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Alternative Strategies for Life-long Learning 

 

1. Introduction 

According to the Joint Employment Report 2006/2007, the implementation of policies to 

increase investment in human capital through better education and skills is progressing 

although adult participation in lifelong learning is a particular cause for concern.  

The aims of this report are two-fold: to assess Greece’s strategy to facilitate adult 

participation in lifelong learning and to provide an overview of developments occurring 

in other member states which demonstrate promising practice. 

The report is structured in ten sections, including the introduction. 

Section 2 examines the trends in lifelong learning in Greece, utilizing for that purpose 

harmonized data from Eurostat’s Labour Force Survey (LFS).  

Section 3 analyzes the situation in Greece as regards participation in formal, non-formal 

and informal education and training, according to the results of a special Eurostat survey 

on lifelong learning. 

Section 4 presents evidence on job-related training in Greece. The statistical material 

draws on Eurostat’s latest Continuing Vocational Training Survey (CVT 3). 

Section 5 comments on a number of obstacles preventing further participation in lifelong 

learning and skills development and identifies the population groups least likely to access 

learning activities. 

Section 6 describes the main forms of LLL provision in Greece. 

Section 7 presents evidence on attendance rates and expenditure on lifelong learning 

activities and discusses recent policy developments in the field. 

Section 8 reviews available secondary material providing insights on the quality and 

impact of Greece’s education and training systems. Particular emphasis is placed on 

training as a means contributing to the career progression, enhanced employability and 

adaptability of adults.  

Section 9 presents, in summary form, a number of single initiatives which demonstrate 

promising practice on key aspects of LLL. 

Finally, Section 10 provides a set of concluding remarks regarding Greece’s policy 

options for the future in the field of education and training. 
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2. Trends in the participation in lifelong learning 

According to Table 1, the incidence of participation of the adult population in education 

and training fluctuates around very low levels in Greece. In 2006, just 1, 9 per cent of the 

population aged 25-64 participated in life-long learning activities, comparing unfavorably 

with the average for EU27 (9, 6 per cent), as well as with the average for EU-15 (11, 1 

per cent).  Although the average rate of participation for the EU fluctuates around 10 per 

cent, in some member states, participation rates are quite substantial. This is the case, for 

example, of Sweden (32, 1 per cent in 2005), Denmark (29, 2), UK (26, 6) and Finland 

(23, 1). At the other end of the scale, the lowest of the participation rates are observed for 

Bulgaria and Romania (1, 3 per cent). Thus the situation regarding participation of the 

adult population in LLL activities appears to be quite contrasting. The incidence of 

participation recorded for Greece by Eurostat is the lowest among all EU member states, 

with the exception of Bulgaria and Romania. Further, the current rate lags behind from 

the target set for 2010 (12, 5 per cent) by more than 10 percentage points. Thus it would 

seem that the attainment of the target is beyond the reach of Greece, at least in the 

foreseeable future. 

With respect to differences by gender, participation appears to be slightly higher for 

males than for females (2, 0 compared to 1, 8 per cent respectively in 2006). It should be 

noted that in all the other EU countries, there are more women than men taking part in 

LLL activities. As a direct result, the difference in participation rates separating Greece 

from the EU average is magnified in the case of women. This becomes particularly 

noticeable if one was to compare the female participation rate for Greece with the 

equivalent rates for some of the northern EU member states, where participation rates are 

high (Denmark and UK, with participation rates above the 30 per cent mark). 

As regards participation by broad age group, participation drops monotonically with age 

(Table 2). The incidence of participation starts at relatively high levels (5, 1 per cent for 

the 25-34 age group), dropping abruptly to 1, 4 per cent for the 35-44 age group, and 

from there on, to very low levels (0, 4 per cent for the 45-54 age group). Participation of 

the older population (age group 55-64) is practically negligible. A similar trend is 

observed as regards the average for EU-27, although the decline of the participation rate 

is not as abrupt as in the case of Greece. The incidence of participation drops from 15.5 

per cent (for the 25-34 age group) to 9, 6 per cent per cent in the next age category and 

from there on to 7, 6 and finally to 4, 6 per cent (for those in the 55-64 age bracket). 

Further, in some countries, such as in Denmark and in Sweden, participation rates 

fluctuate very little among the age groups, remaining at high levels throughout the life 

cycle. 
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Table 1 

Participation of the adult population aged 25-64 participating in education and 

training, over the four weeks prior to the survey, by sex 

 

 2000 2001 2002 2003 2004 2005 2006 
Change 

2000-2006 (%) 

Total 

EU-27 7.1 7.1 7.2 8.5 9.3 9.7 9.6 35.2 

Greece 1.0 1.2 1.1 2.6 1.8 1.9 1.9 90.0 

Men 

EU-27 6.7 6.6 6.6 7.9 8.6 8.9 8.8 31.3 

Greece 1.0 1.2 1.1 2.6 1.8 1.9 2.0 100 

Women 

EU-27 7.5 7.6 7.7 9.1 10.0 10.4 10.4 38.7 

Greece 1.0 1.1 1.1 2.7 1.8 1.8 1.8 80.0 

Source: Eurostat, Labour market database 

 

Participation rates broken down by employment status (Table 3) reveal that participation 

is highest among the inactive and especially among the inactive men and lowest among 

the employed with the unemployed occupying an intermediate position. More specifically, 

the incidence of participation ranges from 1, 4 per cent for the employed to 3, 1 per cent 

for the inactive. Participation by the unemployed has been estimated at 2, 2 per cent. In 

most of the other EU countries the situation is quite different. More specifically, the 

highest of the participation rates are reserved for the employed workers (10, 6 per cent), 

while the lowest (7, 1 percent) for the inactive. 

Participation rates broken down by employment status and sex reveal that participation 

by females is slightly higher than for males in both the employed and unemployed 

categories and much lower in the inactive category. In this latter category, the incidence 

of participation by males has been estimated at 7, 2 per cent as against 1, 9 per cent for 

females. This finding is somewhat hard to explain since the bulk of the inactive workers 

are women.  
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Table 2 

Participation of the adult population aged 25-64 participating in education and 

training, over the four weeks prior to the survey by age group and sex, 2006 

 

Age group 25-34 35-44 45-54 55-64 

Total 

EU-27 15.5 9.7 7.6 4.6 

Greece 5.1 1.4 0.4 - 

Men 

EU-27 14.8 8.6 6.6 4.0 

Greece 5.4 1.4 0.5 - 

Women 

EU-27 16.3 10.8 8.5 5.1 

Greece 4.9 1.4 0.4 - 

Source: Eurostat, Labour market database 

 

Figure 1: Participation by age group, EU-27 and Greece, 2006
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Educational attainment appears to be positively correlated with participation in education 

and training. (Table 4) The incidence of participation ranges from just 0, 3 per cent for 

those with low educational attainment to 3, 9 per cent for those with high education level. 

Those with medium education level occupy an intermediate position (2, 6 per cent). As 

regards gender differences, participation by females is slightly higher than for males in 

the high attainment category and slightly lower in the remaining categories. These trends 
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are compatible with the average for EU-27, where also the higher educational attainment 

increases the chances for participation in education and training. 

As regards enterprise investments in training of adults, estimates for Greece compare 

unfavourably with the European average, according to the CVTS (Eurostat). In 2005, 

training costs (direct costs and labour costs of participants) were estimated at 0, 6 per cent 

of total labour costs, compared with an estimated 1, 6 per cent for EU-27. In addition, 

training investments appear to have declined in Greece in relation to the previous survey 

(1999) by a clear margin (0, 3 per cent). The share of employees participating in 

continuous vocational training was, according to the same source (CVTS), 14 per cent in 

2005, compared with 34 in EU-25. As with training investments, participation in CVT 

appears to have decreased slightly in relation to 1999. 

 

Table 3 

Participation of the adult population aged 25-64 participating in education and 

training, over the four weeks prior to the survey by working status and sex, 2006 

 

Working status Employed Unemployed Inactive 

Total 

EU-27 10.6 7.8 7.1 

Greece 1.4 2.2 3.1 

Men 

EU-27 9.0 6.4 8.4 

Greece 1.3 2.1 7.2 

Women 

EU-27 12.5 9.1 6.5 

Greece 1.7 2.3 1.9 

Source: Eurostat, Labour market database 

 

With respect to changes in participation rates over the years, no clear trend can be 

established. According to the data shown in Table 1, participation rates in Greece 

fluctuated around 1-1, 2 per cent during 2000-2002, rising to 2, 6 per cent in 2003 only to 

drop again to levels around 1, 8-1, 9 per cent during 2004-2006. The significant increase in 

the value of the indicator during 2003 is somewhat difficult to explain, thus casting some 

doubts as to the quality of the statistical material. Still, according to the data of Table 1, the 

overall participation rate almost doubled between 2000 and 2006 (the recorded increase 

was 90 per cent), while it has more than doubled during the last decade (during 1995-2006 
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the rate increased by 111 per cent). During the same time period (2000-2006), the average 

rate for EU 27 increased by 35 per cent (slightly more for women than for men).  

To sum up, this brief statistical exploration has revealed some alarming findings. 

According to evidence from the LFS, participation rates in any kind of learning activity 

(formal, non-formal and informal) in Greece are among the lowest in the Community, and 

show no consistent trend over the last few years (although they appear to have at least 

doubled over the last decade). On the base of these findings, the target of a participation 

rate of 12,5 per cent by the year 2010 appears to be beyond reach. With respect to the 

structure of the population taking part in learning activities, the most acute of the observed 

gaps relate, as elsewhere, to older workers and to persons with low educational attainment. 

In contrast with the European norm however, a distinguishing feature in Greece is the very  

 

Table 4 

Participation of the adult population aged 25-64 participating in education and 

training, over the four weeks prior to the survey by level of educational attainment 

and sex, 2006 

 

Educational 

attainment 
High Medium Low 

Total 

EU-27 18.7 8.9 3.7 

Greece 3.9 2.6 0.3 

Men 

EU-27 16.5 8.2 3.4 

Greece 3.7 2.9 0.3 

Women 

EU-27 20.8 9.5 4.1 

Greece 4.0 2.3 0.3 

Source: Eurostat, Labour market database 

 

low share of the employed workers taking part in education and training. Another 

distinguishing feature is the relative high share of inactive persons and especially inactive 

men, taking part in learning activities. It should be noted that for reasons which are not 

altogether clear, the only category of the population for which a consistent rising trend of 

participation can be established is that of the inactive. The share of men belonging in this 

category and participating in education and training has risen from 4, 2 per cent in 2000 to 
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7, 2 per cent in 2006, while the equivalent share of women has risen from 1, 1 to 1, 9 per 

cent. This finding implies that for many participants, participation may be motivated by 

personal, rather than by professional reasons, involving the informal strand of education 

and training.  

The data examined so far were at the highest aggregative level as they included all types of 

learning activities (formal, non-formal and informal). For policy formulation purposes 

however, it makes more sense to examine trends among the subpopulations comprising the 

total. A data set covering different aspects of lifelong learning is provided by the 2003 Ad 

hoc module to the EU Labour Force Survey (LFS), and these data are utilized below
1
. 

 

3. Formal, non-formal and informal learning 

The Lifelong learning (LLL) data base's target population was all persons in private 

households aged 25-64 years. The priority of the module was to measure participation 

and volume of lifelong learning over the twelve months preceding the survey. The survey 

was carried out as an Ad hoc module to the EU Labour Force Survey (LFS) and the 

reference year is 2003.  

Table 5 shows the participation rate in any kind of learning activity in Greece and the EU 

25, by broad age group and sex. Perhaps the most important finding that can be deducted 

is the low LLL penetration in Greece in relation to the EU. In fact the overall 

participation rate in Greece (17. 4 per cent, or 1, 01 million persons) was the lowest 

recorded in the EU with the exception of Hungary (12 per cent). At the other end of the 

scale, the participation rate was as high as 89 per cent in Austria and above the 80 per 

cent mark in Denmark, Luxembourg and Slovenia.  

The second observation that can be made relates to the influence of age. In Greece, as in 

EU participation rates generally drop with age. The drop however is more substantial in 

Greece than in most of the other countries. In the other EU countries there are cases 

where the rate drops only by a small margin (Slovenia), as well as cases where the 

participation rate increases over the life cycle (Austria). 

With respect to gender differences, females participate less than males in Greece (by 2, 4 

per cent in all), a trend that is also observed in most of the other EU countries. This holds 

for all age brackets, with the exception of the young adults (25-34), where the female 

participation rate is higher than that of the males. A partial explanation for this finding is 

                                                
1 For an analysis of the data, please see: Kailis, E. and Pilos, S. (2005), Lifelong Learning in Europe, 

Eurostat, Statistics in Focus, 8/2005. 
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that young women still in formal education are more numerous than their male 

counterparts. 

 

Table 5:  Participation in any kind of learning by age and sex, 2003 

 
 25-34 35-44 45-54 55-64 Total 

M F T M F T M F T M F T M F T 

EU 25 

(%) 
50.5   49.9   50.2   45.4   44.5   45 41.2   39.5   40.3   31.3   27.7   29.5   42.8   41.1   42 

Greece 

(1000) 
222 223 445 156  140  296 104 80 183 54 32 86 535 475 1011 

Greece 

(%) 
26.7 27.8 27.2 19.9 17.8 18.9 15.2 11.3 13.2 9.5 5.1 7.2 18.7 16.3 17.4 

Source: Eurostat, 2003 LFS Ad hoc module 

 

Table 6 compares the participation rate by the different educational levels obtained (high 

level corresponding to tertiary education,  medium corresponding to upper secondary 

education and low, corresponding to the successful completion of at most the lower 

secondary level), and by work status (employed, unemployed and economically inactive). 

On the base of Table 6, a number of findings emerge: 

Education clearly exercises a much greater influence on levels of participation than work 

status. There is a significant gap in participation between the low qualified (5, 6 per cent) 

and the highly educated (42, 6 per cent)..In relation to this gap, the distance separating 

the three groups of persons classified according to work status, is less significant. The 

incidence of participation is around 20 per cent for both the employed and the 

unemployed, dropping to around 10 per cent for the inactive. In terms of composition, 

almost eight out of ten persons participating in any kind of learning activities is in 

employment, with the unemployed and the inactive completing the picture with smaller 

shares.  

A comparison of the data in Table 6 with the equivalent for EU would reveal a certain 

similarity, albeit at higher average levels of participation. In the EU 25 as a whole, 

participation varies between 23, 1 per cent for the low qualified to 68, 7 per cent for the 

highly educated. Participation rates vary also from 48 per cent in the case of the 

employed to 27, 5 per cent in the case of the inactive, with the unemployed occupying an 

intermediate position (40, 6 %).  

 



 11 

Table 6: Participation in any kind of activity by educational attainment and work 

status, Greece 2003 (1000, (%)) 

 

Educational 

level 
Employed Unemployed Inactive Total 

Pre-primary, 

primary and 

lower secondary 

101 (6.7) 9 (8) 34 (3.6) 144  (5.6) 

Upper 

secondary 
295 (20.2) 33 (22) 79 (14.6) 407 (18.9) 

Tertiary 394   (44.6) 23   (39.6) 42 (31.3) 459   (42.6) 

Total 790 (20.5) 65   (20.3) 155 (9.6) 1011  (17.4) 

 Source: Eurostat, 2003 LFS Ad hoc module 

 

 

Figure 2a: Participation by work status
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Figure 2b: Participation by education level
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Location appears to be another factor influencing levels of participation. According to 

data not shown here, participation in learning activities in Greece ranges from 19, 8 per 

cent in the urban areas to just 9, 9 per cent in the rural areas.  Those located in semi-urban 

areas exhibiting a participation rate close to that recorded for the urban areas (17, 3 per 

cent). This variation is by no means common in the other EU countries, where location 

plays no significant role in determining participation rates. The latter fluctuate between 

43, 8 per cent in the densely populated areas to 41 per cent in the sparsely populated areas. 

We consider this finding important for policy making purposes, although at this level of 

analysis is not possible to determine whether the problem of low participation in the rural 

areas in Greece is due to insufficient level of infrastructure or to other reasons. Demand 

for learning may be low in the rural areas because of age and education characteristics of 

the population. 
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Participation in learning activities by the employed (20, 5 per cent of the total) depends to 

a large extend on the sector of economic activity, as the recorded rate in the services is 

four times that of the participation rate in agriculture. More specifically, the participation 

rate varies from 6, 7 per cent in agriculture to 26, 3 per cent in the services, with those 

employed in industry exhibiting 13, 6 per cent. Again, there are similarities and 

dissimilarities in comparison with the average for EU 25. In the EU, the highest of the 

participation rates are also exhibited by those employed in service activities (52, 3 per 

cent), but the participation rates of those employed in agriculture and in manufacturing 

activities are substantial and practically on the same level (just under 40 per cent). 

The variation of the participation rate by sector of activity for those in employment is 

closely reflected to differences by occupation. In this respect, managers, professionals 

and technicians exhibit the highest of the rates (37, 1 per cent), followed by clerks and 

sales workers (21 per cent). In contrast, skilled agricultural workers and plant and 

machine operators exhibit much lower participation rates (8, 9 and 8, 3 per cent 

respectively).  

Table 7 presents information on the structure of those participating in learning by work 

status and sector of learning (formal, non-formal and informal education). These data 

help to illustrate a number of points. 

With respect to participation in formal education (74 thousand, or 7, 3 per cent of the 

total), most of the participants (68 thousand) were young adults (25-34) and economically 

inactive. The incidence of participation in formal education diminishes to negligible 

levels beyond the age of thirty five. Participation rates in formal learning activities 

decrease with age in most countries of the EU, but the drop here is much smoother.  

 

Table 7: Participation in formal, non-formal and informal education by work status, 

Greece 2003 (1000, (%)) 

 
 Formal 

education 

Non-formal 

education 

Informal 

education 

Total 

Employed 25 (0.6) 233 (6.1) 656 (17.1) 790 (20.5) 

Unemployed 5 (1.4) 22 (6.9) 51 (15.8) 65   (20.3) 

Inactive 45 (2.8) 26 (1.6) 116 (7.2) 155 (9.6) 

Total 74 (1.3) 281 (4.9) 823 (14.2) 1011  (17.4) 

Source: Eurostat, 2003 LFS Ad hoc module 
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In all, 281 thousand (4, 9 per cent) declared having had some non-formal learning in the 

12 months before the interview. The incidence of participation was relatively high in the 

case of the unemployed and the employed and low in the case of the inactive. At the EU 

25 level, 21 per cent of the employed, 14 per cent of the unemployed and 6 per cent of 

the inactive received some informal education during the same time period. It should be 

noted however that differences between the countries are significant. In the case of the 

unemployed, for example, the participation rates in Denmark was 41 per cent (that is four 

unemployed workers out of ten), and above the 20 per cent mark in Northern member 

states and in France, Luxembourg, Austria and the UK. In most EU countries also, 

participation is lower for the unemployed than for the employed. Greece is an exception 

to this trend, together with Spain, Portugal, Austria and Luxembourg. Finally, inactive 

persons generally report low levels of participation in informal learning in most EU 

member states, with the exception of the Northern member states and Austria and the UK. 

In these countries, participation involves more than one inactive participant out of ten. 

Regarding age and gender differences, participation rates in non-formal learning decrease 

with age, but the drop here is smoother in relation to the drop recorded for the general 

population taking part in LLL activities and this pattern holds for both sexes. In this 

respect, participation rates decrease from 9, 2 per cent for the 25-34 age category to 5 per 

cent for the 35-44, and from there on, to 2, 9 per cent (45-54) and finally to 1 per cent for 

the 55-64. Participation in informal learning by females outstrips that of males, by a clear 

margin (5, 1 per cent in relation to 4, 6 per cent). 

Figure 3: Participation in formal, nonformal and informal activities by 

work status  
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The educational level plays a significant role in determining participation in non-formal 

learning activities. Participation ranges from 0, 8 per cent for the low education group 

(ISCED 0-2), to 13, 4 per cent for the highly educated (ISCED 5-6), with those in the 

middle of the education ladder exhibiting a rate of 5, 3 per cent. A cross classification of 

participants according to educational level and work status, magnifies these differences. 

In this respect, the most significant gap is observed between the highly educated 

employed (14, 7 per cent) and the low qualified unemployed (less than 1 per cent). 

Location plays a part in determining participation, as participation rates range from 1, 8 

in the rural areas to 6 per cent in the urban. Again this may be due to either supply and 

demand factors and probably to a combination of the two. 

Asked to reveal the main reason for participating, most respondents stated job related 

reasons (204 thousand, 72, 7 per cent of the total). A sizeable minority however, stated 

personal and social reasons (77 thousand, 27, 3 per cent). At the EU 25 level, job related 

reasons were given greater prominence (84 per cent). 

Apart from participation rates and their variation according to socio-demographic 

variables, the intensity of non-formal education is also of importance. Table 8 presents 

evidence on non-formal education intensity measured in hours. As can be seen from the 

Table, irrespective of education level, intensity of training is higher for the unemployed 

and the inactive in relation to the employed workers. Thus, it may be inferred that non-

formal education activities in Greece target mainly the unemployed and the inactive and 

also that the level of attainment is of secondary importance in relation to the work status. 

The mean volume of training in Greece is comparable to that in EU 25 (85 hours 

compared to 84), but in EU 25 the volume of hours are higher for the unemployed (210 

hours) and the inactive (180 hours) and lower for the employed (67 hours). In general and 

given the large differences between the member states as regards training intensity, 

Greece is classified among the countries with relative high intensity and low participation.  

The variation of participation rate for the employed workers in non-formal training by 

occupation is interesting. According to data not shown here, participation rates range 

from as low as 1 and 2 per cent (for skilled agricultural workers and for plant and 

machine operators and assemblers, respectively), to 8 and 12 per cent (for clerks and 

sales workers and for managers, professionals and technicians, respectively).  At the EU 

level, managers and professionals also exhibit higher than average participation rates (30 

per cent in relation to 21 per cent), but the participation rates for agricultural workers and 

for plant operators are substantial (17 and 9 per cent, respectively). Thus, the data for 

Greece show two gaps, one major and one minor. First there is a clear cut difference 
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Table 8: Mean volume of training in non-formal education activities by educational 

level and work status, Greece 2003 (in hours) 

 
 Pre-primary, 

primary and 

lower secondary 

Upper 

secondary 
Tertiary Total 

Employed 72 85 77 80 

Unemployed 0 107 112 108 

Inactive 110 116 109 113 

Total 81 92 81 85 

Source: Eurostat, 2003 LFS Ad hoc module 

 

between the white-collar workers (isco 1-5) and the blue-collar workers (isco 6-9). The 

former category comprises of legislators, senior officials and managers, professionals and 

technicians (isco 1-3) as well as clerks, service workers and shop and market sales 

workers (isco 4 and 5). The latter category comprises of skilled agricultural and fishery 

workers and craft and related trade workers (isco 6 and 7), as well as plant and machine 

operators and assembles and elementary occupations (isco 8 and 9). White-collar workers 

participate in non-formal education activities much more often than their blue-collar 

counterparts. The latter exhibit extreme non-participation rates (98-99 per cent). Next to 

this division, there is another one between the highly skilled (isco 1-3) and the low skilled 

white-collar workers (isco 4 and 5). Surprisingly enough, there is no clear cut difference 

between the highly skilled (isco 6 and 7) and the low skilled blue-collar workers (isco 8 

and 9). 

The variation of the participation rate of the employed workers in non-formal education 

activities by occupation is closely reflected upon participation according to sector of 

economic activity. As expected, it is only in the service sector that participation rates are 

substantial (8, 4 per cent). Interestingly enough, the female participation rate in this sector 

is higher than that of the males (9, 8 in relation to 7, 3 per cent).  

Finally, there appears to be a clear cut difference between Greece and the European norm 

regarding whether taught non-formal education activities take place within (or not) paid 

hours. In this respect, in the EU 25 as a whole, only 29, 2 per cent of the respondents 

stated that they received non-formal education outside paid hours. In Greece, the 

equivalent category involved the majority of the sample (59, 4 per cent of the total).  

Turning to informal learning, overall 823 thousand (14, 2 per cent) Greek citizens 

declared having had some form of informal education in the 12 months before the 

interview. At the EU 25 level the equivalent percentage was 33 per cent, but this average 
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covered a substantial diversity, as participation rates ranged from as low as 6 per cent in 

Hungary to 86 per cent in Austria.  

Both age and educational level have an effect upon the participation rate, but the impact 

here is clearly less substantial than in the cases of non-formal and formal learning. In this 

respect, the highly educated had a participation rate of 36 per cent, whereas those with 

medium educational level, 14 per cent and those with low education, 5 per cent. The 

young (25-34) exhibit a participation rate of 20 per cent, dropping to 16 per cent in the 

next age category (35-44), and from there on to 12 and 7 per cent for the remaining age 

categories (45-54 and 55-64, respectively). 

The 2003 survey identified four non-exclusive forms of informal learning: 

 Self studying through printed material (e.g. professional books and magazines) 

 Computer based training (e.g. online internet based web education) 

 Use of educational broadcasting or offline computer based material 

 Use of educational facilities (e.g. libraries and learning centres) 

In Greece, the overall preferred type is self-studying with printed material, as 12, 1 per 

cent of the population favors this type of informal learning. The same holds for all 

member states with the exception of Finland, where learning centres are favored (EU 25 

average 24, 2 per cent). Next in preference, with a clear margin, is computer-based 

training (6, 6 per cent), a trend also common in most other member states (EU 25, 19, 4 

per cent). Learning centres and broadcasting complete the picture with smaller shares (4, 

3 and 4, 7 per cent respectively). 

To conclude, the 2003 Survey has thrown some light on the lifelong learning scene in 

Greece. In all, more than one million adults received some education during the previous 

year. The vast majority of these persons (78, 14 per cent) were employed workers 

participating in informal learning. In all, more than eight out of ten (81, 4 per cent) of the 

participants took part in informal education activities, utilizing for that purpose self-

studying techniques. Next in importance appears to be the non-formal education strand. 

Typically, non-formal education targets the unemployed and the inactive, yet according 

to Table 7, more than eight out of ten participants (83 per cent) are employed workers. 

The unemployed and the inactive complete the scene with smaller shares (7, 8 and 9, 2 

per cent respectively). Finally, formal education appears to be almost exclusively 

associated with young people. 

Turning to factors affecting participation, the educational level appears to be the most 

influential variable, followed by age. Occupation, location and sector of economic 
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activity also play important roles. Highly qualified workers employed in the service 

sector participate much more often than the remaining workers. A sizeable part of non-

formal education takes place outside paid hours, while a respectable segment of 

participants states personal and social reasons as motives for participation. In terms of 

intensity of efforts (as approximated by volume of training), Greece is classified among 

the countries with relatively high intensity.  

 

4. Participation in continuing vocational training (CVT) 

 

Information on the training efforts by enterprises at the EU level is provided by 

Eurostat’s Continuing Vocational Survey (CVTS). This section utilizes data from the 

latest of these surveys (CVTS 3), which was conducted in 2005
2
.  

Table 9 shows the proportion of all enterprises in the EU and in Greece that provided 

CVT in 2005, classified according to sector of economic activity. As can be seen from 

the table, this proportion was 21 in Greece, comparing unfavourably with the European 

average (60 per cent). The latter covers considerable variation, as in some countries, the 

share of training enterprises was as high as 90 per cent (in the UK), or above the 80 per 

cent mark (Denmark 85 per cent, Austria 81 per cent). In other northern countries also the 

proportion of training enterprises ranged between 75 and 80 per cent (Sweden 78 per cent, 

Finland 77 per cent, and Netherlands 75 per cent). At the other end of the scale, and with 

the exception of Greece, low proportions were reported for Bulgaria (29 per cent), Italy 

(32 per cent), Poland (35 per cent) and Latvia (36 per cent).  

With respect to the variation of the proportion of training enterprises by economic 

activity, the highest proportions, in both the EU and Greece, were recorded for 

enterprises active in financial intermediation, followed by enterprises in real estate and 

other business activities. Conversely, the lowest proportions were recorded for enterprises 

involved in construction, transport and communications and in electricity, gas and water 

supply. 

 

 

 

 

 

 

                                                
2 For information on the concepts, methodology and definitions employed by the survey please see: 

Eurostat, Continuing Vocational Training Survey (CVTS 2), Detailed Tables, 2002 Edition. 
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Table 9: Training enterprises as % of all enterprises, by sector of economic activity 

(NACE), EU 27 and Greece, 2005 

 
 

EU 27 Greece 

Mining and quarrying; 

electricity, gas and water 

supply; construction; hotels 

and restaurants; transport, 

storage and communication 

53 14 

Manufacturing 54 19 

Wholesale and retail trade; 

repair of motor vehicles, 

motorcycles and personal 

and household goods 

60 25 

Financial intermediation 88 63 

Real estate, renting and 

business activities 
75 36 

 Other community, social, 

personal service activities 
70 23 

All NACE branches 60 21 

Source: Eurostat, CVTS 3 

 

Table 10 shows training enterprises in EU 27 and in Greece as a percentage of all 

enterprises, by size class. In general, the proportion of enterprises providing CVT 

increases with size. The bigger the enterprise, the more likely that it provides training and 

this holds for most of the EU countries, as well as for Greece. In most EU countries 

however, it is only between the small and the medium-sizes enterprises that we see a 

significant difference in training provision. In many countries the difference between 

medium-sized and large enterprises amounts to only a few percentage points. In some of 

the northern countries also, the difference in training provision by size in general, is very 

small. In contrast, Greek small and medium-sized enterprises provided continuing 

training much less frequently than large enterprises. This then appears to be one of the 

reasons behind the low (in fact the lowest in the EU) proportion of Greek enterprises 

providing CVT: only a minority of medium-sized and a very small minority of small 

enterprises in Greece provide training.  
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Table 10: Training enterprises as % of all enterprises, by size class, EU 27 and 

Greece, 2005 

 

 Between 10 and 

49 

Between 50 and 

249 

250 or more Total 

EU 27 55 78 91 60 

Greece 16 39 70 21 

Source: Eurostat, CVTS 3 

 

Table 11 provides information on the non-training enterprises by reason for not providing 

CTV in EU 27 and in Greece. The most important reason for not providing CVT was the 

fact that the existing skills of the persons employed already met the needs of the 

enterprise. This reason was mentioned by 74 per cent of the non-training enterprises in 

the EU, and by 79 per cent of the equivalent Greek firms. Next in importance was 

recruitment of people with the required skills, through the open market. This applied to 

53 per cent of the enterprises at the EU level, and to 65 per cent of the Greek firms, 

implying that the functioning of the job market (and the ability to locate suitable 

personnel) was relatively more important for the Greek entrepreneurs.  

 

Table 11: Percentage of all non-training enterprises, by reason for not providing 

CVT, EU 27 and Greece, 2005 

 

 EU 27 Greece 

Too expensive 23 30 

Either focus on IVT than 

CVT 
10 11 

Major training effort 

realized in a previous year 
8 2 

The existing skills and 

competences of the persons 

employed corresponded to 

the current needs of the 

enterprise 

74 79 

Lack of suitable CVT 

courses in the market 
15 19 

People recruited with the 

skills needed 
53 65 

Difficult to assess 

enterprise's needs 
10 11 

No time 32 56 

Other reasons 21 11 

Total 40 79 

Source: Eurostat, CVTS 3 
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Of the remaining reasons, two, namely cost and time constrains appear to exercise a 

serious influence on decisions to provide CVT, and more so in the case of Greece. ‘No 

time’ was mentioned by 56 per cent of the non-training Greek enterprises and by 32 per 

cent of the equivalent firms in EU, while the supposed costs were mentioned by 23 per 

cent of the enterprises at the EU level and by 30 per cent of the Greek firms. Finally, lack 

of suitable CVT courses in the market was mentioned by 15 and 19 percent of the non-

training firms at the EU and Greek levels respectively, as another reason for not 

providing CVT. 

According to another finding of the survey, only 5 per cent of all Greek enterprises had a 

training plan (including CVT). This average however fluctuated wildly among firms in 

different sectors of activity. In this frame, the proportion of firms with a training plan 

ranged from as low as 3 per cent in the sector of Mining and quarrying; electricity, gas 

and water supply; construction; hotels and restaurants; transport, storage and 

communication, up to 30 per cent in the case of enterprises involved in financial 

intermediation. Further, it appears that training plans apply only to two sectors: financial 

intermediation and real estate, renting and business activities (13 per cent). In the 

remaining sectors, training plans apply only to a slight minority of firms (manufacturing 

and wholesale and retail trade, 5 per cent and other community, social and personal 

services, 4 per cent). 

A similar conclusion is gained by analyzing data on the proportion of enterprises with a 

training budget. Although on average only 7 per cent of the Greek firms had a budget 

earmarked for training, this proportion was 41 per cent in the financial intermediation 

sector and 14 per cent in the remaining business activities, with firms in the remaining 

sectors exhibiting insignificant percentages. It should be noted that at the EU 27 level, the 

equivalent overall proportion was 19 per cent, while a comparison of the variation of this 

average according to economic activity with the estimates for Greece, reveals a clear cut 

difference in the case of enterprises active in community, social and personal services. In 

this sector training budgets were reported by 30 per cent of the European enterprises and 

by only 4 per cent of the equivalent Greek firms. 

As expected, the share of enterprises with a training centre used for CVT was higher in 

EU 27 than in Greece (12 per cent compared to 5 per cent). At the EU level, higher than 

average proportions of enterprises with a training centre were reported for financial 

intermediation enterprises (30 per cent) and for real estate and other business activities 

(14 per cent). In Greece, higher than average shares were also reported for financial 

intermediation enterprises (25 per cent), followed by firms in community, social and 

personal services (12 per cent, close to the European average). 
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Of the Greek enterprises providing CVT, nine out of ten stated that they had evaluated 

their CVT courses and this average (90 per cent) ranged relatively little among the sectors 

of economic activity, from 82 per cent in the distributive trades to 100 per cent in 

community, social and personal services. The preferred method of evaluation was the 

implementation of tests to verify the new skills (this method was mentioned by 84 per 

cent of the respondents), followed by assessing occupational behavior performance (76 

per cent). Frequent were also the use of methods such as measuring satisfaction level of 

participants (75 per cent) and measuring if new skills are applied at work (74 per cent). 

Surprisingly enough, when asked to reveal whether they had a specific person or unit 

responsible for training, Greek enterprises reported shares close to the European average 

(38 in relation to 42 per cent). In some economic activities, the share of such enterprises 

reported by Greek firms was in fact higher than the equivalent for EU. This was the case 

for financial intermediation enterprises (70 in relation to 57 per cent) as well as for 

enterprises in community, social and personal services (58 compared with 49 per cent). 

These findings are somewhat difficult to explain and they deserve to be termed as the 

‘Greek paradox’: Greek firms provide training much less frequently than European firms, 

yet they employee persons responsible for training almost as frequently as European 

firms. 

According to another finding, Greek firms rely on external advisory service for assessing 

training needs and conducting CVT courses to a greater extent than their European 

counterparts. The use of such services was mentioned by 78 per cent of Greek enterprises 

as opposed to 58 per cent of firms at the EU level. This was expected, given that the very 

small size of the overwhelming majority of the Greek firms. The share of enterprises 

making use of external advisory services ranged from 66 per cent in the various business 

activities (EU 27, 53 per cent) to 99 per cent in community, social and personal services 

(EU 27, 55 per cent). 

Another interesting finding of the CVT 3 survey, relates to the share of enterprises that 

assess their skill needs. According to the results of the survey, relatively more Greek 

firms assess their future skill needs than European firms (74 in relation to 55 per cent). 

Again, this is hard to explain, given the low levels of training provision in Greece. Still, 

the share of Greek enterprises assessing their future skill needs ranges from 66 per cent in 

mining, hotels and restaurants, gas and water supply and construction (EU 27, 55 per cent) 

to 92 per cent in financial intermediation (EU 27, 68 per cent). 

Table 12 shows the shares of training enterprises relying on public measures in the EU 

and in Greece. It is evident that Greek enterprises rely on public support to a greater 

extent than their European counterparts. This applies particularly in the case of financial 
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subsidies towards the cost of trainees, where the share of Greek enterprises declaring 

such an impact is far greater than the equivalent share of firms at the EU level (47 in 

relation to 17 per cent). It should be noted that in some sectors of economic activity, 

namely in financial intermediation, this latter form of public support has supported two  

 

Table 12: Enterprises where there was an impact of public measures on their CVT 

plans as a % for all training enterprises, EU 27 and Greece, 2005 

 
 EU 27 Greece, 

 Any public measure 36 59 

 Publicity-funded advisory 

service aimed at identifying 

training needs and/or 

developing training plans 

9 
18 

 

Financial subsidies towards 

the costs of training persons 

employed 

17 47 

Tax relief on expenditure on 

training persons employed 
10 26 

Procedures to ensure the 

standards of trainers (e.g. by 

national registers, 

assessment) 

11 20 

Provision of recognized 

standards and frameworks 

for qualification and 

certification 

20 38 

Source: Eurostat, CVTS 3 

 

out of three firms (66 per cent in Greece, 13 per cent in EU 27). In other sectors, such as 

in manufacturing and in real estate, financial subsidies enabled or prompted the provision 

of training in one out of two enterprises. 
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Table 13: Percentage of employees participating in CVT courses, by sex and sector 

of economic activity (NACE), Greece, 2005 
 

 Males Females Total 

Mining and quarrying; 

electricity, gas and 

water supply; 

construction; hotels and 

restaurants; transport, 

storage and 

communication 

10 10 10 

Manufacturing 13 9 12 

Wholesale and retail 

trade; repair of motor 

vehicles, motorcycles 

and personal and 

household goods 

16 21 18 

Financial 

intermediation 

44 43 43 

Real estate, renting and 

business activities 

13 13 13 

 Other community, 

social, personal service 

activities 

3 5 4 

All NACE branches 13 15 14 

Source: Eurostat, CVTS 3 

 

 

Turning to levels of participation, Table 13 shows the share of employees participating in 

CVT in Greece, by sex and sector of activity. The overall share is even lower that the 

share of enterprises providing training (14 in relation to 21 per cent), and as expected 

compares unfavourably with the European average (34 per cent). The share of 

participants was highest in the financial intermediation sector (43 per cent) and lowest in 

the services sector (4 per cent). In most of the remaining sectors, participation rates 

fluctuated around the overall average. As regards gender, slightly more females than 

males participate in training (15 compared with 13 per cent), mainly due to increased 

presence of women trainees in the distributive trades sector (21 per cent).  
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Table 14: Percentage of employees participating in CVT courses, by age and sector 

of economic activity (NACE), Greece, 2005 

 

 Less than 25 

years 

Between 25 and 

54 years 

55 years and 

over 

Total 

Mining and 

quarrying; 

electricity, gas and 

water supply; 

construction; hotels 

and restaurants; 

transport, storage 

and communication 

6 11 3 10 

Manufacturing 8 12 6 12 

Wholesale and retail 

trade; repair of 

motor vehicles, 

motorcycles and 

personal and 

household goods 

21 18 13 18 

Financial 

intermediation 

51 44 38 43 

Real estate, renting 

and business 

activities 

16 13 7 13 

 Other community, 

social, personal 

service activities 

5 4 3 4 

All NACE branches 13 14 7 14 

Source: Eurostat, CVTS 3 

 

According to table 14, providing information on the structure of participants classified by 

age and economic activity, participation rates are close to the mean for both those less 

than 25 and those between 25 and 54, dropping significantly for those over the 55 years 

mark. Two sectors of economic activity stand out of the norm: the financial 

intermediation sector and the real estate, renting and business activities sector. In these 

sectors, young people participating in training outweigh their older counterparts. In 

addition, the drop of the participation rate as we move to higher age brackets in these 

sectors is much smoother than in all the remaining sectors. 

Information on participation rates by size class of the enterprise reveals that the impact of 

size is greater in the case of numbers of trainees than in the case of decisions as to 

provide training or not. Against an average participation rate of 14, the share of trainees 

was 5 per cent in small enterprises, 8 per cent in the medium-sized ones, rising to 25 per 

cent in the big enterprises. In EU 27, the equivalent estimates were 21, 29 and 41 per cent 
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respectively, against a mean of 33 per cent. Thus, a quick comparison of these figures 

verifies an earlier reached conclusion, namely that low training effort by the medium-

sizes and especially by the small enterprises in Greece stands as one of the main reasons 

explaining the low overall participation rate in training activities in Greece.  

Another dimension of the issue relates to the intensity of training effort, as approximated 

by the number of training hours per participant. The intensity of the training effort is not 

necessarily correlated with the share of enterprises providing CVT, or with participation 

rates in training. In these two aspects of the issue, Greece’s performance was well below 

the European average, as only 21 per cent of the enterprises provided CVT, in relation to 

60 per cent in EU 27 and only 14 per cent of the employees participated in training as 

against 34 per cent in the EU 27. 

Data on hours in CVT courses by participant reveal that the situation in Greece is not 

much different than in most other EU countries. The average number of course hours per 

participant was 25 in Greece, against 27 hours in EU 27. This average varies little among 

the sectors of economic activity in both Greece and the EU, from 18 hours in the 

distributive trades to 39 hours in business activities and the various services in Greece, 

and from 25 hours in the various services and in mining, construction, transport and 

communication to 36 hours in financial intermediation in the EU 27. The size of the 

enterprise appears also to influence the duration of the courses, but only in Greece. 

Average hours per participant vary between 26 in small enterprises and 28 in big 

enterprises in the EU, and between 25 in small enterprises and 33 in big ones in Greece. 

The highest number of hours per participant was recorded for the medium-sizes firms in 

Greece (35 hours).  

The size of the enterprise however appears to have a major impact in Greece, if one 

examines hours per employee instead of hours per participant. In this respect, the hours 

spent in CVT courses per employee vary from 1 hour in the case of the small enterprises, 

to 6 hours for large firms, with medium-sizes companies occupying an intermediate 

position (3 hours, which is also the average for all enterprises). In contrast, variation of 

hours per employee is less substantial in EU (from 5 to 11 hours, with an average of 9 

hours). 

Cost considerations have an almost self-evident role to play in the shaping of propensities 

to provide training. Table 15 shows the total cost of CVT courses per participant, in both 

the EU and Greece, by sector of economic activity. In Greece, the total cost (1057 PPS, 

89 per cent of the European average) ranges from 752 PPS in the distributive trades to 

1615 PPS in real estate and other business activities. Further, when examined according 
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to size class of the enterprise, total cost per participant is higher than average in small 

companies (1234 PPS), higher still in medium-sized companies (1558 PPS) and lower in  

 

Table 15: Total cost of CVT courses per participant in PPS by NACE, EU 27 and 

Greece, 2005 

 

 EU 27 Greece 

Mining and quarrying; 

electricity, gas and water 

supply; construction; hotels 

and restaurants; transport, 

storage and communication 

1191 1057 
 

Manufacturing 1373 937 

Wholesale and retail trade; 

repair of motor vehicles, 

motorcycles and personal 

and household goods 

1282 752 

Financial intermediation 2170 

 

1267 

Real estate, renting and 

business activities 

1589 1615 

Other community, social, 

personal service activities 

1307 775 

 All NACE branches 1413 1006 

 

Source: Eurostat, CVTS 3 

 

 

the case of large enterprises (829 PPS). In the EU 27, the highest cost per participant 

applies to the large enterprises (1461 PPS), and the lowest in small enterprises (1291 

PPS). The data show therefore that training is relatively expensive in small and medium-

sized enterprises in Greece and relatively inexpensive in large enterprises. 

The cost of CVT per training hour is another indicator for assessing the levels of training 

provision. According to data not shown here, the average cost of training hour in Greece 

was 40 PPS (EU 27, 52 PPS). Fluctuation around this average by sector of economic 

activity was small, except in the case of personal, community and social services where 

the cost per training hour was very small (20 PPS). Fluctuation however according to 

class size was significant, as the cost of CVT per training hour ranged from 50 PPS for 

small enterprises to 36 PPS for big firms, with medium-sizes enterprises occupying an 

intermediate position (45 PPS). It does appear therefore that the larger the size of the 

enterprise, the lower the cost of training. This finding appears to apply mainly in Greece, 
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as the average for EU 27 is practically unaffected by the size of the enterprise (the 

average varies from 50 PPS in small enterprises to 52 PPS in large enterprises). 

Total costs are the sum of direct costs, labour cost of participants and the balance of 

contributions to national (or regional) organizations and receipts from national or other  

 

  Table 16: Structure of costs of CVT courses per participant (PPS), EU 27 and 

Greece, 2005 

 
 EU 27 Greece 

 Total costs 1397 1006 

Direct costs 657 606 

Labour costs of participants 637 562 

Contributions to collective 

funding arrangements 

192 97 

Receipts from collective 

funds, from sources of 

revenue for CVT courses etc 

68 259 

Source: Eurostat, CVTS 3 

 

funding arrangements. As can be seen from Table 16, the total cost of CVT courses per 

participant in Greece was 1006 PPS (72 per cent of the average equivalent cost in EU 27). 

Direct costs in Greece however were 92 per cent of the equivalent European average, 

while labour costs, 88 per cent of the average. Alternatively, direct costs accounted for 60 

per cent of total costs in Greece, as opposed to 47 per cent in EU 27. It should be 

reminded that direct costs refer mainly to fees and payments to CVT providers and 

external trainers and to costs of premises. Further, according to Table 16, the balance of 

contributions was 162 PPS in Greece, compared with -124 PPS in EU 27. Receipts here 

include subsidies from EU sources and receipts from national funds. In short, in relation 

to the European average, the structure of training costs in Greece exhibit relatively high 

direct costs as well as receipts from other sources and lower contributions to collective 

arrangements. 

To conclude, a number of points have emerged from the statistical exploration of 

Eurostat’s CVT 3 Survey. Training enterprises and training participation rates in Greece 

are among the lowest in the Community. This appears to be associated with the very 

small average size of the Greek enterprise, given that the levels of training provision 

among medium-sized and especially among the small enterprises in Greece are low. Non-

training enterprises have cited specific reasons for not providing training and notably, 

time and cost considerations. An analysis of training expenditure (as approximated on the 

basis of indicators such as cost per training hour, or cost per participant), has revealed 
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that the provision of training is relatively more expensive for small enterprises than for 

big ones.  

On a brighter side, many Greek enterprises have a specific person or unit responsible for 

training, most assess their skill needs and almost all of them perform evaluations 

regularly. In addition, Greek enterprises appear to utilize public support measures on a 

greater scale than enterprises in most other countries.  

Finally, two sectors stand out from the rest, as far as training is concerned: financial 

intermediation and real estate and other business activities. Training is disproportionately 

concentrated in these two sectors and this has certain implications. These two sectors are 

today probably the most dynamic in Greece, producing a value added which is many 

times the national average. Two specific characteristics of these two sectors is that 

education requirements are high (which explains the correlation between training and 

education level recorded in the previous section) and that training gets substantial support 

in the form of financial subsidies towards the costs of training persons employed. 

 

5. Obstacles preventing further participation in lifelong learning and skills 

development 

The main conclusion that can be deducted from the previous sections is that participation 

of adults in LLL activities is low in comparison with the other member states. 

Furthermore, most of the adults taking part in LLL activities do so through informal, non 

job-related, education. In addition, certain subgroups of the population, such as the low 

skilled, the older people and those living in rural areas are unlikely to participate in 

education and training. 

The reasons behind these findings are probably several, and apply to both sides of the 

picture (demand and supply). 

With respect to LLL in general, it is likely that specific features of the Greek society and 

economy are directly associated with the low penetration of LLL recorded in the previous 

sections.  

First, for certain historical and cultural reasons, there is a great demand for formal 

qualifications in Greece, rather than a demand for investments in knowledge (Tsoukalas, 

1977). In this frame, the success of the recently established Open University, where 

demand greatly outweighs supply, is indicative of an unsatisfied need for higher 

education by the adult segment of the population. 
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Second, the level of educational attainment of the adult segment of the population is low. 

The older generations in particular often have reading and writing disabilities and lack 

the basic skills (e.g. the ability to count or computer skills) that would enable them to 

participate education and training. In contrast, the younger generations have attained high 

education levels and this helps explain the selectivity in participation to education and 

training according to age, recorded in earlier sections.  

Third, it is likely that certain organizational features of the Greek education and training 

systems hinder participation. General education, vocational education, initial training and 

further adult education (all provided by the Ministry of Education), are organized in 

distinct and mutually isolated pathways. These pathways, exist side by side with 

continuing training, on-the-job training and active labour market programs, again being 

kept separately and governed by the Ministry of Employment and Social Protection and 

the Manpower Employment Organization (OAED). Thus, compartmentalization and 

fragmented governance have resulted in a complex system that lacks transparency. 

Fourth, there is a general lack of information on LLL offers and services. Moreover, the 

people who have the greatest need to participate in education and training (e.g. school 

drop-outs, people without qualifications, immigrants, etc), appear to have even more 

severe problems in accessing guidance and counseling services. Customer-tailored 

information services, targeted towards these population segments are underdeveloped.  

With respect to continuing vocational training, the structure of enterprises and specific 

institutional arrangements hardly aid the pursuit of training and innovation. The great 

bulk of enterprises are very small, family run firms, often unable to afford training. 

Moreover, the identification and validation of non-formal and informal learning 

continues to remain at the experimental stage. In the following paragraphs we look upon 

these issues in greater detail. 

Data availability on business demography is limited, as national data are either partial or 

outdated and also the Eurostat database currently contains no information on Greek
 
 

enterprises. However, a limited set of indicators on business demography can be gleaned 

from the records of the Greek National Statistical Service (ESYE), referring to 2002.
3
 

As regards size, the vast majority of the Greek enterprises are micro enterprises
4
. In 2002, 

out of a total of 879.318 enterprises, there were approximately 862.630 (98 per cent of 

the total) micro enterprises, 13.831 (1, 57 per cent) small enterprises and about 2.857 

                                                
3 http://www.statistics.gr   

 
4 According to standard classifications, micro enterprises employee 1-9 employees, small enterprises 10-49 

employees, medium-sized enterprises 50-249 employees and large enterprises more than 250 employees.   

http://www.statistics.gr/
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enterprises (0. 32 per cent) employing more than 50 employees. The vast majority of the 

micro enterprises are enterprises without employees, run by self-employed workers 

(assisted probably by family workers).  

Further insight on entrepreneurship in Greece is provided by a recent Eurobarometer 

survey
5
. Respondents who are setting up, or have set up, their own business were asked 

whether they saw an opportunity to be grasped or whether it stemmed from necessity. In 

Greece, the relative majority of the respondents (42 per cent) are launching, or have 

launched, their own business out of necessity, rather than because they saw an 

opportunity (37 per cent). In contrast, in EU, there are many more potential entrepreneurs 

(58 per cent) that are setting up or have set up their own business because they saw an 

opportunity to be grasped. With respect to potential obstacles to business start-ups, lack 

of finance is seen as the greatest difficulty (90 per cent of the Greek interviewees 

mentioned this factor), followed by administrative difficulties (76 per cent), lack of 

information (69 per cent) and risk of failure (40 per cent). In the remaining EU countries, 

these obstacles are seen as less of a barrier. 

The problems facing the Greek SMEs are well known and frequently acknowledged in 

political and academic discussions. In brief, these problems include the following: low 

quality of final product, high production costs, low capital invested, organisational 

inadequacies, lack of information, weak supportive structures and difficulties in locating 

skilled personnel, especially in the remote regions. The most acute problems however, 

relate to bureaucracy and to limited access to funds (bank loans).  

With this background, the low level of continuing vocational training recorded earlier on, 

should not be seen as surprising. 

In addition, the absence of a system of official recognition of non-formal and informal 

learning constitutes a major shortcoming in the propensity to participate in training. 

Professional qualifications of adults acquired during professional activities or 

independent learning are still not formally valuated or recognised. This reduces learning 

attractiveness and has an impact on competitiveness. Further, as long as the achievements 

of learners are undervalued, their motivation to seek new competences (through non-

formal education and training) is reduced. 

Finally, it would be wrong to assume from the above that the level of provided training is 

optimal, as an unsatisfied need for training of serious proportions has been recorded by 

various surveys. A recent Euro barometer survey can be cited as an example here. 

According to the results of the survey, 22 per cent of the employed workers in Greece 

and 18 per cent of the unemployed and the inactive stated that they need to receive 

                                                
5 Entrepreneurship survey of the EU, United States, Iceland and Norway, Flash EB Series 192, April 2007 
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training in order to progress in the labour market but they are currently unable to 

participate in training, either because a suitable course is not available or because they 

lack the incentives to do so
6
. Thus it would appear that a respectable segment of the 

labour force has not the proper incentives, or has not the time, or cannot afford to 

participate in much needed training. 

 

6. LLL provision in Greece 

Formal education targeted to adults is provided by the second chance schools, at the 

secondary level and by the Open University at the tertiary level
7
. 

 Second chance schools target adults (18-40) who have quitted school and wish to 

complete compulsory education, so as to improve their labour market prospects or 

return to normal education. The curriculum incorporates principles of Life Long 

Learning, as it covers: a) development of skills in language, mathematics and 

communication, with special emphasis on foreign languages and ICT, b) basic 

training and preparation for professional life in cooperation with the local authorities, 

and c) development of skills in the field of personal interests of the people being 

educated. The main objective of the Second Chance schools is two-fold: a) to re-

introduce individuals who have not completed basic education to the educational 

procedure and b) to create networks of cooperation between education, the local 

community and the business world. The pedagogical methods adopted include small 

numbers of students in each class, a strong, personal teacher-student relation, 

emphasis on the development of skills in demand, and the provision of careers and 

counselling services. Following a two-year programme, students receive a Certificate 

equivalent to Primary School Qualification (level I) or equivalent to High school 

Qualification (level II). 

The first Second Chance School was launched in 1998, following Law 2525/1997. Its 

successful operation led to the operation of 12 more such schools by the beginning of 

the current decade. Today (2007-2008) there are 48 Second Chance schools in 

operation, while the target is to establish nine more within 2008. The number of 

students attending these schools has almost doubled within one academic year (from 

1.002 students in 2003/04 to 1.989 in 2004/05). It should be noted that as in the case 

of the All-day schools, the initial operation of the Second Chance schools was 

supported by ESF funds.  

                                                
6 Special Eurobarometer 215/wave 62.1. The survey has been conducted in 2004 and the results were made 

public in 2005.  
7 There are several studies describing aspects of the Greek LLL system. This report draws on: OECD 

(2003), GSAE (2008) 
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.-The Hellenic Open University (EAP) has been in operation since 1997. Academic 

programs are based on distance learning and award degrees equivalent to those of 

conventional universities. Admission to the EAP is on draw for persons aged 22 and over. 

EAP stands as a good example in the area of LLL, for striking a right balance between 

increasing social demand for courses leading to university certificates and the provision 

of useful skills for non-traditional learners. Currently EAP is able to cater for only a small 

minority of applicants, but future plans include expansion. Most of the students are in 

their 30’s, fully employed, and intend to use their certificates for professional 

advancement (Kokkos A., 2003). 

 

Non-formal vocational education and training is provided by a number of Bodies, 

enterprises or institutions, the most important being the following:  

 -The General Secretariat for Adult Education (GSAE), which is the leading public 

institute in adult education and training. GSAE is responsible for the planning, co-

ordination and support of actions for supplementing basic education and providing 

lifelong learning. To this end, 300 education centres operate throughout the country, 

which report to the 54 Prefecture Committees for Popular Education and Training 

(NELE). The main adult education programmes implemented by GSAE are the following: 

- Adult Education Centres (KEE). These centres support the learning of citizens who 

have completed various levels of education. In the educational period 2007-2008, 77 

educational programs have been offered including a wide spectrum of thematic fields. 

KEE programs include: Greek language - history, European languages - European history, 

Basic knowledge of mathematics - statistics, Information Technologies - 

Communications, Economy - enterprises, Environment - Tourism - Regional Growth, 

Active Citizen: rights – obligations, Culture - Arts - Management of Leisure Time, 

Special Programs (special groups of population). Program duration is up to 250 hours. 58 

KEE operate in Greece, 10 of which had been founded before March 2004 and the 

remaining 48 were established after March 2004. 

-Parent’s Schools aim to provide advisory support and counseling to parents in order for 

them to assume a successful parenting. The program takes into account the complexities 

and difficulties of parenting in the modern socio-economic conditions. The program 

focuses on three training strands: a) “Parents Counseling”, duration of 40 hours, b) 

“Relations of School-family”, duration of 20 hours, and c) “Education and Counseling 

Support of Families from ROMA, Muslim, Repatriate and Immigrant Background”, total 

duration of 50 hours. This program is delivered in collaboration with KEE. Fifty four (54) 
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Parent’s Schools operate in Greece currently (14 had been founded before March 2004 

and 40 after March 2004). 

- Prefectural Committees of Popular Education. NELE constitute a traditional form of 

educational delivery on regional level. During the last 4 years, a reform agenda was put 

in place supporting this institution. NELE offer to citizens 55 localized training programs 

including thematic units such as culture - arts, social economy - business development, 

education of citizens, programs for Physically Handicapped Persons. Program duration is 

up to 75 hours. NELE promote the GSAE programs and constitute self-governed public 

services under the auspices of the Prefectural Self-government. In each prefecture NELE 

engages, after relevant decision by the Prefect, representatives, proposed by the 

participating local institutions (Local Self-government, Working Centre, Union Rural or 

Agricultural Cooperatives, Organization of work force Employment, etc.). 54 NELE 

operate all over Greece.  

- GSAE has also established a Centre of Distant Adult Education & Training 

(ΚΕΕΕΝΑP).The centre offers lifelong education services with a dual mode of delivery 

(face to face teaching & distance learning) utilizing the modern information technology 

and communication systems. During the educational period 2006-07, two pilot 

educational programs were offered of annual duration 250 hours each. KEEENAP also 

offers 2 more training programs namely, the Parent’s Schools program and the 

educational program for farmers. They offer thematic units on Information Technology 

and Communications, Economy - Administration – Enterprises, Social Economy and 

Social Business Entrepreneurship, Growth of Social Skills in the Working Place, 

Management of Dangers and Crises and Confrontation of Emergencies and Education of 

Adult Trainers. 

-Finally, GSAE offers language courses for immigrants.  The educational program 

“Learning of Greek as a second language by working immigrants” is offered to 

immigrants regardless of their nationality, to spouses of Greek citizens as well as to 

nationals of third countries that wish to acquire the status of a long term resident in 

Greece, for which essential condition is the certified Greek language proficiency and the 

knowledge of elements of Greek history and culture. This educational program is 

structured in four levels of learning. The three first levels have duration of 100 hours each, 

while the fourth has duration of 125 hours. 

GSAE activities are financed by public funds while many programmes are also co-

financed by the European Social Fund (75% of the total amount).  
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The main target groups for GSAE actions are the unemployed, the illiterate, the women, 

the prisoners, the former prisoners, the former drug users, the young people, the young 

army recruits, the immigrants, the ex-patriates, and the single parent families.  

  -The Manpower Employment Organisation (OAED) implements continuing 

vocational training courses seeking to cover the needs of the unemployed who require 

specialisation in order to find work, as well as the needs of the employees, where 

acquiring extra skills will facilitate their career development. The main focus of OAED is 

to develop and/or expand upon existing continuing vocational training courses with the 

aim of more effective intervention in the labour market and to cover the needs of the 

largest possible number of interested persons in training services.  

The continuing vocational training courses run by OAED in the nation-wide network of 

educational units (OAED Centres for Vocational Training) are: 

• Continuing vocational training courses for the unemployed  

• Pilot vocational training courses for young people, who have abandoned the formal 

education system (dropouts)  

• Pilot vocational training courses for registered unemployed people in the registers of 

OAED  

• Training courses for the self-employed that requires education or skills to meet the 

requirements of their professions.  

  

-The Education Departments of various Ministries also plan vocational training 

programmes both for the unemployed and the in-house employees. More specifically:  

The Ministry of Health and Welfare provides vocational education and training courses 

in all areas of specialisation in the health sector for the unemployed and the employees in 

the National Health System, at its 32 continuing vocational training centres within 

hospitals of the National Health System and the National Ambulance Service.  

Moreover, the National Public Health School provides education, retraining and 

specialisation for health care experts depending on national needs.  

The Ministry of Agriculture via the Agricultural Vocational Education, Training and 

Employment Organisation (OGEEKA) runs courses for farmers and other persons 

employed in various areas of agricultural sector. These programs take place at the 71 

“DIMITRA” Continuing Training Centres. “OGEEKA”, in the context of linking formal 

and non formal vocational education and training with production and labour market, 
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promotes the issuing of “green” certificates which are provided via various combinations 

of certifying education, distance learning, seminars, practical exercises or apprenticeship.  

The Ministry of Public Order supervises i) the National Security Academy which 

educates senior officers of the Hellenic Police Force or other services in the public sector 

in matters of national security, ii) the Further Education and Training Academy.  

The Ministry of Mercantile Marine runs training courses for seamen via the Merchant 

Navy Officer Training Centres.  

The Ministry of the Interior and Public Administration supervises the National Public 

Administration Centre, which has two educational units: -  the National Public 

Administration School which provides pre-entry and post-entry education to newly 

recruited employees in the public sector and education, further education and 

postgraduate specialisation to all public administration staff, and  the Educational 

Institute which seeks to educate and train employees belonging to central and regional 

government, local government authorities (first and second level), public law bodies 

corporate and private law bodies corporate as well as the wider public sector (such as 

employees of public utilities).  

The Ministry of Defence runs various Academies for officers and non-commissioned 

officers of the Armed Forces and security forces.  

The Ministry of Justice has schools for educating newly recruited prison officers.  

 Major public enterprises (the Public Power Corporation, the Hellenic 

Telecommunications Organisation, Hellenic Post, Hellenic Railways, etc.) or private 

sector companies (banks, companies with more than 100 employees, etc.) as well as 

chambers of commerce, professional associations, federations of employees, have 

training departments and/or training units which provide employees with knowledge and 

skills which are required for their specific jobs.   

 

-Centres for Vocational Training (KEK) are private sector bodies (for-profit or not-for-

profit) or public bodies providing continuing training which have received positive 

evaluation and have been certified by the National Accreditation Centre (EKEPIS) and 

have secured financing from national (Ministry of Labour) and community resources 

(European Social Fund and European Regional Development Fund). The KEK plan, 

organise and run continuing vocational training courses for employees and the 

unemployed, graduates from all levels of education, in various subject areas. For 2001-

2003 283 continuing vocational training bodies have been certified which have 35,000 

training positions in 577 centres throughout the entire country. The majority of KEK are 
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in the private sector. Moreover, 36 specialised Social and Vocational Integration Centres 

have been certified for disabled people (Decision No. 110466/11-2-2002 of the Minister 

of Labour & Social Affairs) and 4 for drug users and former drug users (Decision No. 

25852/13-1-2001 of the Minister of Labour & Social Affairs). These 40 specialised 

centres are primarily run by welfare organisations.  

 

-Centres for Liberal Studies (KES). Private Educational Centres also operate In Greece. 

KES are profit-making commercial enterprises, which provide non-formal general and 

vocational education and training. Some of these collaborate with universities from 

abroad and award foreign university degrees. These degrees frequently are sought after in 

the marketplace but are not yet recognised by the state in spite of pressure exerted by 

various social groups and the EU for the implementation of the 89/48/EEC Directive for 

graduates of Institutions of Higher Education or Technological Educational Institutes.  

 

It should be noted that Certificates issued by agencies providing non-formal vocational 

education and training are not officially accredited for the purpose of certifying 

qualifications. Consequently, these certificates are not documents that their holders can 

use in order to seek a position in the public sector. Despite this, the courses run by the 

Education Directorates of the various Ministries for their staff can lead to certificates 

which constitute qualifications for their career development inside the departments.  

Likewise, in the private sector vocational qualifications acquired via vocational education 

courses run by companies themselves in their own work environment for their staff are 

accredited. In relation to other vocational education courses run by other bodies in the 

context of non-formal education (NELE, KEK, Liberal Studies Workshops, etc.) there is 

no certification system for qualifications acquired through these routes. Despite this, 

certificates of attendance at such courses are an element that may be positively taken into 

account during staff selection procedures by employers.  

 

With respect to Informal learning, this takes place with citizens being involved with 

vocational, cultural or other social activities. Acquisition of knowledge and skills in some 

subject area via informal learning can promote and improve the qualifications which 

someone has to a large extent, even without their being any form of prior formal or non-

formal vocational training.  However, the effort to measure and certify qualifications 

acquired in the above manner entails a great deal of difficulty with the result that 

interested parties encounter difficulties in demonstrating that they have the specific skills.  
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 For employers, the non-existence of a qualifications certification system leads to non-

acknowledgement of skills which have been acquired by employees via informal learning 

with everything this entails in terms of pay, professional rights, etc.  

In Greece, despite the lack of a specific vocational qualifications certification system, 

there is limited opportunity for acknowledgement of skills via the acquisition of 

certificates or a licence to exercise a profession issued by various services or agencies. 

Two services/agencies that provide such types of certification are: a/The Industrial and 

Commercial Chamber of Athens (ICCA), and b/ The Computer and Information 

Technology Experts Association (EPY). 

The ICCA has established a professional competency certification system for the 

knowledge and experience of each person involved in his sector. The certification 

examination procedure includes a theoretical and practical part depending on the case.  

The relevant certificate which is issued to show competency in the specific profession, 

regardless of the formal qualifications of the person certified, is a confirmation which 

indicates that he holds the knowledge and skills required by the market which are taken 

into account by businesses for candidates which they would hire. The areas of 

specialisation for which examinations certifying professional competence are held 

(regardless of formal qualifications) are for the time being a) accounting office employee, 

and b) information technology employee. Gradually the system will be enriched with 

other areas of specialisation with the aim of covering the entire range of business 

activities in the short period of time. 

The EPY certifies those individuals who have skills in using computers at two basic 

levels: basic and advanced. It also operates as an examining centre for acquisition of the 

European Computer Driving License (ECDL) certificate for candidates. Moreover, in 

Greece, various private sector companies operate which provide certification of 

knowledge for various information technology applications in collaboration with 

information technology companies from abroad (Microsoft, Oracle, 3 Com, etc.). These 

specific certificates are only recognized by businesses that use the software applications 

of the above companies. 

 

7. Participants, expenditure and policy developments 

Table 17 shows the number of people taking part in GSAE’s lifelong learning activities 

during the last eight years. As the data show, the number of persons participating in any 

kind of activity has risen impressively during the 2000-2007 period. In fact, the increase 
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was so substantial, that one is entitled to say that Greece, starting practically from scratch 

has eventually managed to build a system of LLL provision.   

 

Table 17: Persons participating in GSAE’s activities, 2000-2007 

 
 2000-

2001 

2001-

2002 

2002-

2003 

2003-

2004 

2004-

2005 

2005-

2006 

2006-

2007 

Structured Programmes 

Second Chance Schools 36 235 439 1.119 2.225 3.146 3.361 

Adult Education Centres    10.507 24.798 69.531 72.176 

Parents’ Schools                                                4.514 5.647 16.323 11.618 

Prefectural Committees of 

Popular Training                                        
40.665 30.371 34.985 34.618 32.677 24.281 21.181 

Centre of Vocational Training                                                                                                                                       15  305  

Sub-total 40.701 30.606 35.424 50.773 65.347 113.586 109.124 

Autonomous Programmes 

Education of Adults on New 

Technologies ("HERON") 
     46.718 34.647 

Education of Farmers 

("ISIODOS") 
     6.668 4.907 

Danger and Crisis Management 

(Volunteerism) 
  120 240 879 783 578 

Education of immigrants on the 

Greek language, history and 

culture 

    1.437 1.998 5.178 

Education and consultative 

support of special population 

groups 

      1.110 

Health Education-Sexually 

Transmitted Diseases- AIDS 
    10.000 40.875 54.376 

Sub-total   120 240 12.316 97.042 100.796 

Grand total 40.701 30.606 35.544 51.013 77.663 210.628 209.920 

Source: GSAE (2008) 

 

As regards expenditure on LLL, the contribution of European resources is of paramount 

importance. The cost of all GSAE’s educational programmes for the period 2004-2007 

was estimated at 84.789.712 Euros. Of this total, 53.263.409 Euros (62, 8 per cent) came 

from the Structural Funds. Similarly, the cost for building infrastructure during the same 

period was estimated at 22.551.901 Euros, out of which 14.239.667 Euros (63 per cent) 

were contributions from the European Union. The development of the LLL system 

depicted in Table 17 therefore has been largely based on EU assistance. 

Training statistics are somewhat deficient in Greece, as it is only the co-financed 

activities that are being monitored. According to the NRP Progress Report for 2007, job-

related training involved some 82.759 persons in 2006. Of these, 33.366 were employees 

in small and medium-sized enterprises, 10.285 were unemployed, 5.064 were 

selfemployed and 34.044 were state employees. As there is no indication that these 
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figures vary significantly from year to year, it may be deducted that it is mainly the 

further adult education LLL stream that is gaining ground. 

Turning to policy developments, during the last few years, Greece has taken measures to 

modernize the institutional framework surrounding LLL and also measures to close some 

of the gaps in service provision. These are described in detail in the latest NRP 

Implementation Report (2007), as well as in the National Report for Education and 

Training 2010. Greece has set the target of reaching 7 per cent of adults participating in 

education and training by 2013. Judging however by the current levels of participation, it 

is evident that a huge effort must be made in order to reach this target. As regards the 

financial resources devoted to education and training, public expenditure is currently low 

(4, 2 per cent of GDP in 2004, comparing unfavourably with the EU 27 average of 5, 1 

per cent), but the government has been committed to raise this figure to 5 per cent. 

With respect to the state of lifelong learning strategy, developments include a new 

framework law on LLL (Law 3369/2005), the gradual activation of the National System 

for linking Vocational Education with Employment (Law 3191/2003) and the 

establishment of Institutes of Lifelong Education within Universities and Higher 

Technological Institutions (TEIs). In addition, an International University is being 

established and efforts to create a common accreditation system in vocational training 

continue. Another important provision involves the development of job profiles. These 

are currently being developed by special committees comprising mostly of social partner 

representatives and their use in training programmes will be mandatory. Finally, a centre 

for the development and management of the lifelong learning programmes is to be 

established. 

The organizational inadequacies of the Greek educational and training system have been 

the subject of a framework law, Law 3191/2003, establishing a National System for 

Combining Vocational Education and Training with Employment (ESEEKA). When 

fully implemented this new law is expected to rationalize the provision of services in a 

number of policy fields, such as vocational education and training, accreditation of 

professional qualifications and training outcomes, counseling and vocational guidance 

and lastly employment-related assistance. The law is also expected to exploit synergies 

and promote collaboration among the various ministries and numerous governmental 

agencies and bodies active in training and employment related activities.  

The law distinguishes among six separate sub-systems: research on labour market needs, 

technical-vocational education (at the secondary level), initial vocational training, 

continuous vocational training, accreditation of professional qualifications and training 

outcomes and lastly, counseling and vocational guidance. For each of these sub-systems, 
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roles, responsibilities and coordination arrangements are explicitly defined and clarified. 

As regards management and organizational issues, the law foresees the establishment of a 

national council, aided in its role by a steering committee and by various coordination 

committees (one for each sub-system), as well as by a technical support unit. 

Another Law (3369/2005) has also been introduced, regulating issues of lifelong learning. 

This law, the first of this type in Greece, contains a number of important provisions 

which are certain to have a serious bearing upon human capital formation in Greece. The 

most important of these, include: a) the establishment of a 18 member strong, high level 

committee, charged with the task of overseeing and coordinating the provision of services 

in the field of lifelong learning, b) the establishment of an administrative unit to provide 

technical support, c) the assignment of roles and responsibilities with respect to type, 

duration and accreditation of the services to be provided along the various education and 

training levels and streams, and c) the establishment of Institutes of Lifelong Education 

within Universities and Higher Technological Institutions (TEIs). Another important 

provision of the new Law foresees the development of job profiles. These will be 

developed by special committees comprising mostly of social partner representatives and 

their use in training programmes will be mandatory. The new Law is designed to 

complement and act in parallel with Law 3191/2003 establishing a National System for 

Combining Vocational Education and Training with Employment (ESEEKA).  

Although both laws have not yet been fully implemented, some progress is visible. in 

areas such as the establishment of a single registry for accredited trainers, the 

development of common guidelines for the accreditation of training programmes and the 

alignment of evaluation criteria for training structures. 

 

8. Quality and impact of training 

Although evaluations of training are relatively rare in Greece, there is sufficient evidence 

that the impact of training on at least one aspect of the issue, that of enhancing 

employability, is generally low. This however may have more to do with the structure of 

the Greek labour market and less with quality of delivered training. 

A study by the Centre of Planning and Economic Research (Kanellopoulos, 2005) has 

attempted to assess the impact of training on a number of variables, including labour 

force participation, employability and earnings. As regards the chances of participating in 

training, the study has found that age and educational level exercise a positive influence. 

A positive correlation was also established between labour force participation and 

participation in training. On enhancing employability however, the study has found that 

participation in training does not significantly alter the chances of finding a job. This 
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finding has been attributed to rigidities prevailing in the Greek labour market. Finally, on 

assessing the impact of training on earnings, the study has recorded strong gains, which 

are more substantial in the case of males. 

Short-term training delivered by the Centres of Vocational Training (KEK) has been the 

subject of two recent studies. The first of these (Efstratoglou K., 2006),has evaluated 

training under one of the Measures comprising the Operational Programme 

‘Employment’, which is the main instrument through which training for the unemployed 

is delivered. The study has however extended the range of issues examined, so as to 

include the institutional framework surrounding training and the likely impact on training 

of institutions such as the Accreditation Centre (EKEPIS) and the PES (KPA). Turning to 

conclusions, on the question of whether the measure has benefited those intended to 

benefit, the study came up with a positive answer. Participation of women, persons from 

vulnerable population groups and other priority groups in training has been high and this 

signifies a certain degree of ‘policy success’. On the other hand, only 22, 3% of those 

trained within 2000-2003 were found in employment six months after training and only 

half of them were performing tasks relevant to the training they received. According to 

the author, the placement rate of trainees is not statistically different from what would be 

expected in the absence of training. Finally, existing arrangements with respect to the 

accreditation of training structures appear to have no impact on the quality of delivered 

training. Policy recommendations include the accreditation of training programmes and 

trainees’ qualifications (instead of accreditation of structures), an on-going system of 

training providers evaluation (linking payment with results), and the differentiation of 

spending according to the intensity of the problems facing the unemployed.  

Another study (Efstratoglou A., 2007) has presented the results of a recent evaluation of 

the Centres of Vocational Training, based on the formal evaluation criteria established in 

2003
8

. With respect to participation issues, the study has concluded that training 

delivered during 2001-2003 has primarily benefited the employees and much less the 

unemployed workers. Further, the quality of the training provided was found to be 

generally low, while just 12, 9 per cent of the unemployed receiving training have 

managed to find employment at a later stage. 

 

9. Measures which demonstrate promising practice 

Previous sections have shown that participation in lifelong education and training 

activities suffers from certain drawbacks in Greece. Negative features include low overall 

                                                
8 The formal evaluation system of KEKs (EKEPIS, 2003) is based on three main dimensions of training: 

organizational issues, quality of training and placement of ex-trainees. 
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participation, fragmented governance, lack of incentives for participating and low 

participation rates for older people, low-skill workers and people living in the rural areas. 

In addition, the identification of training needs continues to be unsystematic and lifelong 

guidance and counseling services appear to be underdeveloped.  

This section provides a number of single initiatives which demonstrate promising 

practice on key aspects of LLL. Most of these examples were presented and discussed in 

peer reviews organized by the Mutual Learning Programme, and for reasons of space, are 

presented in summary form. The chosen cases are the following: 

1. The Irish Individual Learning Plan (ILP) 

2. Individual Learning Accounts for people with low education in the Netherlands 

3. The Employer Training Pilots (ETP) and the UK Skills Strategy 

4. Enterprises and vocational training in Portugal 

5. France’s Scheme of validation of non-formal and informal learning 

6. Supporting lifelong learning through career counseling and guidance in Latvia 

7. The Finnish approach to labour market forecasting and the anticipation of educational 

needs 

8. Advanced Vocational Education in Sweden 

 

1.The Irish Individual Learning Plan (ILP) 

The Individual Learning Plan (ILP) is a new model of planning, recording and certifying 

the learning received by participants in training and employment programmes for 

disadvantaged and unemployed groups. The ILP approach was developed from 2004, and 

was initially piloted in training and employment programmes (notably the Community 

Employment Programme, CE) from early 2006.It involved a significant increase in the 

emphasis on training for CE participants. All participants now engage in drawing up an 

individual training plan. The ILP tracks and records an individual’s learning progress 

from programme entry to exit, and a crucial role in the implementation of the person-

centered approach of the ILP is played by the CE Supervisors. The training focuses not 

just on project-related skills, but also personal and social skills, wider work skills as well 

as work experience. There is a strong emphasis on the promotion of progression to work 

or to further training/education. The philosophy of the ILP is very much geared towards 

individual learner needs, with an emphasis on: a/ Learner involvement (the learner is 

supported by the supervisor to play an active part), b/ Choice of learning area (the learner 
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chooses areas which interest him/her), c/ Achievements (early and regular charting of 

achievements), and d/ Recognition. 

With respect to recognition, it should be mentioned that Ireland legislated in 1999 a new 

National Framework of Qualifications (NFQ) which has added value to the awards 

obtained. The new NFQ has played a crucial role in enabling recognition of achievement 

through the ILP. The NFQ guarantees a focus on individual access, transfer and 

progression towards accredited and quality-assured learning. The framework comprises 

10 levels, each based on specified standards of knowledge, skill and competence, with 

each level accommodating awards gained in a variety of contexts (schools, training 

centres, colleges, employment etc.). Utilizing the National Framework of Qualifications, 

FÁS (the Irish National Training and Employment Authority), has developed an 

additional vocational progression route through four new awards accredited by FETAC 

(the Further Education and Training Awards Council) at NFQ levels 3-5, covering: 

personal and social employment skills; vocational employment skills; applied 

employment skills; and specific employment skills, with a progression pathway between 

them. An important feature of the ILP coupled with the certified learning outcomes (with 

a bank of some 250 core and optional modules) is that for many participants in CE this 

has been their first real opportunity to gain a recognized qualification. 

Initially the ILP was piloted in 27 CE projects across 3 regions early in 2006; it was 

rolled out nationally from September 2006 and through 2007, following consultation with 

all stakeholders. An extensive training programme was provided for FÁS staff, CE 

supervisors and sponsoring community organizations, with technical training for 1,700 

people and briefing workshops for 1,300 sponsors, supported by a national helpdesk. A 

key challenge was the provision of IT support for the ILP process. 

 Briefly, the key features of the ILP are: 

 It enables participants and supervisors to identify training and development 

needs 

  It provides a step-by-step structure for planning, implementing, reviewing and 

recording all learning activities 

 It tracks development and expenditure on training 

 It documents progression and certified learning. 
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To sum-up, the ILP represents a significant innovation in the provision for marginalized 

learners, having potential for wider applicability beyond the long-term unemployed target 

group, and could indeed become a mechanism for the tracking of learning of all types
9
. 

 

 

2. Individual Learning Accounts for people with low education in the Netherlands 

Since 2001 the Netherlands are experimenting with the Individual Learning Accounts 

(ILA). In the ILA1 subsidy scheme the ILA is defined as: “….a saving account in name 

of an employee. The saving account is used to bear the costs of training.” In her pure 

form the ILA is a saving account on which an employee can save money for a longer 

period to bear the costs of periodical training. The saving account is filled in by the 

accountholder (employee), but also the government and the employer can contribute to 

the ILA. There are several saving options. In the Netherlands the option is/has been 

considered to save a certain amount of money from the gross wages (before taxes) which 

is as a net sum placed in the saving account. In this way the government contributes in 

the form of a tax concession to the account. The ILA is considered to stimulate the self 

responsibility and freedom of choice for learning. 

In the current (2007) as well as in the two former subsidy schemes the ILA is not handled 

as a saving account, but as a budget (ILB), i.e. as a sum of money which is placed at the 

disposal of an employee to buy training. There are several reasons for that: 

a) Main goal of the experiments is to investigate whether employees pick up training 

when they have an own learning budget available and which choices they than make. Do 

they develop an intrinsic motivation and a greater responsibility for learning, are they 

becoming more independent from the employer? 

b) To be able to investigate the effectiveness of a saving account long-term-investigation 

(5 – 10 years) is needed. In the stage of policy development of lifelong learning this is too 

long a period to ground decisions on for implementing the ILA as a motivating 

instrument. 

c) The use of the term ILA has been maintained to keep the spirit of the instrument alive 

and as a prelude to effective implementation. 

Because of these reasons the experiments focused mainly on the efficiency and 

effectiveness of an individual learning budget rather than on the functionality of an ILA 

                                                
9 More information on the Irish ILP is available at: http://pdf.mutual-learning-

employment.net/pdf/IE08/Official_paper_IE08.pdf , and at: http://pdf.mutual-learning-

employment.net/pdf/IE08/Discussion_paper_IE08.pdf  

http://pdf.mutual-learning-employment.net/pdf/IE08/Official_paper_IE08.pdf
http://pdf.mutual-learning-employment.net/pdf/IE08/Official_paper_IE08.pdf
http://pdf.mutual-learning-employment.net/pdf/IE08/Discussion_paper_IE08.pdf
http://pdf.mutual-learning-employment.net/pdf/IE08/Discussion_paper_IE08.pdf
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in the sense of a real saving account. Nevertheless the results of the experiments with the 

ILB may to a certain extend give the possibility to take conclusions about the 

functionality of an ILA. This will then be in terms of improving individual responsibility 

and freedom of choice, but not whether people are actually willing to save for learning. 

As regards training statistics, the Netherlands aim at a level-2 qualification in 2010 for 

80% of the labour force between 25 and 64 years old. In 2000 this was 74,4% and in 

2007 77,7%. So in 2007 23,3% didn’t have level-2 qualification, which are almost 2 

million people. Looking at the training participation we see that 36% of the Dutchmen 

between 16 to 65 year, who were not engaged in a fulltime daily course at the moment of 

interview, followed a work related course or training programme between 2004 and 2006 

(so over a period of two years). Of the Dutchmen with only primary school this was only 

19% and with lower secondary education 21%. The participation of people with higher 

professional education or university degree exceeded these percentages firmly with 46% 

and 50%, respectively. Obviously there is a huge gap in training participation between 

low and high educated people.  

The training of low educated people stays behind mainly because of the following 

barriers: 

a. Situational barriers (time, money, etc.); 

b. Institutional barriers (college hours, location, etc.); 

c. Informational barriers (lack of information, incomprehensible information, etc); 

d. Psychological barriers (too old, fear for learning, etc.). 

Although availability of financial means is just one of the reasons influencing 

participation in training, provisional results of the ILA-experiment have shown that the 

ILA has great influence on the initiative to enroll in a course. If a person has an ILA he 

takes more often a training initiative than if a person doesn’t have an ILA. 

The province of Noord-Brabant placed learning vouchers with a value of € 250 at the 

disposal of low educated people (maximum lower secondary vocational education) to 

encourage them to attend a course. The conditions for spending the learning voucher have 

been kept deliberately easy. The learning voucher is not only meant for work related 

training. Almost all kinds of courses were eligible. The aim was to set people going. 

From the evaluation it occurs that if low educated people are in command they actively 

get to work to find a training course that appeals to their sentiment. And it shows that in 

the end a lot of people choose a course that has to do with work. Through a smart 

campaign and a professional back office with a personal approach the learning voucher 

has been brought to the attention of the low educated. The demand turned out to be 
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higher then expected. Overall 1836 learning vouchers were allocated, while a number of 

1600 was reckoned with. According to the evaluation the learning voucher can also serve 

as a stair to continuation schooling. About half of the participants declare to have the 

intention of going into further training. 

Evaluation studies come to the conclusion that an individual learning budget leads to 

higher participation in education and training of lower educated people. This has to do 

with greater individual responsibility and greater choices that brings an own learning 

budget. Apart from that the evaluation studies point at the fact that most employees will 

need guidance in articulating their training need and in finding suitable training
10

. 

 

3. The Employer Training Pilots (ETP) and the UK Skills Strategy 

The Employer Training Pilots are a key strand in the current UK government’s overall skills 

strategy, which sees the rationale for government intervention in workforce training as being 

underpinned by two key factors: 

The need to raise productivity through investment in workforce skills (internationally 

comparative evidence shows a continuing deficit in UK labour productivity levels relative to 

otherwise comparable EU and OECD countries), and suggests that low levels of skill (and 

particularly, the deficit of ‘intermediate vocational skills’) in the UK labour forces is a partial 

contributor to this. 

The contribution of raising skill levels in contributing to employability and social 

inclusion in an economy with increasing demand for high level skills, and falling demand 

for low level skills. 

ETP focuses on providing training (which is delivered by a mix of state-funded colleges, 

and private/voluntary sector providers) to National Vocational Qualification (NVQ) level 

2 and/or training in  basic skills‚ (literacy, numeracy etc.). The Pilots, introduced in 6 

local areas in England in 2002, and subsequently extended to a wider area, offer a 

combination (with some variation between the Pilot areas) of: free or subsidized training; 

paid time off for training; wage compensation paid to employers; and information advice 

and guidance to employers and employees. Key features of ETP are that: it particularly 

aims to involve hard to reach‚ employers (which do not normally engage in training 

activities, particularly very small enterprises); the training is focused on filling identified 

skill gaps; and it aims to reduce the barriers of cost, time and access to training for both 

employers and low skilled individuals. 

                                                
10 More information on the issue is available at: 

http://www.trainingvillage.gr/etv/upload/etvnews/news/3098-att1-1-toon_janssen.pdf  

http://www.trainingvillage.gr/etv/upload/etvnews/news/3098-att1-1-toon_janssen.pdf
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25,000 employers and 200,000 employees participated in the Pilots (which reached one in 

five eligible employers in the pilot areas). Participation is skewed towards small 

employers, and certain sectors (e.g. health and social care) are over-represented among 

participants. Less success was evident in recruiting hard to reach‚ employers (only 

around 14 per cent of participants). Interim evaluation results suggest positive 

assessments of the programme by participants and a small positive impact on the amount 

of training undertaken, but relatively high levels of deadweight, and a larger than 

expected proportion of trainees not completing the training (up to 30 per cent). 

ETP has formed the basis of the new National Employer Training Programme (NETP), 

which was launched nation-wide in 2006, and builds on the experience of Pilots with a 

similar design, but additional features including a network of skills brokers‚ to diagnose 

need and source training provision, and a greater emphasis on progression beyond NVQ 

level 2
11

. 

 

4. Enterprises and vocational training in Portugal 

The Portuguese labour market is facing structural problems related to a low overall level 

of education of its population. It therefore follows that investment in human capital to 

raise qualifications is crucial. The Portuguese employment rate is 67.5% with a high rate 

of full time jobs (66.3% in comparison to 57.8 in the EU 25). Currently, there are 39% of 

early school leavers; the target set for 2010 in the Portuguese National Reform 

Programme is to reduce the number to 25%. The Portuguese labour market still continues 

to absorb low skilled workers and in the last few years an increase in unemployment 

among the higher skilled has been observed. Portugal shows a complex relationship 

between school attainment, training, productivity and growth. In 2001 the agreement on 

Employment Policy, the Labour Market, Education and Training was signed. In a joint 

effort, the Government and the social partners targeted deficits in schooling and 

professional qualifications by developing a comprehensive strategy to promote quality of 

work with emphasis on a demand oriented approach and a share of responsibility 

(government, social partners, individuals). The main goals were:  

 at least 10% of the workers of each enterprise should participate in continuous 

vocational training activities as from 2002  

 all employees should have a minimum of 20 hours per year certified training as 

from 2003, and  

                                                
11 The ETPs are described at: http://pdf.mutual-learning-

employment.net/pdf/uk05/PR_UK_Discussion_Paper.pdf  

http://pdf.mutual-learning-employment.net/pdf/uk05/PR_UK_Discussion_Paper.pdf
http://pdf.mutual-learning-employment.net/pdf/uk05/PR_UK_Discussion_Paper.pdf
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 a minimum of 35 hours from 2006 onwards 

In Portugal, continuous vocational training is seen as a key element in overcoming 

serious deficiencies in qualifications. Enterprises play a central role in providing 

vocational training both as initial training and for updating/upgrading skills in a 

perspective of lifelong learning. Three policy actions of good practice can be identified in 

this frame: 

 the training schemes aimed at small and micro enterprises - Programa Rede 

(network programme providing consultancy to identify training needs and support 

training in enterprises with less than 50 employees)  

 the participation of enterprises in apprenticeship programmes (Initial 

Vocational Training to obtain a professional certificate along with a school 

diploma)  

 the promotion of good practice in continuing vocational training (CVT) by 

enterprises  

The Rede Programme delivers consultancy and training services for companies with 

less than 50 workers. Consultancy and training is offered only in those areas required by 

the company. Also, if the company wishes it, the programme offers the services of a new 

graduate to work for one year in the company to support the development that the The 

Rede programme was started in 1997 with the aim of delivering a programme tailored 

specifically to the needs of SMEs. Small enterprises typically operate under some quite 

specific constraints: for example they often have a short time horizon, the typical 

entrepreneur will be technically qualified in the area of his enterprise but may lack 

organizational and management skills and experience, only about 50% of small 

enterprises have a graduate employee on their books. 

In 2002 the Rede programme was chosen by DG Enterprises as one of the top 5 European 

Good Practices by PES in services provided to SMEs. The core activity of the Rede 

programme is the one year support scheme in which enterprises participate through an 

annual applications round. An important point to note is that the programme does not 

provide any direct financing of SMEs – only indirect support through consultancy and 

training services. Once an enterprise is accepted on the programme the first activity is to 

jointly with a consultant undertake a strategic diagnosis of the company. This will then 

lead to a short term action plan in which jointly with the consultant the entrepreneur will 

identify training needs and choose a graduate intern. The remainder of the year is taken 

up with training activities and seminars for both workers and entrepreneurs in specific 

areas such as finance, marketing and information and communications technologies as 

well as the integration of the intern into the company. 
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In addition to the one year scheme the Rede programme offers an “express Rede” option 

which offers help in arriving at solutions to small problems e.g. organizational problems 

and a “short term Rede” that supports small entrepreneurial initiatives through short-term 

consultancy and vocational training services that are available in the first year of 

existence of a company. 

The programme is centrally organized by the IFEP (Institute of Employment and 

Vocational Training) but its training is delivered by a number of institutional partners 

(currently two public institutes and six employers associations). Each participant 

enterprise has available to it 50 hours of training. Training may be delivered in the 

workplace or in groups of about 10 persons from companies in the network. Over the 

period 1997-2004 46 social partners and 88 consultants have been involved in delivering 

the programme. 

The apprenticeship system is a long standing practice in Portugal for delivering initial 

vocational training (IVT). It is implemented by the Public Employment Service (PES) 18 

through its network of 173 branch offices throughout mainland Portugal. A key feature of 

the Portuguese system is that it offers a ‘double diploma’, namely that a person finishes 

his or her apprenticeship with both a vocational qualification and an educational or 

academic one. The vocational qualification enables the apprentice to enter the labour 

market with a recognized skill, while the educational qualification, which might be either 

a first level basic qualification (i.e. the equivalent of 9 years of schooling) or a secondary 

one (i.e. the equivalent of 12 years of schooling), enables entry into the next level of 

education. A survey of 2004 graduated trainees found that 7.5% of them proceeded to 

further study. 

The current form of the apprenticeship system dates back to 1996 when orientation of the 

programme was changed from being a last resort for school dropouts to being a genuine 

alternative for initial vocational training. The current programme involves both theory 

and practice, with practice being carried out in enterprises. The skill areas are developed 

by the PES in conjunction with social partners at the local level In 2004 there were 

training programmes in 34 skill areas the most popular of which were: computing science; 

electronics and automation; food industries; transportation services; and motor vehicle 

construction and repair. New areas of training are based on estimated demand at the local 

level. Apprentices are regarded as trainees and not employees: thus they receive a 

training grant rather than a wage and a variety of other supports for food, travel and 

accommodation. They also receive psycho-pedagogical counselling. The target group is 

15 to 20 year olds. The programme is delivered in the field by on the one hand, so called 

coordinating entities, which deliver the educational components of the programme as 

well the socio-cultural input – an example is the Bank Training Institute, and on the other 
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hand by what is called the alternation support entity (the enterprise) which provides the 

practical training. In addition to direct practical training the role of enterprises is to 

provide the trainees with a real life work context and to prepare them for work after they 

have completed their apprenticeship.  

The third policy area which can serve as ‘good practice’ is CVT in enterprises. A key 

background to CVT in enterprises is the 2001 Agreement on Employment Policy and the 

Labour Market, which stipulates the minimum number of certified training workers 

entitled to education and training. Here, it must be noted that the Labour Code rules 

acknowledge that many enterprises do not offer training so that if after three years a 

worker has not received such training from his or her employer she or he can attend 

training actions on his or her initiative. The implementation of training activities is on the 

basis of applications to the management of the operational programme by training entities, 

which can be enterprises or specialised training institutions. The costs of training are 

shared between the enterprise and the state with enterprises contributing between 45% to 

10% depending on the size of the company, the region where it is located, the nature of 

training – general or company specific – and the characteristics of the trainees. However, 

when training is delivered in working hours the wages of the trainees (workers) can be 

counted as part of the company contribution. The 2000-2006 Operational Programme set 

ambitious targets for the training of active people with a yearly average target of 160,000 

as compared with the average of just over 28,000 for 1994-1999 and the 2005 Portuguese 

National Reform Programme for growth and jobs has set the target of 1 million trained 

actives by 2010
12

. 

 

5. France’s Scheme of validation of non-formal and informal learning 

The French system of validation of non-formal and informal learning (VAE - Validation 

des Acquis de l'Expérience) is set in a context where professional careers are strongly 

determined by the initial education diploma which remains the major guidance for both 

employees and employers. However, although certifications have a dominating role in 

French society, 30% of the active population does not have any diploma. In 2002 the Law 

on the VAE established an individual right to non-formal and informal learning. The law 

was created to facilitate access to complete certifications on the basis of experience, 

without having to pass 'classical' examinations. Among other objectives, the policy aims 

at supporting the most disadvantaged people in the labour market and to foster labour 

                                                
12 Please see: http://pdf.mutual-learning-employment.net/pdf/portugal05/DiscussionPaper.pdf , 

http://pdf.mutual-learning-employment.net/pdf/portugal05/GovernmentPaper.pdf 

 

http://pdf.mutual-learning-employment.net/pdf/portugal05/DiscussionPaper.pdf
http://pdf.mutual-learning-employment.net/pdf/portugal05/GovernmentPaper.pdf
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mobility. The target groups include people in employment, job seekers and volunteer 

workers who have all at least three years of professional experience in the respective field.  

The VAE is implemented on three levels: On the national level, a public body (DGEFP) 

supports and manages the inter-ministerial VAE Development Committee, which is 

gathering all the ministries concerned by the VAE. 

On the regional level action plans for development of VAE are drawn according to 

territorial employment policies in cooperation with the regional public employment 

services. Finally, the policy is implemented and the terms of reference ('cahiers de 

charges') are elaborated on a local level (e.g. reinforced support for the candidates, 

mobilization of local stakeholders). 

After having received the opinion of the national certification joint commission, the 

certificates are embodied in a national repertory of professional certification. The 

certifications delivered by the public authority are systematically registered in this 

national repertory. 

Since 2005, regional information networks are providing information on VAE. Interested 

candidates can send their written applications to the authority responsible for the 

certification delivery, which then assess whether the candidate meets the access 

conditions. If the application is successful, the candidate is, on request, granted support 

and counseling for preparing his or her dossier. Finally the candidate is assessed by a jury 

on the basis of the dossier and/or a simulated professional situation as well as individual 

interview.      

In as much as the validation process for VAE is concerned, the validation of experience 

constitutes a way to acquire a certification along the same lines of scholastic and 

university channels, apprenticeship and continuing professional education. The 

certifications obtained by this process have the same value as the other modes of 

examination of skills, aptitudes and competencies
13

. 

 

 

6. Supporting lifelong learning through career counseling and guidance in Latvia 

The underlying objective of providing guidance and counselling services is to prevent 

unemployment. However, the target group for career counselling services is rather broad, 

including school age children, young people, the working population, unemployed and 

                                                
13 For more information on the scheme, please see: http://pdf.mutual-learning-

employment.net/pdf/FR07/discussion_paper_FR07.pdf , http://pdf.mutual-learning-

employment.net/pdf/FR07/Official%20paper_FR07.pdf  

http://pdf.mutual-learning-employment.net/pdf/FR07/discussion_paper_FR07.pdf
http://pdf.mutual-learning-employment.net/pdf/FR07/discussion_paper_FR07.pdf
http://pdf.mutual-learning-employment.net/pdf/FR07/Official%20paper_FR07.pdf
http://pdf.mutual-learning-employment.net/pdf/FR07/Official%20paper_FR07.pdf
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job seekers, disabled people, and people who are less competitive in the labour market. A 

distinct feature of policy in Latvia is that, according to Latvian law, each person has a 

right to guidance and counselling services free of charge. 

Guidance and counselling services in Latvia are mostly provided by a number of state 

institutions. Little information is available about private provision of such services, and 

the role of the private sector is thought to be negligible. The policy is mostly financed 

from central and local governments’ budgets. An important recent development has been 

the use of the European Structural Funds to implement certain projects and programmes 

in this area. For example, the Ministry of Education and Science, with support from the 

European Social Funds (ESF), is implementing the National Programme “Fostering 

Guidance, Counselling and Careers Education within the Educational Sector.” The 

Programme is focused on upgrading the skills of guidance practitioners, developing 

methodological materials in guidance and counselling, and training new counsellors. The 

Ministry of Welfare is also implementing a number of projects in the field of guidance 

that are co-financed by the ESF. 

Overall, six organisations in the two ministries are directly mandated to deliver lifelong 

guidance services. These are, the Professional Career Counselling State Agency 

(PCCSA), the State Employment Agency (SEA), the Social Integration Centre (SIC), the 

National Resource Centre for Vocational Guidance, the Vocational Education 

Development Agency, and the National Youth Initiative Centre. In general, the Ministry 

of Welfare is responsible for guidance services for adults, whereas the Ministry of 

Education and Science is responsible for guidance services for children and young adults. 

• The Professional Career Counselling State Agency (PCCSA), with 20 regional centres, 

is the leading organization in the area of guidance and counselling in Latvia. The agency 

specializes in providing guidance and counselling services for the general public, both for 

young people and adults. There is also co-operation with the SEA. 

• The State Employment Agency (SEA) is tasked with providing guidance and 

counselling services for the unemployed. The services provided include psychological 

consultations, vocational guidance, legal advice, and facilitation of job application skills. 

However, the unemployed are often sent to the PCCSA for individual counselling. The 

agency also participates in implementation of the ESF National Programme “Support for 

the implementation of active employment measures” (in 2004 – 2006), which include 

competitiveness raising measures. Individual guidance services constitute one such 

measure, whereby qualified experts (psychologists, lawyers, economists, civil servants, 

teachers, etc.)  provide individual guidance for unemployed people and jobseekers, free 

of charge. 
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• The Social Integration Centre (SIC) is a training and professional rehabilitation centre 

for people with special needs. 

• The Vocational Education Development Agency (VEDA) is a second level intermediary 

institution tasked with facilitating education and science policy through implementation 

of the programmes and projects financed by the European Social Fund. In essence, this 

agency is developing courses and modules for training practitioners, as well as 

methodological materials and tools in the field of guidance and counselling. VEDA has 

received more than 1.5 million Euro in ESF funding to foster the implementation of 

vocational guidance provision and careers education in 2005-2007. 

• The National Resource Centre for Vocational Guidance (NRCVG) is an information 

resource for guidance and counselling practitioners that operates as a structural unit 

within the VEDA. It is tasked with ensuring regular information exchange with 

vocational guidance institutions and other centres in Europe. The centre collects and 

disseminates information about the labour market, education and training opportunities in 

Latvia, and other EU countries. 

• The National Youth Initiative Centre (NYIC) organizes seminars in the framework of 

regional youth information days. It provides informal guidance and counselling services 

for young people through the Children and Youth Interest Centres and also for adults, 

through the Centres of Continuing Education. 

Although there are no evaluation data on the guidance and counselling services in Latvia, 

the percentage of drop-outs from adult education courses has decreased, suggesting 

greater effectiveness of adult education. Guidance and counselling services have been the 

most demanded professional orientation services. Most (74.3%) of the unemployed 

registered with the SEA participate in the competitiveness raising measures (e.g. 

guidance and counselling activities). The number of PCCSA clients in 2004 has increased 

by 5.5%, as compared with 2003. Most notably, the amount of PCCSA services delivered 

to women returning from maternity leave in 2004 has increased considerably, as 

compared with the previous year (692 persons in 2004 compared to 118 in 2003). In 

general, 67.2% of the agency’s clients were women
14

. 

 

 

                                                
14

 Information on Supporting lifelong learning through the development of guidance services in 

Latvia is available at: http://pdf.mutual-learning-
employment.net/pdf/latvia05/DiscussionPaper.pdf  
 

http://pdf.mutual-learning-employment.net/pdf/latvia05/DiscussionPaper.pdf
http://pdf.mutual-learning-employment.net/pdf/latvia05/DiscussionPaper.pdf
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7. The Finnish approach to labour market forecasting and the anticipation of educational 

needs 

This approach is based on two components: a/ 1) a long-term labour force model, which 

is constructed within the framework of a model of the national economy, and which 

produces both demand side (employment level by sector ) and supply side (labour force) 

scenarios, and b/ a model for the anticipation of educational needs, which aims to achieve 

a better balance between the economy and the  need for a skilled workforce on the one 

hand, and the supply of vocationally-oriented education and training on the other hand. 

The long-term labour force model is set in the context of the national economy, which 

takes account not simply of labour market questions, but also of wider issues relating to 

globalization and sustainable development. 

The model generates labour force and employment scenarios (up to 2025) at sectoral 

level, which hare based on demand and supply-side estimates and the relationship 

between the two. 

The supply side of the model is derived from official population forecasts (from Statistics 

Finland) which are used to generate estimates of activity rates (by age and gender) taking 

account of a) factors affecting specific age groups (e.g. education participation, domestic 

work, disability retirement); b) cohort effects; and c) demand-side influences (job 

availability, discouragement effects, working time and part-time work availability). 

The demand side of the model is linked to a full macro-econometric model which 

generates estimates of GDP growth. Once labour productivity (at sectoral level) is taken 

into account, this in turn generates estimates of hours worked, and then overall 

employment levels by sector. 

The model also allows for the interaction between the demand and supply side of the 

labour market. Thus demand-driven growth in output is limited by labour productivity 

and (at low levels of unemployment) by available labour supply, while the potential 

labour force is also influenced by the effectiveness of labour market matching of skills to 

demand, and the level of immigration. 

Two kinds of scenarios are generated from the model: 

-a ‘basic scenario’ which outlines the most probable development path of the labour 

market, and 

-a ‘target scenario’, which reflects a path incorporating a number of ‘desirable’ 

assumptions (e.g. regarding high levels of employment, productivity and job quality, and 

low unemployment in the context of sustainable development). 
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In constructing these scenarios, a range of sensitivity calculations are undertaken, with 

different assumptions about, for example: the rate of output growth; the rate of 

productivity growth; population trends; participation rates etc. The scenarios are used to 

feed into: economic and employment strategy and policy-making in Finland; the 

assessment of labour force, educational and skill needs; and regional development plans. 

With respect to the Finnish approach to anticipating education and skill needs, the key 

objectives are: 

- To achieve a better balance between the supply of vocationally-oriented education and 

training, and the need for a skilled workforce; 

- To support decision-making at all levels, when planning and organizing vocational 

education and training; and 

- To provide quantitative information (derived from the long-term labour force forecasts) 

on the needs for upper secondary vocational education, and higher professional education 

and training. 

A key element is the use of forecasts of the demand for labour by occupational group 

together with a ‘correspondence key’ (which links occupations and the requirement for 

educational qualifications), and a range of assumptions about labour wastage and 

turnover, to generate forecasts of the demand for new labour by sub-field and level of 

education. These forecasts are, in turn, combined with data on student entrants, drop-outs 

and flows in the education system, and demographic forecasts of the size and 

composition of the relevant age groups, to make estimates of the education system’s 

‘intake needs’ of young people according to the sub-field and level of education
15

. 

 

8. Advanced Vocational Education in Sweden 

The Advanced Vocational Education (AVE) programme was launched by the Ministry of 

Education and Science in 1996 in response to a perceived need for a new form of post-

secondary vocational education. The main objectives of the initiative were, on the one 

hand, to respond to companies’ needs for up to-date vocational skills and create good 

conditions for business development in Sweden. On the other, they were to offer young 

people the opportunity to participate in a high level vocational form of postsecondary 

education which would provide real chances of finding a job. A further objective has 

been to provide opportunities for lifelong learning for those wishing to update their skills. 

                                                
15 A description of the Finnish system of labour market forecasting is available at: http://pdf.mutual-

learning-employment.net/pdf/finland06/DiscussionPaper.pdf  

http://pdf.mutual-learning-employment.net/pdf/finland06/DiscussionPaper.pdf
http://pdf.mutual-learning-employment.net/pdf/finland06/DiscussionPaper.pdf
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The programme also aims to influence imbalances in gender distribution and ethnicity 

within professions and at the workplace. 

In the 1970s in Sweden there was a comprehensive but diversified system of 

postsecondary education. Post-secondary programmes were linked to universities and the 

connection with research and academia was very important. The late 1980s saw a rapid 

expansion of higher education and the range of courses available in Sweden. However, 

many of these were not corresponding to the needs of the Swedish labour market and 

there was a patent lack of post-secondary education with a link to working life. The 

situation was exacerbated by the increasingly rapid developments in new technologies (in 

particular in the field of ICT) and the structural changes taking place in the Swedish 

industries and regions. 

It was the employers (then the Swedish Employers’ Confederation and now the 

Confederation of Swedish Enterprises) who first acted on the need to remedy this 

situation and presented the Government with a concrete proposal. The Confederation of 

Swedish Enterprises described how this initiative came about: In January 1994, a group 

of education specialists from different sectors of industry prepared and presented the so-

called Green Report on “Technical Competence for Tomorrow’s Companies”. The report 

included 10 suggestions of how to improve education (in particular in the natural sciences 

and in technical subjects) from the primary to the tertiary levels in the interest of industry. 

This was presented to the then education minister who liked the ideas and set up a 

working group in April of the same year (1994). The working group continued under the 

new government following the 1994 election, and presented the results of its work in 

March the following year. In 1996 AVE was launched as a pilot scheme. The short time it 

took to implement AVE is an indication of the time being ripe for it. 

The specific conditions and trends in working life and the business sector, on which the 

commission based its conclusions were as follows: 

- New patterns in the demand on both domestic and global markets led to radical 

structural changes in industries and companies. 

- Rapid technological development and new information technology and automation 

created a considerable need for skills development and new recruitment. 

- Flatter work organisations with positions demanding broader skills and working teams 

having greater areas of responsibility also led to new and changed skill needs in 

companies. 

Advanced vocational education was a neglected area in the nineties in Sweden. There 

were hardly any possibilities for students from vocational study programmes to go on to 
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higher education after completing the upper secondary level. With the need of 

continuously updating and renewal of skills, different strategies for and approaches to 

lifelong learning had to be developed. One of the objectives of the AVE programme was 

to bridge the gap between theoretical and practical knowledge. 

From the beginning, the social partners were involved in the development of the 

Advanced Vocational Education programme in Sweden. The employers in particular 

have demonstrated their commitment to the programme and continue to provide ideas and 

suggestions for its development. Given the situation prior to AVE where surveys showed 

that two thirds of companies looking to recruit either experienced considerable 

difficulties or failed altogether, they see AVE as a chance to pursue a long-term, effective 

recruitment policy. Those companies which have actively participated in AVE by 

offering students internships have expressed satisfaction with the results. 

The concrete proposals for the design of the pilot AVE scheme launched in 1996 were 

drafted by a government commission of enquiry in 1994-95. The commission was headed 

by the director of training at Volvo in Skövde and involved key stakeholders from both 

labour market and student organisations. A small-scale pilot scheme was launched in 

1996 under the direction of a committee made up of politicians, representatives of 

educational bodies and labour market actors. A central secretariat was given the 

responsibility for the financial and administrative management and for the quality control 

issues of the scheme. 

Key features of the AVE scheme were the combination of theoretical schooling and 

practical experience from the work-place. Instead of investing in an infrastructure, the 

AVE scheme was based on procurement of educational programmes for limited periods 

of time. This approach enables greater flexibility for changing the supply of educational 

programmes according to the demand of the labour market. The close co-operation with 

the actors in the labour market enabled the AVE scheme to respond to the needs of skills 

in the labour market. 

The pilot scheme showed that such flexible and demand-lead forms of education were 

very much in demand from both employers and students. It responded to the needs and 

expectations of both parties and was found to be much more relevant than traditional 

courses in preparing students for the labour market. The longer the pilot scheme went on, 

the greater its acceptance and credibility. When the results of the initial evaluation were 

published, there remained little doubt that this was a form of education for the future. 

In 2002, AVE became an integrated part of the normal state education system. The 

Swedish government has the formal responsibility for AVE and issues the regulations 

that govern the design, implementation and evaluation of AVE programmes and courses. 
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The government also supplies the grants for the students and for the planning and 

implementation of the courses. The latter vary in cost depending on length and content 

but usually cost somewhere between 3,000 and 7,000 Euro per student place per year (40 

weeks). 

AVE was conceived as a post-secondary form of education for both young people 

coming directly from upper-secondary school and for older active professionals who 

want to update and supplement their vocational skills. Students pay no fees but have to 

provide for their living costs. They are, however, entitled to the same grants and study 

loans as university students which amount to approximately 800 Euro a month. 

Providers can be upper-secondary schools, adult education centres, private training 

companies, and higher education institutes. 

Since 2002, the administration of AVE has been carried out by a newly created agency 

(AVE Agency) in Hässleholm. It is responsible for the allocation of funds to those 

courses judged to be most urgently needed by the labour market and sectors of industry. 

It is responsible for the dissemination subsidies for the running of the courses, carrying 

out quality assessments and supervising the programmes. 

For a programme to be eligible for approval, it must contain the following elements: 

 - An assessment of how relevant the programme is on the labour market 

  -A draft study plan with clear educational objectives 

  -Details as to the scope of the programme 

  -Design and organisation of the programme 

  -Orientation, organisation and scope of the work-integrated learning component of the 

programme 

  -Details of the necessary previous knowledge and the selection criteria to be applied 

  -Grading principles as well as objectives and requirements that are valid for obtaining 

an advanced vocational qualification. 

Programme directors also have to provide details of how the quality of the programme 

will be assured. 

The agency is small with only fifteen staff altogether, 8 of which are senior civil servants 

and 7 of which are administrative personnel. The agency costs around 2% of the overall 

budget of the AVE programme – very low compared to other educational bodies. It is 

presided over by a board on which the major stakeholders are represented: universities 
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and institutes of higher education, the public education system, and student 

representatives. 

The key factor in the success of the AVE programme is that it remains demand-lead in 

spite of having been “institutionalized”. It is the employers who provide the work 

placements which are crucial to the course and the supply of these is a key indicator of 

whether the skills are needed or not. If placements are not offered then the courses are cut 

back or withdrawn altogether. This is what happened to the ICT course offered by the 

Municipality of Nynäshamm (teliT). 

The evaluations of AVE differ from standard evaluations of educational programmes in 

that they look at outcomes in terms of students finding jobs rather than outputs in terms 

of qualifications achieved. The last survey conducted among students who had left AVE 

revealed the following: 

  -More than 90 per cent of the students completed their courses and received diplomas 

  -16 per cent of those who completed an AVE course went on to further study (9 per cent 

to higher education) 

  -Approximately 80 per cent were gainfully employed: one third by those companies in 

which they had done their placement and 5 per cent as sole proprietors 

  -Two thirds were active in their field of study 

  -Three quarters felt that their AVE course contributed to them receiving more 

interesting and higher level work 

  -Less than half felt that their diploma had lead to increased income 

  -Approximately 80 per cent felt that the balance between theory and practice had been 

good and that both were of the appropriate length 

  The level of satisfaction with the programme varied depending on the sector of the 

courses taken. Least satisfied were those in the IT and environmental fields (just over 50 

per cent) and most satisfied were those in the health care sector (83 per cent). The lesser 

satisfaction of those in the IT field could well be related to the sharp decline in job 

opportunities in this sector in the past year or so. 

There has been no comparable follow-up of the employers and their opinion of the 

quality of the skills of the AVE graduates but since the employers are on the board of the 

programme it is assumed that if they were not satisfied they would be doing – or at least 

saying – something about it. Their feedback comes in terms of their inputs into the 

development of the programme. 
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10. Concluding remarks 

From the preceding analysis a number of findings emerged, including the following: 

  

 .In 2006, just 1, 9 per cent of the population aged 25-64 participated in life-long 

learning activities, comparing unfavourably with the average for EU27 (9, 6 per 

cent), as well as with the average for EU-15 (11, 1 per cent). The incidence of 

participation recorded for Greece by Eurostat is the lowest among all EU member 

states, with the exception of Bulgaria and Romania (Section 2). 

 Participation rates drop monotonically with age. The incidence of participation 

starts at relatively high levels (5, 1 per cent for the 25-34 age group), dropping 

abruptly to 1, 4 per cent for the 35-44 age group, and from there on, to very low 

levels (0, 4 per cent for the 45-54 age group). Participation of the older population 

(age group 55-64) is practically negligible. A similar trend is observed as regards 

the average for EU-27, although the decline of the participation rate is not as 

abrupt as in the case of Greece (Section 2). 

  Educational attainment appears to be positively correlated with participation in 

education and training. The incidence of participation ranges from just 0, 3 per 

cent for those with low educational attainment to 3, 9 per cent for those with high 

education level. Those with medium education level occupy an intermediate 

position (2, 6 per cent). 

 According to the data, the overall participation rate in lifelong learning almost 

doubled between 2000 and 2006 (the recorded increase was 90 per cent), while it 

has more than doubled during the last decade (during 1995-2006 the rate 

increased by 111 per cent). During the same time period (2000-2006), the average 

rate for EU 27 increased by 35 per cent (Section 2). 

 Another set of data (Eurostat’s 2003 Survey) reveals that in all, more than one 

million adults received some education during 2002. The vast majority of these 

persons (78, 14 per cent) were employed workers participating in informal 

learning. In all, more than eight out of ten (81, 4 per cent) of the participants took 

part in informal education activities, utilizing for that purpose self-studying 

techniques. Next in importance appears to be the non-formal education strand. 

Typically, non-formal education targets the unemployed and the inactive, yet 

more than eight out of ten participants (83 per cent) are employed workers. The 

unemployed and the inactive complete the scene with smaller shares (7, 8 and 9, 2 
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per cent respectively). Finally, formal education appears to be almost exclusively 

associated with young people (Section 3). 

 Among the factors affecting participation, the educational level appears to be the 

most influential variable, followed by age. Occupation, location and sector of 

economic activity also play important roles. Highly qualified workers employed 

in the service sector participate much more often than the remaining workers. A 

sizeable part of non-formal education takes place outside paid hours, while a 

respectable segment of participants states personal and social reasons as motives 

for participation. In terms of intensity of efforts (as approximated by volume of 

training), Greece is classified among the countries with relatively high intensity 

(Section 3).  

   An analysis of job-related training figures reveals that training enterprises and 

training participation rates in Greece are among the lowest in the Community. 

This appears to be associated with the very small average size of the Greek 

enterprise, given that the levels of training provision among medium-sized and 

especially among the small enterprises in Greece are low. Non-training 

enterprises have cited specific reasons for not providing training and notably, time 

and cost considerations. An analysis of training expenditure (as approximated on 

the basis of indicators such as cost per training hour, or cost per participant), has 

revealed that the provision of training is relatively more expensive for small 

enterprises than for big ones (Section 4).  

 On a brighter side, many Greek enterprises have a specific person or unit 

responsible for training, most assess their skill needs and almost all of them 

perform evaluations regularly. In addition, Greek enterprises appear to utilize 

public support measures on a greater scale than enterprises in most other countries. 

Two sectors stand out from the rest, as far as training is concerned: financial 

intermediation and real estate and other business activities. Training is 

disproportionately concentrated in these two sectors and this has certain 

implications. These two sectors are today probably the most dynamic in Greece, 

producing a value added which is many times the national average. Two specific 

characteristics of these two sectors is that education requirements are high and 

that training gets substantial support in the form of financial subsidies towards the 

costs of training persons employed  (Section 4).  

 Certain subgroups of the population, such as the low skilled, the older people and 

those living in rural areas are unlikely to participate in education and training. It is 

likely that specific features of the Greek society and economy are directly 
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associated with the low penetration of LLL. First, for certain historical and 

cultural reasons, there is a great demand for formal qualifications in Greece, 

rather than a demand for investments in knowledge. Second, the level of 

educational attainment of the adult segment of the population is low. The older 

generations in particular often have reading and writing disabilities and lack the 

basic skills (e.g. the ability to count or computer skills) that would enable them to 

participate in education and training. Third, it is likely that certain organizational 

features of the Greek education and training systems, such as 

compartmentalization and fragmented governance have resulted in a complex 

system that lacks transparency. Finally, there is a general lack of information on 

LLL offers and services. Moreover, the people who have the greatest need to 

participate in education and training (e.g. school drop-outs, people without 

qualifications, immigrants, etc), appear to have even more severe problems in 

accessing guidance and counselling services (Section 5). 

 With respect to continuing vocational training, the structure of enterprises and 

specific institutional arrangements hardly aid the pursuit of training and 

innovation. The great bulk of enterprises are very small, family run firms, often 

unable to afford training. In addition, the absence of a system of official 

recognition of non-formal and informal learning constitutes a major shortcoming 

in the propensity to participate in training. Professional qualifications of adults 

acquired during professional activities or independent learning are still not 

formally valuated or recognised. This reduces learning attractiveness and has an 

impact on competitiveness. Further, as long as the achievements of learners are 

undervalued, their motivation to seek new competences (through non-formal 

education and training) is reduced (Section 5).   

 Formal education targeted to adults is provided by Second chance schools (at the 

secondary level) and by the Open University (at the tertiary level). Non-formal 

vocational education and training is provided by a number of Bodies, enterprises 

and institutions, the most important being The General Secretariat for Adult 

Education (GSAE) and the Manpower Employment Organisation (OAED).The 

Education Departments of various Ministries also plan vocational training 

programmes both for the unemployed and the in-house employees (Section 6). 

 The number of persons participating in any kind of lifelong learning activity has 

risen impressively during the 2000-2007 period. In fact, the increase was so 

substantial, that one is entitled to say that Greece, starting practically from scratch 

has eventually managed to build a system of LLL provision (Section 7).   
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 As regards expenditure on LLL, the contribution of European resources is of 

paramount importance. The cost of all GSAE’s educational programmes for the 

period 2004-2007 was estimated at 84.789.712 Euros. Of this total, 53.263.409 

Euros (62, 8 per cent) came from the Structural Funds. Similarly, the cost for 

building infrastructure during the same period was estimated at 22.551.901 Euros, 

out of which 14.239.667 Euros (63 per cent) were contributions from the 

European Union. The recorded development and recent expansion of the LLL 

system therefore has been largely based on EU assistance (Section 7).   

 Training statistics are somewhat deficient in Greece, as it is only the co-financed 

activities that are being monitored. According to the NRP Progress Report for 

2007, job-related training involved some 82.759 persons in 2006. Of these, 33.366 

were employees in small and medium-sized enterprises, 10.285 were unemployed, 

5.064 were self-employed and 34.044 were state employees. As there is no 

indication that these figures vary significantly from year to year, it may be 

deducted that it is mainly the further adult education LLL stream that is gaining 

ground currently in Greece (Section 7).   

 Recent policy developments include a new framework law on LLL (Law 

3369/2005), the gradual activation of the National System for linking Vocational 

Education with Employment (Law 3191/2003) and the establishment of Institutes 

of Lifelong Education within Universities and Higher Technological Institutions 

(TEIs). In addition, an International University is being established and efforts to 

create a common accreditation system in vocational training continue. Another 

important provision involves the development of job profiles. These are currently 

being developed by special committees comprising mostly of social partner 

representatives and their use in training programmes will be mandatory. Finally, a 

centre for the development and management of the lifelong learning programmes 

is to be established (Section 7).     

 Various studies have shown that the impact of training on at least one aspect of 

the issue, that of enhancing employability, is generally low. This however may 

have more to do with the structure of the Greek labour market (exhibiting several 

rigidities) and less with quality of delivered training (Section 8). 

 Policies and measures in the field of LLL being developed currently by member 

states, aim at improving access and coverage and enhancing impact, while 

addressing national specificities. Training vouchers (Germany, Italy) combined 

with individual training plans and learners accounts (UK), constitute interesting 
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and innovative approaches, among others. Experience shows however that 

experimentation should go hand in hand with evaluation (Section 9). 

In conclusion, Greece is making progress in developing and sustaining a coherent 

national strategy on lifelong learning. Challenges ahead include putting all the 

components in place (especially adopting a national qualifications framework and a 

system for the validation of non-formal and informal learning), locating and earmarking 

sufficient resources and balancing financial responsibility between the state, employers 

and individuals. 

The role of the ESF in co financing education and training activities is very important and 

should not be under estimated. This is particularly evident in areas such as further adult 

learning, where an impressive expansion has occurred in the last few years. This 

expansion was largely based on ESF assistance. The impact of ESF could be further 

improved by placing a stronger emphasis on the areas Greece is lagging behind. Three 

such areas, for example, are: mechanisms for early identification of skill needs, quality 

management and guidance and counselling services for adults. Above all however, ESF 

should be used to support training activities in micro and small enterprises, where 

according to evidence training needs are significant and training can have a real impact 

on labour productivity.  
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