired competences by examining candidates’ ability to handle a
demanding project in the workplace.

Nevertheless, in the field of IVET, the attention paid to validating informal learn-
ing still appears to be rather low, yet the level of awareness is on the increase.

Status quo: evidencing informally acquired competences
of young people in Germany

In spite of these shortcomings, a number of reform approaches and model
projects have been developed in Germany in the last few years that deal with the
promotion and evaluation of lifelong learning, including learning that occurs out-
side of the formal vocational training system. Only a few of these approaches
and projects are the result of legislation.

The Externenprifung, that has been part of the vocational training system since
1969, has gained in importance somewhat since the reformed Vocational Train-
ing Act of April 2005 simplified entry requirements. The Externenpriifung enab-
les workers to verify vocational experience or knowledge from non-formal further
training courses and to acquire a recognised vocational degree without under-
taking a formal training programme. However, only a small percentage of adults
take the Externenprifung: candidates for the examination comprised 7,4% of
all those taking final examinations in 2005 (BMBF 2007, p. 124) As the Externen-
prifung is predominantely focused on adult learners, it will not be taken into
further consideration in this report.
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In contrast to external examinations, which are implemented by law in the
German VET system, there have been increasing numbers of research projects
and pilot schemes on an experiential level in Germany over the past few years
(Colardyn/ Bjgrnavold 2005, p. 41).

Competence Passports for young people

A comprehensive study was initiated at federal and Lédnder level by the Federal
Ministry of Education and Research (BMBF) and the decentralised ministries of
education, resulting in the Weiterbildungspass (continuing education pass). Con-
tinuing education passes record individual lifelong learning activities in formal,
non-formal and informal training contexts (Barth/NeB 2005). As part of this
research project, an inventory was compiled of continuing education passes in
Germany.

Based on the results of the Weiterbildungspass study, the ProfilPASS was
developed as a training passport that could be used across the board. “The
ProfilPASS records abilities that have been acquired informally, i.e. through
‘learning by doing’, leisure activities, family, employment and volunteer work.
The goal is to recognise and identify one’s own strengths and unite them in a per-
sonal competence profile. This helps to prepare job applications and interviews,
to define where one stands professionally and to plan one’s future learning.”
(http://www.profilpass-online.de/). The ProfilPASS fiir junge Menschen (Profil-
PASS for young people) was launched at the beginning of 2007, specifically with
the needs of young learners in mind. This portfolio also reflects and documents
voluntary tasks performed as part of leisure time activities.*

In addition, various other players have developed competence pass initiatives,
such as

[ | Qualipass issued by Baden-Wurttemberg’s Ministry for Culture, Youth and
Sport (in 2000), which documents phases of volunteer work as well as
placements in companies.

] The LEONARDO DA VINCI project ICOVET developed methods to help
disadvantaged youngsters evidence their competences and provided com-
petence-evidencing methods for “learning within the social environment”.

4 See Fietz/Strieder in this volume.
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In spite of the aforementioned initiatives, and while there has been an increase
in awareness for the importance of making visible the results of informal and
non-formal learning in Germany, it still remains comparatively low: In Germany
“validation of non-formal learning has so far not attracted the same attention as
it has in many other European countries” (Colardyn/Bjernavold 2005, p. 40).

Spain
Javier Vargas Garcia

The majority of the Spanish working population’s productive capacities, its pro-
ductive human capital, is based on competences acquired through experience
and not formal education (over sixty per cent of the working population do not
have a recognised accreditation of their professional competences).

“In Spain, over sixty per cent of the working population does not hold a recog-
nised accreditation of their professional qualification. Besides, there is a great
amount of non-formal learning whose lack of recognition, especially for popula-
tion groups like women, immigrants and unemployed, can cause situations of
inappropriate mobility in the labour market with the resulting exclusion risk.”s

Therefore, in a country such as Spain, which places great emphasis on formal
qualifications and whose vocational training system has demonstrated a low de-
gree of permeability, genuine competences need to be recognised and certified
to make it easier for people to acquire a qualification which may improve their
employment prospects.

What should be done to enable all those with experience but without a diploma
to demonstrate their competences? How should we integrate the range of educa-
tion and training methods (formal education, occupational training and continuing
training) which provide access to a given profession? What qualifications, com-
petences and skills must a worker have to ensure and reinforce productivity and
growth?

The National Professional Qualifications System (Sistema Nacional de Cualifi-
caciones Profesionales — SNCP) was established with a view to providing an-

5 Instituto Nacional de las Cualificaciones de Espafia (INCUAL).
http://www.mepsyd.es/educa/incual/ice_recAcr_ing.html
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swers to these questions. Organic Law 5/2002 on Qualifications and Vocational
Training (Ley Organica 5/2002 de las Cualificaciones y de la Formacion Profes-
sional) defines the National Qualifications and Vocational Training System as the
set of instruments and actions necessary to promote and develop vocational
training programmes and evaluate and accredit relevant professional compe-
tences with the aim of supporting professional and social development and
meeting the needs of the labour market. Its aim is to improve the qualifications
of the working population, the transparency of the labour market and the
quality and coherence of the vocational training system, acting as a guideline
framework and reference for all activities

Subsequently, Royal Decree 942/2003 of 18 July, which established the basic
conditions for specific vocational training examinations leading to the degrees
of Técnico (Technician) and Técnico Superior (Higher Technician), provided the
basis for the recognition of informal training and work experience and the award
of the relevant regulated vocational training degrees.

The evolution of vocational training and education in Spain leads to two clear
conclusions:

[ ] The need to coordinate and integrate the three subsystems of vocational
training: formal education, occupational training (for unemployed people)
and continuing training (for employees).

u The need to create a qualifications system at national level, a catalogue
that defines the contents of training courses and a body responsible for
defining and updating said contents.

These two key issues of the Spanish vocational training and education system
are currently being addressed and are subject to regulatory review:

| A new Royal Decree was issued February 2006 integrating the occupa-
tional and continuing training subsystems in Spain into a new system
entitled Formacion para el Empleo (Training for Employment), a step that
had long been called for by social players.

| A joint commission of both the Ministries for Education and Labour,
together with representatives of the Autonomous Regions, is working
on the draft of a new act that will regulate the identification, evaluation,
accreditation and recognition of competences acquired through work
experience and non-formal means. A draft of this act has been completed
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and aims to enhance the permeability of the different Spanish education
and training systems and bring together the principles set forth by the
Copenhagen Process, ratified in 2004 by the European Council.

The new identification, evaluation, accreditation and recognition system opts for
a personalised evaluation which integrates different ways of evaluating profes-
sional competence in a coherent and complementary fashion. It also views the
preservation of self-esteem throughout the process as an essential factor and
advocates the principle of transparency with candidates. In addition, it provides
for coherent and positive professional guidance solutions in order to raise the
candidate’s level of qualifications, and ensures evaluations are objective and
thorough by setting minimum requirements for counsellors and evaluators, in
particular with regard to professional experience and training. Of particular note
is the possibility of providing partial and cumulative proof of competences.

However, despite the interest and concern demonstrated by the administration
and the social players involved in the process, Europass is currently the only
initiative in Spain addressing the challenge of identifying, documenting and
registering competences acquired by young people through non-formal means
and work experience.

Private companies are making the biggest effort concerning the identification of
these types of competences with a view to organising their selection and training
processes. Some initiatives identified in the research carried out by the Funda-
cion Tripartita para la Formacion en el Empleo focus on disadvantaged groups
such as women with low qualifications and the immigrant population.

In spite of increasing recognition and use of the Europass, which is nevertheless
still relatively low, we have noted that in certain areas beyond the boundaries of
formal education, there is a lack of information about Europass. This can trigger
a so-called “Matthew effect”, whereby only those with higher training and
better access to information are able to benefit from this type of initiative.

However, it seems evident that less emphasis is placed on the recognition of
young people’s competences as on other groups such as immigrants, women
and the unemployed. The currently existing tools and initiatives are oriented
towards professional development within private organisations and, apart from
Europass, there are no other initiatives or competence passes aimed at young
people. Although use of Europass documents, in particular the Europass CV,
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seems to be on the increase among young people in Spain, our research has
shown that young people lack information and assistance to guide them as they
identify and document the competences acquired through work experience or
non-formal means.

Italy

Furio Bednarz

VET and qualifications system of Italy in the context
of the Copenhagen Process

Italy does not have a national qualifications system. This is due to its strong
federalist system that grants the 20 Italian regions a great deal of autonomy,
especially in the field of vocational education and training. The regions’ respon-
sibilities include designing the qualifications system, defining professional stan-
dards and strategies, and developing education and training policies. In some
regions vocational training is provided by public and private institutions; in
others, by state schools and training centres.

An established and clear-cut system to determine and validate informal learning
has yet to be developed.

Recent research conducted by ISFOLS® identified some examples where valida-
tion of informal learning did occur in specific regional contexts:

1. regional authorities’ validation of informal learning necessary for the
enrolment of young people and adults in vocational education and train-
ing courses;

2. local employment centres’ validation of informal learning necessary for
unemployed people to gain or regain access to the labour market;

3. schools or universities’ validation of informal learning that allows young

people with third sector or voluntary work experience to be admitted to
secondary or higher education courses.

6 ISFOL - Istituto per lo Sviluppo della Formazione Professionale dei Lavoratori — The National Institute
for Workers Training of the Ministry of Labour and Social Affairs
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These procedures, with the exception of schools and universities’ validation of
informal learning achieved on the basis of voluntary work experience, are not
institutionalised at national level.

In fact, the Ministry of Labour, in coordination with ISFOL, is implementing a new
tool to highlight competences acquired in a range of contexts (formal, informal
and non-formal), entitled Libretto Formativo del cittadino - Citizen’s Portfolio.
This tool is utilised in local employment centres as well as counselling centres.
Its implementation in this context aims at highlighting young people’s compe-
tences, in particular those of apprentices.

Certifying informal learning in the Europass CV is closely intertwined with the
implementation of the Libretto Formativo del cittadino” and participation in the
EQF network.

In order to achieve this aim, national and particularly regional institutions must
raise awareness of Europass instruments at local level; most importantly,
validation of informal learning should be anchored in a formal framework. In
particular, proof of skills acquired through informal learning in the Europass CV
must be linked with competences that can be proved by means of national tools
such as the Libretto Formativo.

There is no legislative or formal framework to ensure transparency of learning
outcomes (EQF and ECVET). However, this issue is currently high on the agenda.
Status quo: a range of initiatives at regional level

In the Emilia Romagna region, for example, the qualifications system allows for
the validation of formal and informal learning in order to give credence to certi-
ficates of achievement awarded for these competences. This regional system is

accessible to both young people and adults.

An important example of the validation of young people’s informal learning can
be found in the third and social sectors:

7 www.lavoro.gov.it/NR/rdonlyres/2C0DD548-286B-411989EF11D6EEBE6GABA/O/Libretto_formativo.pdf
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1. validation provided by universities and public institutions (municipalities
or local authorities) of informal learning achieved by young people during
their national civil service (voluntary service in place of military service)

2. validation provided by secondary schools of informal learning achieved
by young people when taking part in activities organised by the Scouts
Association (this validation process is based on an agreement between
the Scouts Association and the Ministry of Education)

3. validation provided by labour market organisations and private compa-
nies of informal learning achieved by young people in voluntary national
associations.

Some regional authorities also provide validation of young people’s informal
learning. In particular, the Valle d’Aosta region has implemented a formal valida-
tion system that evidences and certifies informal learning to facilitate young or
unemployed people’s access to vocational training courses.

Italy currently lacks a distinct culture of informal learning for young people.
Evidencing and validating informal learning is a task that is primarily performed
by public institutions and local authorities.

Poland

Rafal Rolka

The Polish VET system is undergoing a fundamental reform process launched by
the Ministry of National Education in the late 90s of the last century. Similar to
other countries in transition, the proportion of VET was over average compared
to the European level. A large number of programmes with too narrow speciali-
sations led to a high rate of unemployment among those who completed them.
For long the efforts to reform of VET in the late 1990s have been targeted mainly
to decrease the vocational part of the education and training system.

The reform of 2002, which had the explicit goal of orienting the educational
system more closely to the requirements of the labour market, has a very strong
emphasis on the area of general education. The objective is to raise access and
quality in education and increase school leavers’ mobility on the labour market
by putting greater emphasis on general secondary and higher education. The
reform also contains approaches that could increase the opportunities for inte-
grating graduates in the labour market: teaching key qualifications, flexibility
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through modularisation and more emphasis on practical learning phases at
companies. More and more introduction of experiential learning in real work
situations has become a goal of Polish VET activities: In an agreement between
the Polish government and the umbrella organisation of employers, a company
network was created in 2003 to promote vocational learning in the framework of
internships.

Adult continuous vocational training mainly takes place in secondary vocational
schools. In addition, there are offers from private providers. Despite numerous
incentives — tax concessions, release from work by companies for further training
— the involvement of adults in further training is very low and is far below the
average of the EU. The incentives also include the possibility of certifying non-
formally acquired knowledge and skills. The legal basis for this was created in
1993 by a joint decree of the Ministry of National Education and the Ministry of
Labour and Social Policy (Bjernavold 2005, p. 67).

There are some other long established practices of validation and recognition of
non-formal and informal learning in Poland. The oldest one is the possibility of
further training and examinations in crafts established by the Crafts Act of 1989.
This allows handicraftsmen to take an examination for the degree of apprentice
and foreman in crafts, which is recognised by employers and state administra-
tion at the national level.

Life-long vocational education is an integral part of Polish educational system,
thus there are no specific legal regulations with regard to the non formal educa-
tional system (non public institutions are not under pedagogical monitoring of
educational authority). However the conditions for organization of external
exams have been designed and are being implemented since January 2004.

There is a system of external assessment of vocational qualifications. A central
Examination Commission and Regional Examination Commissions were
established to organize exams for people who want to obtain formal vocational
qualifications. People who want to have formally recognized qualifications can
pass the exam but they have to pass the formal education trainings or courses
before.

The Strategy of education development in Poland 2007-2013 and Strategy of

life-long learning development till 2010 are related to the Copenhagen Process.
Poland will pay attention on both school education and life-long learning.
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Norway

Torild Nilsen Mohn, VOX — Norwegian Institute for Adult Learning

Abstract

It is important to make young people aware of the fact that they learn a lot both
in working life as well as in their leisure time. To describe, identify and assess
competences and skills is a quite abstract and difficult task; it is therefore
necessary to provide the tools and methods to overcome the barriers of starting
to visualise competence. The learning outcomes of young persons can be
related to the different levels of EQF, NQFs or other national qualification
systems, but could also be integrated into other initiatives such as Europass,
which provides the possibility to express “other skills and competences”.

The Europass system as a policy tool on the European level can have important
interactions with validation and recognition processes. Each of the elements in
the Europass portfolio also interacts with validation systems, as they document
learning. The structure of the Europass CV in particular serves to encourage
recognition of learning, as it requires that the acquisition of particular types of
knowledge and skills be evidenced, including soft skills. The CV is completed by
individuals and it is essentially developed on a reflective basis, with the indivi-
duals considering the types and levels of learning they have achieved. This
encouragement to identify learning and in turn competence and qualifications
levels, is an important first step towards full recognition, validation and certification.

1 Introduction: VET and qualifications system in Norway
1.1 Individual legal rights

In the autumn of 1994, all young people between the ages of 16 and 19 were
given a statutory right to upper secondary education leading to either qualifica-
tions for higher education programmes, vocational qualifications or lower-level
qualifications. Since then, all young people have the right to be accepted to one
of three different basic courses included in their applications and to a subse-
quent two years of further education within the same area of study.!

1 www.kunnskapsdepartementet.no
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1.2 Organisation of the dual system

Vocational training, including trade examination, is regulated by the Education
Act. According to this act, the goal of vocational training is to develop compe-
tence and promote an understanding of the role of vocational training in relation
to society and the occupations themselves. The central body under the act is the
utdanningsdirektoratet — the National Directorate for Vocational Training.? Each
trade or industry has a training council that advises on the development of train-
ing plans, curricula and examination regulations. The Ministry of Education and
Research Training approves training plans and curricula. Each county has a
vocational training committee that administers apprenticeship contracts,
approves training establishments (which can be private or public enterprises or
organisations), organises tests, etc. The main employer and employee associa-
tions are given a key role in administering the act and in developing the training
programmes for the various recognised trades.

The development of upper secondary schools into regional/local resource
centres is seen as a step towards closer co-operation between schools and the
working community.

1.3 The study programmes

Upper secondary education consists of three years for academic programmes
and four to five years for vocational programmes; this includes training at the
workplace. According to the Education Act the aim of upper secondary educa-
tion is “to develop the skills, understanding and responsibility to prepare pupils
for life at work and in society and to assist pupils and apprentices in their
personal development.”

Since 2006 pupils can choose from one general study programme area qual-
ifying for higher education and from nine vocational study programmes. The
general study programme area consists of four specialised study programmes
and two additional study programmes.?

2 www.utdanningsdirektoratet.no
3 http://www.regjeringen.no/en/dep/kd/Selected-topics/upper-secondary-education/General-Studies-
and-Vocational-Studies.html|?id=491241
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1.4  Part-time compulsory vocational school

The vocational training system at upper secondary level in Norway is based on
a combination of schooling and apprenticeship, with close cooperation between
school and work in the local community. The norm for training is two years of
vocational training in an upper secondary school, including classroom lessons
and practical experience in the school workshop, followed by a two-year
apprenticeship in a training establishment consisting of 50 per cent training and
50 per cent productive work. This is known as the 2+2 model. The training esta-
blishment (laerebedrift), an enterprise or public organisation, must be recognised
as such by the county vocational training committee. Each training establish-
ment must have a trained specialist, called a training manager, who is in charge
of the training. The training manager, along with the employee representatives,
is responsible for ensuring that the establishment provides adequate training
opportunities and that the training curriculum laid down for the trade or craft is
followed.

1.5 Knowledge Promotion

Knowledge Promotion# is the latest reform to the ten-year compulsory school
and to upper secondary education and training. It introduces certain changes
in substance, structure and organization from the first year of the ten-year
compulsory school to the last year in upper secondary education and training.

The goal of Knowledge Promotion is to help all pupils develop fundamental skills
that will enable them to participate actively in the Norwegian knowledge society.
Knowledge Promotion, with its special emphasis on learning, is meant to help
ensure that all pupils receive a differentiated education.

The most important changes in the Norwegian school system that stem from
Knowledge Promotion are, among others, the bolstering of basic skills and an

increased focus on learning outcomes through newly conceived syllabi for all
subjects that clearly indicate what pupils and apprentices are expected to learn.

4 http://www.udir.no/templates/udir/TM_Artikkel.aspx?id=2376

116



2 Current situation: Evidencing competence
of young persons in Norway

2.1 Assessment — qualifications — guidance

There is continuous assessment and regular formal testing during the first two
school-based years.5

During the on-the-job training period, the training establishment is obliged to
evaluate the training every six months and prepare the trainee for the final
examination, as a minimum. There is a centrally monitored final examination for
the trade certificate. The examination consists of a practical and a theoretical
section. The theoretical section is finalised when the apprentice has passed the
final examination for the appropriate course at upper secondary school. The
practical part varies a great deal depending on the trade involved.

In some trades, the practical work has to be done in the course of a day; in
others, the candidate may spend weeks on it. The examination board must
assess the work.

Upon completion of an apprenticeship, trainees must sit a trade examination
(Fagpreve) or a journeyman’s examination (Svenneprove) to be awarded a trade
certificate or journeyman's certificate. In a few subjects, the trade examination
can be taken on completion of advanced course three for those who have not
been offered an apprenticeship. In most cases, however, a period of practical
experience is needed in order to satisfy the requirements. In certain circum-
stances, it is possible to take the trade or journeyman'’s certificate without having
been an apprentice, e.g. adult employees with sufficient work experience.

During the classroom training, guidance is provided by advisers; a training

manager assumes this role during on-the-job training. Later, the government
employment advisory service is available.

5 http://www.regjeringen.no/en/dep/kd/Selected-topics/andre/Knowledge-Promotion/Pupil-assessment.
html?id=373624
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2.2  Follow-up service

The Education Act foresees a follow-up service to guide and track young people
who are entitled to education or training but who are neither at school nor at
work. Different county authorities organise this service in varying ways, but col-
laboration with school counselling services is common. It applies to pupils en-
titled to an upper secondary education. Because there are more dropouts among
minority pupils and pupils with special educational needs, the follow-up service
is very important in helping these young people get a second or third chance at
education.

The authority that funds the school, i.e. the county, also operates a follow-up
service; however, labour market agencies collaborate closely when it comes
to follow-up services in a region, as they have the responsibility to provide work
experience placement for youth not enrolled in educational programmes. In
addition to labour market agencies, the follow-up service works closely with the
Pedagogical Psychological Counselling Service, schools (primary and secon-
dary schools), vocational training facilities, the local labour market and other
participants who might be involved with individual pupils, e.g. police, healthcare
services, social services agencies, etc.

It is very important that as many young people as possible manage to complete
an upper secondary education either with a diploma qualifying them for higher
education or a certificate evidencing that they are skilled workers. However,
researchers do point out that not all people possess the qualifications necessary
to complete an educational track and pass all the exams/courses. Young people,
who do not manage to complete upper secondary education with a diploma
qualifying them for higher education, or a certificate attesting that they are skill-
ed workers, have the opportunity to obtain a certificate attesting a lower level of
competence. Researchers emphasise that some of these students should have
individual goals for their upper secondary education at a lower competence level
that includes subjects of interest which might lead to a job at a local firm. In this
way, they are not forced to fail examinations but can complete an upper secon-
dary education with a certificate.
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2.3  Flexible pathways to diplomas/certificates

The official documentation is a) upper secondary diploma (general subjects), b)
a craftsman’s/journeyman’s certificate (VET) or c) a proof of competence.b

There are several ways to attain these qualification documentations without
going the traditional route through the formal education and training system;
these options take account of an individual’s prior learning and allow for a
condensed period of study:

| Trainees have the opportunity to sit a trade or journeyman’s examination
on the basis of sufficiently extensive work experience in a trade equalling
25 per cent more than the stipulated apprenticeship period. The county
authority, as represented by the county vocational training board, deter-
mines whether the work experience stated by the applicant can be
approved, and may in special cases approve periods of experience shorter
than indicated above. The examination is equivalent to that taken by
students in the vocational track of upper secondary education. The
scheme has been successful, with almost one-third of all craft certifica-
tes achieved each year being obtained through this so-called “practice
candidate” route.

] Adults who have completed primary and lower secondary education or
the equivalent but have not completed upper secondary education have
the right to an upper secondary education. Education for adults shall be
adapted to individual needs. Adults entitled to upper secondary educa-
tion have the right to assessment of prior learning and to a certificate of

competence.

[ | It is also possible for external candidates to sit final exams without
participating in educational courses or training.

| New fast-track routes to higher education for adults have been estab-

lished, challenging traditional notions of knowledge, learning and
instruction within these institutions. Following an amendment to the 2001
act regarding universities and post-secondary colleges, adults aged 25
and over can have their non-formal and informal learning assessed
in order to gain admittance to a specific study programme. This act also
allows candidates to be exempted from exams or courses on the basis
of their non-formal and informal learning outcomes.

6 McHenry, J.H., Mohn, T.N. (2003): Transfine — National Study Norway, Oslo: Vox
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The following methods have been developed to assess non-formal and informal
learning with respect to the requirements stipulated in the national curricula at
upper secondary level:

| Dialogue-based method: This method requires individual preparation and
a one-to-one meeting. It has been tested on a large number of candi-
dates. The conclusion is that the method is suitable for both vocational
and general subjects. A dialogue-based method covers tacit knowledge
and seems to be beneficial for adults who have difficulties with reading,
writing and numeracy.

| Assessment of portfolio: a method based on the assessment of written
documentation, photos, etc. The candidate sends a “charting” form,
certificates and reports to a service centre. This method demands good
written documentation of an individual’s skills and does not require one-
on-one meetings.

u Vocational “testing” begins with an interview to chart the background,
training, work experience, language skills and objectives of an adult can-
didate. After the first general interview, a professional specialist interviews
the individual in the particular subject, after which the individual demon-
strates these abilities in practice, allowing both theoretical and practical
aspects of the trade to be assessed. This method pinpoints knowledge
and experiences, which are not documented and works well irrespective
of learning and language difficulties.

In Norway, both manual and computerised tools have been developed and
tested for vocational and general subjects.” These tools are employed in various
ways for each method depending on individual needs. It is a fact that no single
method of assessment will suit all people, and assessors must be sensitive to
individual needs. During the validation procedure it is important to account
for the fact that competences and skills are not objectively measurable but
develop in particular social contexts and cannot be assessed adequately with
simple quantitative methods. The validation system is not a “one size fits all”
system.

7 Vox (2002): Realkompetanseprosjektet 1999-2002- i mal eller p& startstreken? Oslo: Vox
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2.4  Recognition of foreign higher education for refugees
with insufficient documentation

In Norway, refugees with formal higher education, who are unable to obtain
sufficient documentation for a normal evaluation, may benefit from a special
process of recognition of higher education qualifications that has been
established for refugees.

People lacking documentation of foreign higher education, or who possess edu-
cational documents that cannot be verified, or are insufficient for granting recog-
nition, may follow a procedure which has been devised for refugees with
insufficient documentation.® They are required to describe their education and
participate in an interview in an institution that provides courses in the relevant
field of study. The Norwegian Ministry of Education and Research has recom-
mended that all higher education institutions in Norway adopt this method of
recognition for refugees.

2.5  The Personal Competence Document (PCD)

The Personal Competence Document (PCD) is a system for mapping and
documenting competences based on self-evaluation. Development of the PCD
was the result of the national validation project initiated by the Ministry of
Education and VOX,® the National Institute for Adult Learning. The Norwegian
Association for Adult Education (NAAL) has the overall responsibility of
maintaining the PCD. NAAL is a national umbrella organisation for 19 study
associations with around 600,000 participants per year.’® NAAL offers presenta-
tions, information and guidance regarding the PCD to organisations and
institutions. The PCD is accessible on the NAAL Web site.

The main objective of the PCD system is to stimulate users to map, describe
and document the activities they are, or have been involved in, and the compe-
tences they have developed through these activities. Non-formal learning activi-
ties and voluntary activities are the focus. The second objective is to raise
awareness of the multitude of competences developed in the voluntary sector,

8 NOKUT, the Norwegian Agency for Quality Assurance in Education: www.nokut.no
9 http://www.vox.no

10 data from 2007

11 www.vofo.no
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so these can be accounted for by the educational system and in work life. The
PCD system helps the user document the “totality” of his or her competences
as well as the competences related to a single activity. The main PCD form will
be signed only by the user. Forms for single activities can be signed also by
another person responsible for the activities.

In the first part of the main PCD form, competences are described indirectly by
focusing on activities. In the second part, competences developed in these
activities are described directly. Documents, such as diplomas, certificates,
attestations etc., and physical products, such as art work, CDs etc., are listed
in order to support the description of competences. The user decides if and how
much of the PCD system to use. It can be used to provide an overview of one’s
own competences, in relation to a validation process to enter the formal educa-
tion system, or when applying for a job or preparing for a job interview etc.

The PCD focuses on the competence development aspect of all learning activi-
ties in NAAL member organisations. It reminds member organisations that all
learning activities may form important parts of an individual’s competences that
may be relevant for work or further education and underscores this fact.

An improved overview of one’s own competence generating activities, increased
motivation and self-esteem, along with increased ability to formulate one’s com-
petences in words, is the expected worth and result of individuals using the PCD
process. Getting an overview may make it easier to see what competences are
lacking. The use of the PCD may make it easier to decide what path to take:
which learning activities to start or pursue further, what kind of work to look for
etc.

The PCD is available online and the site offers forms, guidance, examples and
information.12

3 The reception of Europass as a means of evidencing
young persons’ competences in Norway

This section provides a short overview of the current situation with regards to the

reception and frequency of use of the five components of Europass, which was
launched in Norway on 7 November 2005.

12 http://www.nordvux.net/object/5803/validationobject.htm
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The Europass Certificate Supplement: In Norway, the final documentation for
having successfully passed secondary vocational training is a craft certificate,
journeyman’s certificate or diploma. The Europass Certificate Supplement will
automatically be awarded to candidates who have received a craftsman’s or
journeyman'’s certificate. All the candidates receive a Norwegian and an English
version of the Europass Certificate Supplement and some information about the
Europass arrangement in the portfolio provided by the County Councils. In 2006,
approximately 18,000 candidates received this VET certificate.

The Diploma Supplement: From 2002, all students receiving a diploma through
the Norwegian higher education system have the legal right to obtain an Inter-
national Diploma Supplement in English (stated in the Act relating to Universities
and University Colleges §3-11). The Diploma Supplement is integrated into the
electronic register systems and should be automatically provided along with the
diploma. The Diploma Supplement is free of charge for students.' In 2006,
approximately 32,000 students got a higher education diploma; this can also
give us an idea of the number of Diploma Supplements provided.

The language passport: In 2006/2007, new, continuous curricula were introduced
in primary schools as well as in lower and upper secondary education. The
curricula focus on the competence of learning a language, communicative use
of the language and intercultural competence; they describe the competences
that the pupil should attain. The curricula are to some extent based on the Com-
mon European Framework for Languages, developed by the Council of Europe.™
Insight into this framework will be paramount to understanding fully the new
curriculum for foreign languages.

The Norwegian Directorate for Education and Training has published a prelimi-
nary version of the European Language Passport for Norwegian as a second
language for adult immigrants. This version has not yet been approved by the
Council of Europe.

Europass mobility: The web site http://www.siu.no/no/programoversikt/eu_pro-
gram/europass/europass_mobilitet provides information about the target group,
the purposes of the system, how it works and what qualifies as a European
mobility experience. There is also information about the responsibilities of the
NEC and partner organisations (both sending and host partners). It outlines the

13 http://www.nokut.no/sw10195.asp
14 http://www.coe.int/t/dg4/linguistic/Source/Profile_Norway_EN.pdf
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procedure for issuing Europass mobility. The site also provides detailed instruc-
tions for filling in the document and some examples of already filled in forms.

Europass CV: In 2006, 9,000 people downloaded the Norwegian version of the
Europass CV. 4,500 of these Europass CVs were generated online.

4 Recommendation to support the evidencing of informal
learning in the Europass CV from our country’s perspective

Many Norwegians participate in learning activities that fall outside the formal
education and training system, such as internal training courses within their
organisation or courses organised by study associations. Furthermore, informal
learning takes place through everyday work in the workplace. This type of learn-
ing has long been highly valued in Norwegian communities.

For the individual, the documentation of competences and skills from working life
and the third sector could be useful when applying for jobs within a company or
in the wider labour market. Mapping skills can facilitate internal career advance-
ment or project participation and can be helpful in the process of fulfilling the
employment requirement. The visualisation process and the final documenta-
tion of learning outcomes can bolster an individual’s self-confidence, increase
self-awareness and inspire people to participate in lifelong learning.

Companies benefit in a multitude of ways from transparent qualifications.'®
Documentation tools can help map and identify the knowledge and skills
employees possess in such a way as to help arrange training opportunities more
efficiently. Other common reasons might be fulfilling quality assurance and
international standard requirements, a search and find option or strategic
competence management.

The Basic Agreement is an agreement between the Confederation of Norwegian
Business and Industry (NHO), including all its partner national and local asso-
ciations and individual enterprises, and the Norwegian Confederation of Trade
Unions (LO), including all its partner unions and associations (divisions). The
Basic Agreement for 2006-2009 Chapter VI on Development of competence
has a new section, § 16-4, which addresses the documentation of formal, non-

15 Skule, S., Andersen, B. (2000): Dokumentasjon av realkompetanse i teknologiindustrien. Evaluering
av TBL og Fellesforbundets dokumentasjonsordning for arbeidslivet. Oslo: Fafo.
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formal and informal competences: “The enterprise is requested to have a
system for documentation of an individual employee’s experiences, courses
and practical experience under working conditions.”

Although non-formal and informal learning is highly valued in Norway, methods
and tools must be developed to heighten people’s awareness of the learning
outcomes they have attained and to provide them with opportunities to describe
their learning outcomes. This is especially true for less-qualified young people
who usually associate “learning” with the formal education system.'® Systems
that can help such people ascribe a value to learning attained through non-
formal life experiences are crucial in motivating people to participate in further
training and education.
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United Kingdom

Bill Nicholls, Martin Weston, EEF West Midlands
Bob Sissons, UNITE

Abstract
From an employer’s viewpoint: EEF West Midlands

As the UK labour market becomes more specialised and the economy demands
higher levels of skill, the UK government and industries are increasingly invest-
ing in the future of vocational education. The importance of filling hard-to-fill
vacancies in the UK with skilled workers from other European countries is also
becoming increasingly relevant. As an employers’ organisation, EEF recognises
the skills issues of its 6,000 member companies and aims to address these
issues by working towards an improved UK VET system and enhanced mobility
between European countries.

Overseen in the UK by the UK National Europass Centre (UK NEC), Europass
eases individual mobility by helping make people’s skills and qualifications trans-
parent and clearly understandable throughout Europe. Both Europass and the
current UK VET system fall short in the area of evidencing informal and non-for-
mal competences. It is paramount that employers be able to recognise individual
competences gained informally both outside and inside work for selection and
development purposes.

From a trade union’s viewpoint: Unite

Trade unions in the UK are committed to making lifelong learning accessible
to young workers and realise how important it is to evidence non-formal and
informal competences for young people in the process.

Far too many young people in the UK have no formally recognised qualifications
and either lack access to education or employment, or are offered little in the
way of worthwhile training opportunities at work. New government initiatives,
such as those for young people who are not in education, employment or
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training — NEET" —, specifically target this group. The underlying emphasis is
to showcase individuals’ key competences.

The young people who took part in the europass+ CV pilot project have
responded with positive feedback regarding this new online tool. They felt an
Internet-based tool resonated more with young people.

The europass+ initiative could inspire young people to look more closely at the
skills they have developed informally and consider how these may benefit them
in the future. However, more aggressive marketing measures are required to
ensure europass+ has the hoped-for impact.

Trade unions must play a crucial role in this. Their network of 18,000 workplace
Union Learning Representatives (ULR) will be able to raise awareness about
europass+.

1 Vocational Education and Training (VET) and the qualifications
system of the UK in the framework of the Copenhagen process

Due to the increasing mobility of individuals within European states, there is a
common need for a shared language to describe qualifications throughout
Europe. This view is shared by UK Sector Skills Councils (SSCs),? employers
and the Qualifications and Curriculum Authority (QCA), which welcome links to
the European Qualifications Framework (EQF). Establishing a common language
to describe qualifications that helps European employers and individuals com-
pare qualifications across the European Union’s diverse educational training
systems primarily serves to bolster economic growth in Europe.

1 http://www.everychildmatters.gov.uk/ete/neet/ and http://www.dcsf.gov.uk/14 19/index.cfm?go=site.
home&sid=428&pid=343&ctype=None&ptype=Contents

2 SSCs are independent employer lead organisations. Each covers the skills relevant to a specific sec-
tor for the entire UK. There are currently twenty-five SSCs, covering about 85 per cent of the British
workforce. Their aim is to help employers develop appropriate National Occupational Standards (NOS),
reduce skills gaps and shortages, improve productivity and business, increase opportunities to boost
skills and productivity of employees, and improve learning supply for apprenticeships and higher edu-
cation qualifications: http://www.sscalliance.org/home/home.asp.

127



The Copenhagen process has impacted the UK VET community by highlighting
the need for:

a single framework for transparency of competences and qualifications,
a credit transfer system for VET,

common criteria and principles for quality in VET,

lifelong guidance,

common principles for the validation of non-formal and informal learning.

In the UK skills shortages are being addressed by increasing the number of skill-
ed workers from other European countries and improving skills within the UK’s
domestic workforce. The UK is presently implementing reforms in schools,
colleges and businesses that put an increased emphasis on vocational training.
Schools are now beginning to implement vocational training programmes
“diplomas”; the national government has introduced vocational funding initia-
tives for apprenticeships and for adult employees under a programme called
Train to Gain.® An independent review on UK skills in 20064 clearly illustrated
that businesses wishing to stay competitive in the global economy would need
to improve staff skills through VET.

National Vocational Qualifications (NVQs) are the formal awards provided in
the UK. National Occupational Standards (NOS) are the basis for NVQs and are
achieved through assessment of on-the-job observation and questioning. Can-
didates produce evidence to prove they have the competence to meet NVQ
standards. Assessors test candidates underpinning knowledge, understanding
and work-based performance to make sure they can accredit demonstration of
competence in the workplace. The NVQ is a formal qualification and puts
emphasis on the importance of national standards agreed by companies in a
particular sector and on demonstrations of competence, independent assess-
ment and verification of competence and there being open access to the
system (no prior achievement necessary). NVQs are organised into five levels in
the context of the National Qualifications Framework (NQF).

The Key Skills process is the closest process the UK has for categorising com-
petences acquired in informal learning processes.> Key Skills refer to the skills

3 www.traintogain.gov.uk/

4 Leitch Review of Skills: http://www.dcsf.gov.uk/furthereducation/uploads/documents/200612%20
LeitchReview1.pdf

5 http://www.direct.gov.uk/en/EducationAndLearning/QualificationsExplained/DG_10039028
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that are commonly needed for success in a range of activities in education and
training, work and life in general. They are important for learning and in the work-
place because they enable people to assimilate new knowledge autonomously
and to be flexible in all types of work. Employers look for Key Skills when
recruiting and promoting people. In the UK, Key Skills qualifications can be taken
by anyone, from pupils in school to chief executives of large companies. There
are no minimum entry requirements. Like NVQs they are assessed and formally
accredited on a five-level scale.

The UK has a National Qualifications Framework (NQF) in place that shows
where qualifications fall within an overall framework. Within this framework there
are nine levels ranging from entry level skills to Level 8, which is a post graduate
qualification.

The NQF serves as a guide for learners and aids them in making informed
choices about their learning and training needs; it can also help them access
learning at a level that is suitable for them. For example, someone who has no
relevant experience or previous study or training in a subject should enter the
framework at Level 1, whereas someone wanting to undertake learning at level
4 or above should have a relevant qualification to Level 3 and have some
relevant experience within the field.

The identification and validation of non-formal and informal learning within the
UK system is generally based on a tutor’'s moderated assessment of learners,
which is then subject to internal or external assessment.

To help learners with low formal qualifications, there have been initiatives to
improve their access to further education such as Accreditation of Prior Learning
(APL) and Recognising and Recording Progress and Achievement in non-
accredited learning (RARPA).¢

The Department for Education and Skills in the UK is supportive of the Euro-
pean Qualifications Framework, in particular of the recognition of non-formal

and informal learning, which will allow the EQF to be used for a wide range of
different types of learning.

6 www.niace.org.uk/Projects/RARPA/Default.htm. For a brief summary refer to impuls 25 (2006), p. 40 ff.
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2 Current situation: Evidencing competences of young persons

2.1 Key Skills

As mentioned above, Key Skills7 are the closest element of the UK’s formal VET
system for evidencing and validating informal learning. Key Skills are separately
certified by awarding bodies with the standards being held by QCA, unlike the
NOS which are held by the SSCs.

There are six key skill areas which consist of three main Key Skills:

L communication,
] application of number,
[ ] information and communication technology (ICT);

and three further “soft” Key Skills:

| working with others,
u improving own learning and performance,
] problem solving.

There are five levels of progression for Key Skills:

Level 1: helps to develop the basic skills that are important for Key Skills and
increases confidence to apply the skills in routine situations.

Level 2: expands upon basic skills and encourages responsibility for some
decisions about how Key Skills are selected and applied to meet the demands
of straightforward tasks.

Level 3: marks a shift from straightforward tasks to more complex activities.
A candidate should demonstrate more explicit reasoning ability and personal
responsibility in making decisions about how tasks are organised.

Level 4: requires candidates to have substantial autonomy and responsibility for
managing activities and for identifying how the Key Skills relate to their situation.
It recognises the ability to develop a strategy for using Key Skills over the
extended period of time, monitor progress and adapt the strategy.

7 http://www.qca.org.uk/qca_6444.aspx
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Level 5: requires candidates to apply their Key Skills in communication, working
with others and problem-solving in an integrated way in order to improve their
own learning and performance in managing professionally challenging work.

Key Skills are intended for everyone, ranging from pupils in schools, trainees,
and employees, to chief executives in large companies. At Levels 1 and 2,
candidates will work with straightforward subjects. At Level 3 and above candi-
dates are expected to deal with complex subjects and activities that are more
demanding.

Candidates must pass both an internal and external assessment for each of the
units dealing with communication, application of number and ICT. The external
assessment is a set examination and is marked externally; internal assessment
is based on a portfolio of evidence collected from day-to-day work, studies or
other activities. There are no tests for external assessment of Key Skills pertain-
ing to the improvement of own learning and performance, problem-solving and
the ability to work with others. These skills are assessed via internal assessment
only. When a Key Skill is successfully attained, the candidate receives a certifi-
cate stating the Key Skill level achieved.

2.2 UK competence pass initiatives

The UK NEC currently works in partnership with Purple Passport Ltd?® to
coordinate efforts to assist in the recognition of skills and increased mobility of
individuals around Europe through Europass and Purple Passport.

Purple Passport Ltd is a private company with the specific objective of develop-
ing and marketing a generic, web-based, sector-spanning Skills Passport net-
work. Purple Passport offers a white label online passport solution currently
supplying online Skills Passport schemes for eight Sectors Skills Councils (SSC)
and encompassing 14 million people.

In addition to Purple Passport provision for these eight SSCs, reviews were

made on SSCs providing their own Skills Passport, such as the e-Skills Passport
(www.e-skillspassport.com), provided by the SSC for IT and telecoms.

8 http://www.purplepassport.com/
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SSCs use the term “Skills Passport” to describe competence pass initiatives. A
Skills Passport is a medium that allows individuals to build and maintain their
skills and qualifications profile and contains both educational and vocational
skills. This online record can then be verified by authorised organisations
adding significant credibility compared with a normal CV or resume, which
only provides a “face value” account. Verifiers can include training providers,
colleges, recruitment agencies and employers that are registered with a specific
SSC Skills Passport.

Despite the initiatives mentioned above, we must consider that all UK compe-
tence pass initiatives are lacking when it comes to providing guidelines to
evidence informal learning and are therefore not user-friendly for young people
starting or training for new jobs.

Only very limited importance is placed on informal competences in the UK. Trade
unions, however, are acutely aware of the importance of providing young people
with the opportunity to document informal competences in a recognised frame-
work.

3 The reception of Europass as a means of evidencing
young persons’ competences in the UK

Europass in the UK is operated through the UK National Europass Centre (UK
NEC). The Europass CV (ECV) in its simplest form is an online template and
serves as a guide for producing a curriculum vitae. ECV helps individuals collate
personal information in addition to details of any work experience, education
and training, personal skills and competences. Information entered on the ECV
is self-certified.

UK NEC states that ECV is mainly used by people who already have recognised
qualifications and skills: employees, students and job seekers. Individuals can
use ECV to supplement applications or use it as a guide for producing their own
CV, without using the ECV template. UK NECs user definition is anecdotal, as
end use of an ECV document is not tracked, and, as a result, specific areas of
usage cannot be defined.

Europass guidance for use of each of the five Europass documents is mainly
connected to formal information. Sections in the ECV template offer the oppor-

tunity for individuals to enter information on personal skills and competences
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(social, organisational, technical and computer); artistic skills and competences
and other skills and competences. None of these sections directly explains to
an individual entering data or end user reading the ECV how information on
informal learning provided is relevant in the workplace or in developing new skills.

Regarding use of Europass, the Qualifications and Curriculum Authority (QCA)
stated that colleges of further education that exchange students in the EU are
the main users of ECV, reflecting the views from UK NEC. However, deputy
heads from two large UK colleges stated that, although their colleges have a
significant international student cohort, they had little experience with Europass.
Their colleges’ main mechanism for confirming EU and international students’
qualifications is by referring to a database run by the British Council called
NARIC,® the National Agency responsible for providing information and expert
opinion on vocational, academic and professional skills and qualifications. This
is quite surprising, as UK NARIC is the UK designated National Europass Centre
(UK NEC) and is specifically responsible for promoting Europass instruments.

Similar statements were made by learning development managers from two
large international employers who have both never used Europass.

Europass users seeking employment are directed by UK NEC to the EURES (The
European Job Mobility Portal) to promote themselves. The personal skills and
competences section on the EURES CV replicates the Europass CV. As declared
above, none of these sections directly explains to an individual or end user
reading the ECV how information on informal learning provided is relevant in the
workplace or to developing new skills.

Although ECV has had three million downloads since 2005, it is recognised by
few employers and institutions in the UK. The low recognition of Europass by
end users is attributed to the fact that ECV is a supplement of two key recog-

9 http://www.naric.org.uk

10 For companies advertising vacancies or individuals wishing to advertise themselves, EURES is the
preferred European portal. EURES has a network of 7,000 mobility advisers that help individuals find
work across 29 European centres. It provides advice and job matching services, allowing job seekers
to find work and employers to recruit across 29 European countries. The EURES portal allows indivi-
duals to search for a job, post their CV for employers to see and receive e-mail alerts when suitable
vacancies are advertised by employers. Candidate searches by employers and job vacancies for can-
didates can be searched for by using a profile match system. To ensure the profile match works,
EURES CV or vacancy registration templates are used. Europass documents can be used to supple-
ment an individual’s information on the EURES CV. http://www.europa.eu.int/eures/.
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nised European tools, NARIC and EURES. Institutions and employers identify
with these.

Thanks to an ever-growing network of Union Learning Representatives (ULR),
trade unions in the UK could hold the key to establishing Europass as a tool of
choice at the companies where they are employed. There is growing evidence
that support from elected ULRs in workplaces is making a tangible difference
to employees’ attitudes towards learning. So, with help from the education
departments within individual unions and the unionlearn online tool within the UK
TUC," ULRs can be made more aware of initiatives such as Europass and relay
this information to young workers.

4 Conclusion: Recommendation for support of evidencing informal
learning in the Europass CV from a UK perspective

Europass+ specifically addresses informally acquired competences. Europass
and UK Skills Passports offer individuals an opportunity to enter information
regarding personal skills and competences acquired in the course of their lifetimes
and careers that are not necessarily included in certificates and diplomas. The
“personal skills and competences” sections allow the user to enter information
but do not specify why the information is relevant to the individual’s personal
learning or to a potential employer. It is important that informal learning compe-
tences entered on a CV or included in the learning development of an individual
are categorised and placed in a framework which relates to work or learning
areas. Europass+ aids individuals in entering information and offers a clearer
explanation to employers and/or educational institutions of the relevance of the
individual’s informal learning.

UK partners EEF and T&G recommend the following in order for europass+
to flourish to full potential as a framework that enables individuals to record in-
formally acquired competences and makes it easy for employers to recognise
informal competences when using the Europass CV:

] Full integration of europass+ into the Europass CV.
| Improved marketing strategy for Europass. To increase the use and reco-

gnition of Europass in the UK, the profile of Europass needs to be raised.
Improvement of signposting to Europass would increase its use; NARIC

11 www.unionlearn.org.uk
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and EURES should provide a better explanation of Europass supplements
on the start pages of their websites and within their documentation.

u Europass should identify and engage UK partners that the Europass can
compliment or be complimented by. Sector Skills Councils in the UK are
relevant partners. A specific link can be made to Skills Passports, SSCs’
competence pass initiatives. Skills Passports could compliment use of
the Europass CV by offering verification of individual competences
through authorised organisations.

The importance of user acceptance of Europass is vital if it is to be accepted
in the UK and, given this, all of the above parties need to be encouraged to
promote Europass as widely as possible.

From a trade union perspective, this will not be possible unless we raise aware-
ness amongst ULRs to support this and help young workers understand the
value of the ECV. The unions could promote the ECV by putting it into the
existing learning agreements that they now have with employers. Trade unions
welcome this especially for young migrant workers who in general are filling low-
skilled jobs in the UK economy. ECV would allow young migrant workers to build
a more substantial CV that would be recognised within the EU and thus further
the various directives on equality of opportunity in employment.

Building a portfolio of Key Skills, both non-formal and informal, that represent

transferable end qualifications is as important as the formal NVQ qualification
itself.
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Switzerland

Furio Bednarz, ECAP Foundation

Abstract

Switzerland lacks a specific focus on tools and methods aimed at evidencing the
competences of young people. Nonetheless, many similar initiatives created in
the framework of adult learning have experienced a growing diffusion in IVET in
recent years. They involve specific target groups of young people, particularly
apprentices, unemployed youth and “mobile” students. Some of the Europass
tools — such as Europass mobility and the Diploma Supplement — have provided
valuable contributions towards fostering a competence-based approach to the
certification of learning outcomes achieved in the framework of formal training
pathways or exchanges. In addition, other measures — such as the CH-Q set of
competence management tools — have been promoted in vocational schools
and in firms to help apprentices evaluate their competences, look for jobs and
plan careers. Today, however, the valuing, recognition and validation of compe-
tences is being promoted in Switzerland in the framework of a new comprehen-
sive Valuation of Prior Learning (VPL) system that is in the pilot phase. It has
been established at the national level with the involvement of the social part-
ners, the cantons and the Federal Office for Vocational Training and Technology
(Platform Validation des Acquis — VA).

In Switzerland, competence pass initiatives, as well as tools aimed at assisting
people in evidencing their competences, are, in the main, promoted by private
bodies or public-private partnerships with a view to achieving various aims:

u implementing cantonal or federal schemes concerning recognition,
assessment, validation and certification of competences (Platform
Validation des Acquis — VA);

[ | providing individuals with methods and tools that are simple to complete
so they can prepare a personal portfolio that collocates and documents
their competences;

u developing trans-national mutual recognition of competences.

Recognition and documentation of competences normally occurs in the frame-
work of assisted organised pathways, even if some tools were also conceived
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for self-evaluation and documentation. Nearly all of the initiatives aim at gather-
ing information on informal and non-formal learning, while formal learning
is normally certified by a recognised certificate or diploma. Every tool includes
guidelines, developed as part of the tool itself; in general, however, the use of
these tools — and particularly recognition of learning attained in informal
contexts — is accompanied by trainers and counsellors. All the tools described
have supporting documents, like samples, guidelines and a description of the
recommended procedure. The quality and usability of these supporting materials
does, however, appear to vary and online support is almost non-existent at the
moment — with the exception of some simple non-interactive tools available for
download on the web.

1 The Swiss VET and qualifications system in the framework
of the Copenhagen process

Switzerland has a training system that is quite similar to the German system
in both its philosophy and organization. Vocational training is inspired by the
principle of alternating formal education (in the classroom) with work experience
(in the case of initial training, dual apprenticeship and in further training — even
at some universities).

One characteristic of the system is a complex decision-making and manage-
ment process that is founded upon a delicate balance between the prerogatives
of federal decision-making bodies (professional regulations, qualification
systems) and the autonomy of cantons to implement the educational framework.
The Confederation plays a key role, involving social partners in the establish-
ment of rules and guidelines concerning certifications, qualification profiles,
exams and, lastly, competence documentation.
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Figure 1

The Swiss VET system (2008)
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The new federal law on vocational training, in force since 1 January 2004,
includes a dual-track system (Art. 33) aimed at providing professional qualifica-
tions to adults who have no formal qualification or who would like to obtain a
new qualification in a different skills area. According to the new law, professional
qualifications could be provided at the end of continuous training programmes or
according to an alternative qualification process. In both cases, however, the
certificate is conferred by the same official body in charge to issue certificates
at the end of an IVET pathway. In the alternative qualification process, partici-
pants could obtain — should the national system that is currently in the pilot
phase actually be introduced — partial or global attestations of their competences
through an assessment, ensuring that the skills identified by the specific pro-
fessional profile have been acquired. Alternative qualification pathways were
designed with the example of the validation law that has existed in Geneva since
1999 and other experimental schemes promoted by associations (such as
Valida - www.valida.ch —, CH-Q or Effe — Espace Femme Formation Emploi) and
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a limited number of Cantons in mind. The Confederation established a nation-
wide platform, aimed at coordinating different efforts in 2005. The platform
www.validacquis.ch is open to representatives of bodies, institutions and
professional associations active in the continuous training field.

The final aim is the development of a Swiss system for recognition and valida-

tion of learning (Bildungsleistungen/Lernleistungen) acquired in non-formal and
informal contexts, in cooperation with all the actors involved in the field.

Figure 2

Swiss Validation des Acquis system - outline of the procedure (pilot phase)
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The platform more or less functions on the basis of exchanges and technical
consolidation on behalf of a restricted group of experts in order to produce:

| a comprehensive, nation-wide system, including standards and proce-
dures;

| a shared glossary;

] guidelines for the training and certification of trainers and assessors

involved in the system.
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The guidelines for validation proposed in the platform (released in 2007) called
for the launch of an experimental three-year phase to be implemented in a limit-
ed number of sectors and professional branches (healthcare and care-giving,
distribution, logistics, tourism, ICT...).

The path is articulated in four main steps:

1. Information and advice permitting the people involved in the validation
process to orient themselves in relation to the possibilities and methods
to be implemented. This stage might be entrusted to organisations or
institutions concerned with training and orientation and to the professional
sphere.

2. Reporting (Bilan de Compétences): a process in which trainees, possibly
supported by counsellors and coaches, look over their own learning and
recognise and evaluate their own skills to produce a specific file that also
explains the reasons a particular path was chosen.

3. Assessment (Evaluation): in this process people attempt to obtain accre-
ditation of certain skills and identify any complementary training needed
to achieve certification. This process entails an official request to an
authority (canton employment and orientation services, professional
organisations and associations, etc.) to complete the personal balance
sheet with an independent assessment, attesting to the acquisition of
specific skills in a given context, establishing links between previously
certified skills and fulfilment of the requirements for certification.

4. Certification sanctions the conclusion of the validation process (including
certification of learning acquired in an informal manner and certification
of any supplementary education) by issuing a diploma. This stage is
performed under the monitoring and auspices of national institutions that
issue diplomas and certificates.

The Swiss VPL model is trying to bridge the gap between the formal qualifica-
tion systems that exist in nearly all professions in Switzerland and the wide range
of initiatives developed during the last decades, mainly for guidance and
orientation to foster self-recognition of qualifications and providing people with
support tools to help evidence their competences.

Above and beyond the above-mentioned “official” qualification and certification
models, many other initiatives have, in fact, come to the fore in the recent years
that are geared at making the system more flexible. Attestations issued as part
of non-formal training are increasingly viewed as a means to enter formal train-
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ing. The possibility for the institutions overseeing training pathways to deliver
official certificates directly has been made possible through a complex accredi-
tation system of modular training programmes recognised by the Confederation
(a continually growing phenomenon at the tertiary level of professional training).
Lighter and more flexible models have also enjoyed growing diffusion, as is the
case with the SVEB Bildungsausweis and the portfolio system, which is
commonly used for languages (the European language portfolio) or for entering
tertiary training pathways without some formal requirements.

Despite a consistently conservative attitude towards qualification and certifica-
tion rules established at the local level, the Swiss government — and particularly
the Federal Office for Vocational Training and Technology (BBT) — decided to join
the so-called Copenhagen process, as Swiss VET policies endorse the general
aims charted at the Lisbon-Copenhagen process: To devote particular attention
to renewing and enhancing the competitiveness and attractiveness of the fede-
ral training system in a framework that is integrated with the other EU member
states. The following aspects of the process are particularly important to Swiss
authorities:

[ | the free choice principle as the basis of the approach, not implying the
signing of binding agreements stipulating the structural choice at the local
level;

| the focus put on transparency and transferability of the acquired

qualifications, imagining that EQF and ECVET could, in the near future,
represent an interesting tool for people trained in Switzerland to better
exploit their qualifications abroad;

[ | the processes’ clear and unequivocal focus on the central goal of
enhancing mobility at the European level.

Switzerland actually participates as an external autonomous “observer” of the
Copenhagen process. In 2004, the Confederation promoted some guidelines
concerning this participation, including:

n benchmarking activities;

u a general plan to define a National Qualification Framework, fostering the
adoption of a coherent competence-based approach in the descriptions
of professional profiles;

] the introduction of some methodologies and tools elaborated in the
context of the Copenhagen process in Switzerland, and particularly the
former Europass Training.
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Encouraged by the Copenhagen process, Switzerland, too, has made efforts to
define principles and structures designed for use as references for validation of
non-formalised learning.. A national platform that links social partners, institu-
tions and training bodies elaborated the guidelines of the validation, which was
submitted for general consultation in 2007." The system will be implemented in
a three-year pilot phase.

2 Current situation: evidencing competences of young people

A wide range of tools aimed at assisting people in documenting their compe-
tences have been developed in Switzerland over the last decade; however, they
rarely aim at specifically at aiding young people to evidence their competences.
Nevertheless, special projects have been realised to stimulate young people,
particularly apprentices, to use tools and methodologies to value experienced-
based competences and life skills.

The CH-Q Gesellschaft,? a private umbrella organisation established in 1999,
has played an important role in making the educational system more flexible and
promoting the equivalency of formal and non-formal learning. In that context, a
model was developed in the framework of a pilot project for identifying, assess-
ing and recognizing skills and competences, and the CH-Q Association was
subsequently set up in 1999 to manage, expand and promote a complex com-
petence management system targeted at all the people interested in analysing
their experiences and skills themselves, or in analysing them according to a
competence-based approach; this was done with the support of a guidance
centre or in the framework of a collective training course.

The primary goal of the system is to empower individuals or groups of
users/clients to make use of their own potential in a deliberate and realistic way,
and to accept full personal responsibility for it, to take charge of managing their
own skills, competences and qualifications in a sustainable way, to focus on
resources and solutions while planning their careers and to apply the self-
management of competences in a manner profitable to their personal development.

The system aims, therefore, at providing support for career management and to
enhance employability of individuals, and, with a view towards “translating”

1 www.validacquis.ch
2 www.ch-g.ch
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emerging competences into qualifications (validation), to secure links between
personal as well as career development and accreditation. The CH-Q compe-
tence management system is based on a frame of reference that determines its
development and application. According to the documents released by the
association, some principles are particularly relevant. First of all the “holistic
approach” to validation:

linking various different areas of life/activity;

linking cultural, general and vocational education;

establishing the equivalency of formal and non-formal learning;
including all types of competences (technical, methodical, social, self-
competences);

| creating equal chances.

The system is guided by the principles of “lifelong learning” and the autonomy
of learners to define their own learning pathways; the system fosters under-
standing of one’s own capabilities, the competence of acting autonomously,
helps steer decision-making processes and enables career flexibility and mobi-
lity for individuals.

Alongside the CH-Q Gesellschaft, another association — ARRA? — integrates
different guidance and training centres, mainly located in the French speaking
cantons while developing a specific offer of tools and procedures aimed at
recognising and assessing competences. ARRA qualifies its activity adopting
the bilan-portfolio model designed by the Association “effe”4, which has been
operating since the 1990s in Lausanne and Bienne.

The bilan portfolio de compétences “effe” was originally designed to foster the
reintegration of women who have acquired experiences based in the realm of
managing parental life in the job market than in the framework of formal learn-
ing or market economy. It is more than a tool and presents itself as a process
that implies the use of different tools in an assisted environment.

Both the CH-Q association and ARRA have refocused their efforts in recent
years, moving from a strong concentration on the needs of adults to encompass

3 Association Romande pour la Reconnaissance des Acquis.

4 Espace de formations formation d’espaces (EFFE). In 2005 effe — espace de femmes pour la formation
et 'emploi, which was started in 1992, became the centre for adult education: effe — espace de formations
formation d’espaces. www.effe.ch.
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a wider scope that covers the valorisation of CH-Q tools and “bilan portfolio”
experiences in the framework of learning done in apprenticeships as a means to:

| validate learning outcomes that are alternative, or complement, existing
formal tools to manage and assess learning in companies;

| enhance reflective attitudes of apprenticeships vis-a-vis working and learn-
ing experiences;

] support the integration of disadvantaged groups in learning processes;

] provide more effective guidance, taking into account economic develop-

ments as well as expectations and attitudes.

Despite the wide experiences gathered through the above-mentioned initiatives,
currently, Switzerland does not have a significant number of online tools aimed
at supporting recognition, assessment, validation or documentation of compe-
tences acquired through non-formal learning. A certain number of Websites,
normally designed and put online by public (Cantonal) or private guidance
centres, does, however, include references and samples of both simple and
complicated tools and or guidelines conceived to help individual to self-analyse
their competences or to complete a CV form.

In some cases there are tools strictly related to the above mentioned
approaches, such as CH Q and effe. In other instances, we more or less adopt
tools from abroad. The cantonal guidance office in Zurich is, for example, linked
with www.jobwinner.ch. This site provides individuals with a wide range of
downloadable spreadsheets, tests and guidelines (primarily information and
forms rather than interactive tools in the strictest sense) dealing with planning,
managing, evaluation and documentation of competences. The same Website
promotes a German version of an evaluative and career planning tool imported
from Scotland: Insights, developed by Insights Learning and Development Ltd.
This tool allows people to self-assess and to collocate their experiences and
competences, so they can produce an action plan to exploit opportunities in the
internal and external job markets. Insights consists of fact sheets which are
explained with actual samples referred to an “imaginary” client.

Most public and private guidance centres provide links to the EU Europass sites
and/or to example forms and samples of filled-in certificates/CVs.

A certain number of Websites finally allow interested persons to obtain initial
information and data concerning a specific offer of coaching facilities geared

towards assessing and documenting competences. In such cases, additional
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direct access to online evaluative tests and tools are seldom offered or are
subject to the payment of a fee, normally through registration with an organised
mixed or e-learning guidance module. The Website of the federal association of
vocational counsellors is a good example of this. It promotes the Swiss Manual
for Quality in Guidance, including an online questionnaire for the self-evaluation
of competences in guidance: the Swiss Counselling Quality SCQ.°

3 The reception of Europass as a means of evidencing
young people’s competence in Switzerland

Europass is formally supported in Switzerland as a component of the
Copenhagen process, but authorities have not yet launched a global coordinate
“campaign” to promote this instrument. Switzerland does not have an official
national Europass centre at its disposal.

Switzerland, however, does belong to the network of national information cen-
tres promoted to foster transparency and mobility (ENIC/NARIC), which normally
also deal with the distribution the Europass tools. The Swiss Recognition of
Information Centre, which belongs to this network, is the Informationstelle fir
Anerkennungsfragen, allocated by CRUS,® the coordination centre of Swiss
academic institutions.

Most information and guidance centres, particularly in key cities and regions,
are well informed about Europass and the Europass documents. Some of the
centres also provide support to individuals and to interested firms and training
institutions on how to use them.

Europass Language Passport and Europass Curriculum Vitae (CV) are more or
less largely diffused in Switzerland. Almost all universities and higher VET insti-
tutions also adopt the Europass Diploma Supplement. The other Europass
documents are definitely less widespread.

The Europass CV template, available in most European languages, has experi-
enced quick diffusion, particularly in the framework of the different initiatives
financed by active labour market policies aimed at promoting the reintegration
of the unemployed back into the workforce. These measures mainly consist of

5 http://www.unil.ch/osp
6 http://www.crus.ch/

145



actions encouraging the unemployed to complete an active and informed the
job search, providing them with guidance, counselling and help in preparing per-
sonal dossiers. Both public employment services and private providers active in
the same field (private agencies and/or education providers acting on behalf of
public authorities) have largely adopted the European CV format as a basis.
Completion of the CV is often done with the assistance of a coach or a trainer
in a classroom setting; those completing the forms are encouraged to reflect on
their professional and personal experiences, so they can synthesise them and
foresee their CVs with an effective summary of their education, work experience,
language skills and competence acquired outside official educational institu-
tions.

The Europass CV format also provides a point of reference for many other
experiences relevant to competence pass initiatives, providing opportunities
to elaborate on them in dossiers, portfolio and other documents fostered in the
framework of apprenticeship learning.

4 Recommendation for support of evidencing informal
learning in the Europass CV from a Swiss perspective

When we speak of “competence documentation”, we refer to a very large number
of interests, outcomes and activities whose aims cover different dimensions,
including the collection of evidence to be used in a formal qualification and
certification process according to national/European regulations and frame-
works. Assisting young people in evidencing informal learning outcomes in the
Europass CV is a more specific measure; it does, however, deal with important
issues, such as the enhancement of job opportunities and the improvement of
individual employability, the valorisation of means and tools to foster reflective
and experience-based learning processes to show the key benefit to informed
personal competence management.

Given actual developments in the Swiss framework, both with regards to quali-
fication systems as well as active labour market policies, we would like to stress
the importance of designing and implementing a tool which could be flexible/
versatile as well as recognised by different national/local stakeholders
engaged in the above-mentioned fields.
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Some challenges require consideration:

The shift towards a competence-based approach to qualifications and
learning outcomes most definitely represents a shared guideline at both
European and local levels, as is the case with the improvement of various
tools conceived to make every typology of learning visible and valuable.
The place that has to be assigned in this framework to “wider compe-
tences”, including individual attitudes, social and methodological skills,
etc., remains, however, widely debated. According to the Swiss approach
to qualifications, wider competences should be considered as strictly
interlaced with knowledge and skills, and they should have to be
accompanied by a description of “activities” whose realisation implies
the conscious and complementary mobilisation of a certain number and
kind of “resources” (including wider competences). We think that
“personal skills and competences” — the main focus of the europass+ tool
— should not be put in evidence and “documented” separately from
professional knowledge and skills, but be integrated with the activities
actually performed by the people, at the workplace and in their everyday
lives.

The valorisation of Europass CV, as that of the other transparency tools
developed in the same framework, entails the redefinition of values and
cultures related to training and certification and the adoption of an
approach that questions all the partners involved in defining the rules and
the “consensus”, nurturing a certification system and coping with
relevant differences and peculiarities present at the European level. The
effectiveness of the europass+ online tool is not only a matter of metho-
dological and technical coherence, but mainly of social dialogue.
A particular role should be assigned to the social partners, in order to
avoid the risk of creating a sophisticated tool with marginal chance to be
exploited and valued by the “market” (we have interesting examples,
some provided in national reports).

Evidencing informal learning outcomes and related competences is in
itself a task requiring the possession of significant meta-competences. An
online tool should represent a complementary means to help young
people develop an actual “culture” that assists them in analysing their
experiences, recognising resources and competences mobilised in
action, formalising competences in terms of transferability to another work-
ing context. It therefore appears important to design and implement a
tool that could help learners in building the “meta-reflective competence”
needed to start a documentation process. Beyond this, we suggest a tool
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be devised that can be easily integrated in an assisted and animated
coaching process and help provide a real added-value to the work of
counsellors and trainers while aiming at avoiding the risk of fuelling the
Matthew effect with regards to learning that has clearly been evidenced
in statistics provided in the last decade.
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Glossary

Source
[Valid]ation of non-formal and informal learning in Europe — a snapshot 2007.
CEDEFOP European Centre for the Development of Vocational Training. p.45-48

assessment of learning outcomes

The process of appraising knowledge, know-how, skills and/or competences of
an individual against predefined criteria (learning expectations, measurement of
learning outcomes). Assessment is typically followed by validation and certifi-
cation.

certification of learning outcomes
The process of issuing a certificate, diploma or title formally attesting that a set
of learning outcomes (knowledge, know-how, skills and/or competences)
acquired by an individual have been assessed and validated by a competent
body against a predefined standard.

formal learning

Learning that occurs in an organised and structured environment (in an educa-
tion or training institution or on-the-job) and is explicitly designated as learning
(in terms of objectives, time or resources). Formal learning is intentional from the
learner’s point of view. It typically leads to validation and certification.

informal learning

Learning resulting from daily activities related to work, family or leisure. It is not
organised or structured in terms of objectives, time or learning support. Informal
learning is in most cases unintentional from the learner’s perspective.
Comments:

] informal learning outcomes do not usually lead to certification but may be
validated and certified in the framework of recognition of prior learning
schemes;

[ ] informal learning is also referred to as experiential or incidental/random
learning.
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learning

A process by which an individual assimilates information, ideas and values and
thus acquires knowledge, know-how, skills and/or competences.

Comment: learning occurs through personal reflection, reconstruction and
social interaction. Learning may take place in formal, non-formal or informal
settings.

learning outcomes / learning attainments

The set of knowledge, skills and/or competences an individual has acquired
and/or is able to demonstrate after completion of a learning process.
Comment: learning outcomes can arise from any form of learning setting (either
formal, non-formal or informal).

lifelong learning

All learning activity undertaken throughout life, which results in improving
knowledge, know-how, skills, competences and/or qualifications for personal,
social and/or professional reasons.

lifewide learning

Learning, either formal, non-formal or informal, that takes place across the full
range of life activities (personal, social or professional) and at any stage.
Comment: lifewide learning is a dimension of lifelong learning.

non-formal learning

Learning which is embedded in planned activities not explicitly designated as
learning (in terms of learning objectives, learning time or learning support). Non-
formal learning is intentional from the learner’s point of view.

Comments:

| non-formal learning outcomes may be validated and lead to certification;
| non-formal learning is sometimes described as semi-structured learning.

qualification

The term qualification covers different aspects:

a) formal qualification: the formal outcome (certificate, diploma or title) of
an assessment and validation process which is obtained when a
competent body determines that an individual has achieved learning
outcomes to given standards and/or possesses the necessary compe-
tence to do a job in a specific area of work. A qualification confers
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official recognition of the value of learning outcomes in the labour
market and in education and training. A qualification can be a legal
entitlement to practise a trade;

b) job requirements: the knowledge, aptitudes and skills required to
perform the specific tasks attached to a particular work position (ILO).

recognition of learning outcomes

a) Formal recognition: the process of granting official status to skills and
competences either through the:
award of qualifications (certificates, diploma or titles);
grant of equivalence, credit units or waivers, validation of gained skills
and/or competences;
and/or

b) social recognition: the acknowledgement of the value of skills and/or
competences by economic and social stakeholders.

recognition of prior learning see recognition of learning outcomes; certification
of learning outcomes; validation of learning outcomes.

skills audit/Bilan de competence

Analysis of knowledge, skills and competences of an individual, including his or
her aptitudes and motives to define a career project and/or plan professional
reorientation or training project.

standard

Expectation, obligation, requirement or norm expected.

Comment:

One can distinguish between several types of standards:

educational standard refers to the statements of learning objectives, content of
curricula, entry requirements as well as resources required to meet the learning
objectives;

occupational standard refers to the statements of the activities and tasks related
to — or to the knowledge, skills and understanding needed for — a specific job;
assessment standard refers to the statements of the learning outcomes to be
assessed, the level of performance to be achieved by the individual assessed
and the methodology used;

validation standard refers to the statements of the learning outcomes to be
assessed, the assessment methodology used, as well as the level of perfor-
mance to be reached;
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[ ] certification standard refers to the statements of the rules applicable for
obtaining a certificate or diploma as well as the rights conferred.

According to the system, these standards can be defined separately or be part
of one document.

transferability of learning outcomes
The degree to which knowledge, skills and competences can be used in a new
occupational or educational environment, and/or to be validated and certified.

transparency of qualifications
The degree of visibility and legibility of qualifications, of their content and value
on the (sectoral, regional, national or international) labour market and in the
education and training systems.

validation of learning outcomes

Confirmation by a competent body that learning outcomes (knowledge, skills
and/or competences) acquired by an individual in a formal, non-formal or infor-
mal setting have been assessed against predefined criteria and are compliant
with the requirements of a validation standard.

Validation typically leads to certification.

valuing learning

The process of promoting participation in and outcomes of (formal or non-
formal) learning, in order to raise awareness of its intrinsic worth and to reward
learning.
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European countries are becoming increasingly interested in ensuring visibility of the outcomes
of non-formal and informal learning. The Copenhagen Process and promotion of lifelong
learning have made a considerable contribution to this. The Europass framework concept,
introduced in 2005, takes these developments into account. In addition to allowing European
citizens to present formal qualifications in a format which can be understood across Europe,
the framework places particular emphasis on documenting skills and competences acquired
in non-formal and informal settings.

The LEONARDO DA VINCI project europass+ is intended to support the strategic objective of
European vocational training policy to make learning outcomes visible - regardless of where
and how they were attained. Within the framework of the europass+ partnership, an online
support tool was developed to help young Europeans comprehensively document the outcomes
of their non-formal and informal learning in the Europass Curriculum Vitae.

The tool is available at www.europassplus.info.

The publication “europass+ - Promoting visibility of young Europeans’ talents” is targeted at
European vocational training experts. It presents the europass+ tool and - in addition - readers
will gain insight into development work within transnational teams. Experiences and
suggestions from various European countries will encourage discussion of related issues.

www.europassplus.info
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an overall budget of almost seven billion euros. With its four sub-
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all educational domains and age groups. The German Federal Ministry
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