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About the Center for Innovative Education

How the Center for 
Innovative Education  
- CIE works?

The CenTer fulfils iTs 
objeCTives Through:

 > Creating partnerships between higher education institutions, 
vocational learning centers, local and regional authorities 
aiming at their international development and having 
positive influence on the local and regional labour market.

 > Forming and participating in transnational consortia for 
EU funded projects aiming at labour market enhancement.

 > Sharing and promoting good practices and generating 
opportunities to develop educative innovations expected by 
the employers i.e. through organisation of the New Education 
Forum in Brussels and its Regional Meetings (Warsaw, Berlin, 
Turin, Edinburgh, Sopot, Opole, Poznań, Aberdeen).

 > Developing CIE’s own solutions and offering workshops 
for teachers and trainers, i.e. “Transversal competencies 
in outdoors”, “Vocational schools support”, “Mentor”.

What is the purpose 
of CIE creation?
The Center emerged as an evolution of the international 
platform for social innovation Konkordia (2009 – 2015) 
with the goal to increase the effectiveness of partnerships 
between education systems and labour market stakeholders.

Three areas of Cie’s 
speCializaTion are:

1. Innovative learning methods, especially in vocational 
learning and training, including quick learning pathways

2. Transversal competencies development in youth, 
especially through Outdoor Learning

3. Talent development and management.

What is CIE?
Created in 2015, the Center is a Foundation 
working at the European level with legal seat 
in Warsaw, Poland and off ice in Zaragoza, Spain.

Our MISSION is 
to reduce the imbalances between education system  
and labour market in the European regions and cities, 
especially those risking depopulation.

Our VISION is:

 > To be the leader in developing and promoting innovative 
education tools, which have an effective and measurable 
influence on the European regions and cities.

 > To advise regional and local governments in tailor-made 
development and implementation of such tools.

 > To be a reference point at global level f inding solutions 
for regions and cities meeting labour market challenges.
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It is my true pleasure to welcome all the participants to the fourth New Education Forum.

This year’s Forum reaches to the topic of the so-called NEETs - young people not engaged in 
education, employment or training. Their situation presents a challenge for all European regions. 
According to the Eurofund, currently 14.2% of the EU population aged 15–29 are NEETs.  
This youth should be building the future of Europe. Instead they are left behind.

Thanks to the hard work of the New Education Forum network it will be possible to adapt 
innovative program of Outdoor Learning in three European countries: Poland, Spain and Ireland. 
Almost 1,000 young people across Europe will have possibility to get out of the NEET trap 
and find individual pathways to their educational and career development. This project, called 
“From Outdoors to Labour Market” shows that the Forum serves as an important ground for 
connecting experts, decision makers and other institutions dedicated to solve the problem of 
NEET persons.

In the times of the European economy’s growth, it is especially essential to reengage the youth 
into the society and introduce them into the labour market. Boosting employment rates lies 
at the heart of the European Parliament’s agenda. We have to seek new ways to strengthen 
connection between learning models and training systems and labour markets and we should 
achieve this through the EU institutions as well as through non-governmental initiatives, such as 
the one elaborated by the New Education Forum. 

Having in mind the achievements of the previous Forums such as “Smart Education Indicators” 
and “From Outdoors to Labour Market” projects I am looking forward to seeing the results of 
this year’s Forum. I do not have any doubts that the outcomes will constitute valuable models 
for a societal engagement of our youth. I would like to wish you all fruitful discussions as well as 
other equally valuable projects to come in the future.   

Professor Jerzy Buzek

Member of the European Parliament,  
Chair of the Committee on Industry,  
Scientif ic research an Energy,  
Former Prime Minister of the Republic of Poland, 
Former Chairman of the European Parliament

Foreword
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Joanna Bochniarz
President
Center for Innovative Education

Agnieszka  
Kozłowska-Rajewicz
Member of the European 
Parliament, Member of the 
Committee on Employment 
and Social affairs

Introduction

Ladies and gentlemen,  
Dear Participants of the New Education Forum!

Every year, after several regional forums, we meet in Brussels, 
in the European Parliament, on the New Education Forum to sum 
up the outcomes of previous meetings and define future tasks. 
This year’s Forum is dedicated to some aspects of justice - how to 
make education more accessible. 

In spite of formally free and obligatory education system, we have 
in EU over 20% of people who don’t have basic skills and over 
7 million of NEETs, who dropped out school and who are neither 
in employment nor training now. Maybe in practice the system 
is not as accessible as it seems to be? Without education, these 
millions of young people are going to be economically and socially 
excluded, and European technologically advanced labour market 
will still suffer from growing shortage of skills. It is not good 
scenario for Europe, so it is necessary to f ind adequate solutions. 

We will also discuss non-formal educational trends, f lexible, 
individual paths of learning which are getting more and more 
popular. Millions of participants on the most famous MOOCs 
and open educational resources movement are notions, which 
changes the world before our eyes. How to use them in the 
current educational and training system and how to recognise skills 
developed with short, f lexible, on-line, but also off-line courses?

These very urgent questions need urgent answers - which may 
be provided only when all the stakeholders are thinking about 
solutions together. This is why the New Education Forum, which 
gathers both the academics, civil servants, NGO activists and 
politicians,  is so needed.

I’m honoured to be involved in this initiative. Today, I wish all 
NEF 2018 participants effective discussions and decisions. 

There are numbers of reasons for young people to drop out of 
school and not to undertake any job. Most of their motives are 
common through out the European Union. This is why we should 
look for solutions, which have already been proven affective and 
try to adapt them in other European regions. 

The New Education Forum – NEF gives us such opportunity. 
At NEF 2016 we promoted one of the innovative pathways 
in the scope of reengaging NEETs into society. Thanks to the 
Forum’s network it was possible to build a consortium, which 
now, with substantial f inancial help of EEA and Norway Grants 
for Youth Employment in the amount of € 3,400,000, reaches out 
to almost 1,000 youth in three European countries.

Let us expand NEF’s initiatives. Given the fact that the Forum’s 
network brings together stakeholders from all sectors engaged in 
education and labour market it is essential that during our debates 
we not only share our observations from diverse perceptions, that 
we not only concentrate on presenting our educational initiatives 
from European regions and cities.

We should also use the networking sessions of NEF to attempt 
to work out similar projects as the one we will present this year  
– “From Outdoors to Labour Market”. Encouraged by the 
Members of the European Parliament – Ambassadors of 
the New Education Forum, we should utilise their conviction that 
our projects are needed throughout Europe. We should search 
for pathways, which enable us to cooperate with each other, 
building on our strengths – know-how of NEF participants and 
mission-oriented attitude.

Next step for the New Education Forum will involve convincing 
the political decision-makers throughout Europe that projects 
based on the NEF network need their institutional support to 
become part of regional, national and European educational 
roadmaps. This pathway is rough, time consuming and challenging. 
However we have already commenced this year with active 
engagement of Cantabria Government, one of the Spanish regions. 
Let’s hope this is just the beginning of the Forum’s new chapter.
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About FOLM – “From Outdoors to Labour Market”

Aims of FOLM:
The aim of FOLM is to motivate NEETs – youth who are 
not in education, employment or training to come back 
to studies and/or labour market. 42-months project will 
involve 90 young people in pilot stage (30 in each benef iciary 
country) and 900 young people in delivery stage (300 in 
each benef iciary country), total of at least 990 youth.  
Project Partners will use the Outdoor Learning approach 
to create an alternative, appealing and engaging means 
to connect with NEETs. Through the programme parti-
cipants will recognize strengths/talents, strengthen soft 
skills, build self-esteem/self-awareness and fortify 
attitudes for employment. NEETs will then build their 
professional career paths, learn about labour changes 
and prepare for job seeking. Finally, the FOLM will 
provide job matching through outreach to employers’ 
organizations, promotion, mentoring and trail employment. Challenges FOLM 

addresses:
The main challenge this Project will address is that of lack of 
engagement of NEETs in labour market-oriented training courses. 
An inability to f ind a f irst job deflates self-esteem, which causes 
many young people to disengage from training programmes. 
Traditional intervention forms do not suff iciently address 
youth’s needs and interests, which results in a low success rate. 
NEETs need a tailored programme that keeps their interest and 
engagement while also developing life skills that enable them to (re)
enter employment. Youth need to be brought towards awareness 
and appreciation of their individual talents and skills. Formal 
education systems often fail to provide such experience, which 
makes it hard to build career paths adequate to their interests 
and capabilities. This results in higher youth unemployment. 
These challenges were diagnosed by CIE in MENTOR and 
Effective Education (http://ciedu.eu/wp-content/uploads/2016/09/
EfektywnaEdukacjaRaport.pdf ).

Some FOLM facts
Youth unemployment:

 > in Warmia – Masuria, Poland => 21,9%

 > in Cantabria, Spain => 36,1%

 > in Ireland => 12%

Finances:

Total value of FOLM exceeds € 4.000.000. 
The project “From Outdoors to Labour Market” 
benefits from a 3.400.000 € grant from Iceland, 
Liechtenstein and Norway through the EEA and 
Norway Grants Fund for Youth Employment. 

FOLM Partners:
 > in Warmia – Masuria, Poland - beneficiary country: 

Center for Innovative Education, Food Bank in Olsztyn

 > in Cantabria, Spain - beneficiary country: 
Cantabria Government, Grupo Femxa

 > in Ireland - beneficiary country:  
Limerick Institute of Technology, Universal Learning Systems

 > in Scotland – Expertise Partners:  
University of Edinburgh, Venture Trust
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Opened by: 

•	Jorge	GIMENO	PAWLOWSKI
Atland Consulting

• Welcoming the participants

• From NEF 2017 Smart Education Indicators:  
EU Cities and Regions to the indicators: Opole, Poznań, 
Aberdeen: summarising the NEF regional meetings.

•	Agnieszka	KOZŁOWSKA-RAJEWICZ	
MEP, Member, the European Parliament’s 
Committee on Employment and Social Affairs

In spite of formally free and obligatory education system, 
in EU there are over 20% of people who don’t have basic 
skills and over 7 million of NEETs. Without education, these 
millions of youth are going to be economically and socially 
excluded. Flexible, individual paths of learning, both on- line 
and off-line, may change the situation, but they are not 
recognised by educationals systems. NEF is the platform, 
which communicates all the stakeholders and decision-makers: 
experts, teachers, politicians - to f ind adequate solutions.

•	Jerzy	BUZEK
MEP, Chair, the Committee on Industry,  
Research and Energy - ITRE

Today’s youth grows up in a digitalized world. Hence, 
educating goes far beyond traditional channels of 
learning. Vir tual reality brings the outside world into the 
classroom and vice versa. Young people need to acquire 
knowledge and digital skills and it is our responsibility 
to teach them how to protect and empower themselves 
online. Equipped with such skills they will be able to 
overcome diff iculties caused by social or economic 
conditions as well as succeed in their professional lives.

•	Iwona	KASPRZYK-SOWA
Parliamentary Advisor to MEP Danuta Jazłowiecka

On 8-9.04.2018 Danuta Jazłowiecka together with CIE 
organised Regional NEF in Opole, to promote the Finnish 
educational system - one of the best in Europe. This NEF 
was an emblematic example of CIE work focused on a 
Finnish case study and its partial application in case of Polish 
2 schools in Warsaw and Łódź. NEF Opole encouraged 
bottom-up trends gradually leading to mindset change in 
approach towards students and education of NEF participants: 
school heads and teachers and representatives of Education 
department of Opole Municipality. 

Interventions from hosts and participants 
of the Regional New Education Forums: 
Promoted outcomes from the EU Regions 
and recommendations at local, regional,  
national and European level.

20:00  DINNER CLOSING 
STATEMENTS FROM 
DINNER HOSTS

•	Jorge	GIMENO	PAWLOWSKI
Atland Consulting

•	Agnieszka	KOZŁOWSKA-RAJEWICZ	
MEP, Member, the European Parliament’s 
Committee on Employment and Social Affairs

November 21st (Wednesday), 2018 
Hotel Leopold, Rue de Luxembourg 35, 1050 Brussels

Opening 
Meeting

Agenda of the annual New Education Forum

co-organized by 

Agnieszka Kozłowska-Rajewicz, MEP
18:00  WELCOMING DINNER 
            (for speakers only)  
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November 22nd (Thursday), 2018 
Conference Room 6Q1, the European Parliament

Moderator:

•	Jorge	GIMENO	PAWLOWSKI
Atland Consulting

Panellists: 

•	Brando	BENIFEI
Member of the European Parliament,  
Committee on Employment and Social Affairs

•	Maxime	CERUTTI
Director, Social Affairs Department, 
BUSINESSEUROPE

The Commission should consider in the next years how 
best to adapt its work on youth employment. The Youth 
Guarantee was designed as a response to the crisis when 
youth unemployment skyrocketed in many countries.  
Now, with improved economic and employment situations, 
it is important to reorient available resources at EU  
and national levels to address the real causes behind 
structu-rally high levels of youth unemployment in many 
EU countries. In a context of growing skills shortages across 
Europe, employers support more efforts to ensure that 
vulnerable groups have better access to the labour markets.

•	Amelia	MORGAN
Chief Executive Off icer, Venture Trust 

The Venture Trust approach to personal development 
and outdoor learning in the Scottish Highlands offers 
an innovative model for engaging young people, many 
whom struggle with multiple and complex issues 
and unemployment, to gain life skills, confidence and 
motivation as the building blocks to enter and crucially 
sustain employment. The presentation will showcase 
the model and core competencies and offer insight into 
the transferability to other countries interested in non-
traditional learning to unlock the potential of young people 
and drive greater social mobility.

9:00  OPENING STATEMENT 
FROM THE HOSTS 

•	Joanna	BOCHNIARZ
President, Center for Innovative Education

9:05  FIRST PANEL DISCUSSIONS

Topic:

NEETS:	CONSEQUENCE FROM 
DISORDERS IN THE LABOUR MARKET? 

1. Reasons for high NEETs numbers – 
disengaged generation: inadequate 
education, generation characteristics, 
changing labour market, generation gap

2. Method of engaging the NEETs in self-
development: Outdoors Learning Model – 
results and challenges, further applicability

3. European Union’s mechanisms addressing 
support of NEETs: results of the already 
enforced solutions and new ideas

4. Innovative education approaches 
making learning more accessible 
to disadvantaged groups: reaching 
potential learners by non-formal tools 

5. Former NEETs = source of qualified 
employees. Their characteristics 
and qualifications, jobs most 
searched for by former NEETs

6. Should the employers reach 
the NEETs directly?

Plenary 
Session 1

Agenda of the annual New Education Forum
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Agenda of the annual New Education Forum

•	Maggie	MURPHY
Senior Curriculum Manager, Faculty of Community 
and Flexible Learning Glasgow Kelvin College 

Glasgow Kelvin College delivers effective learning programmes, 
which are inclusive and person centred. These are designed for 
learners who face multiple and complex barriers in life, which can 
impact their ability to engage, sustain and succeed in Education. 
I will focus on the curriculum content, guidance and learner 
support, personal and pastoral support mechanisms, signposting 
and partnership working that contribute to positive and successful 
learning experience and in addition outline positive destinations 
and the impact the College experience offered.

•	Paolo	NARDI
International Affairs & Research Coordinator,  
Cometa

Excellence in education cannot be only for someone. The real 
excellence concerns the discovery of the human and professional 
value of individual people, notwith-standing their problems and 
disabilities. Since its beginning, Cometa has been dealing with 
special categories of young people including NEETs, dropouts 
and youngsters of underprivileged groups. The method is based 
on a strong personalization and a specif ic pedagogical approach, 
now recognized as the best practice in Europe.

•	Andreas	RIEPL
Head of the Federal Center of eEducation,  
Austrian Ministry of Education

eEducation Austria is an initiative of the Federal Ministry of 
Education, Science and Research on strengthening teachers’ 
and students’ digital competences spanning all school levels and 
regions. Within a period of two years more than 2200 schools 
have started participation in this network. Materials as well as 
assessments that indicate a gain of digital competencies are 
provided and being worked with. The impact of this network 
nationally and in classrooms preparing students for working 
life in our digitalized world will be part of the presentation.

10:45  COFFEE BREAK / NETWORKING

November 22nd (Thursday), 2018 
Conference Room 6Q1, the European Parliament
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November 22nd (Thursday), 2018 
Conference Room 6Q1, the European Parliament

Plenary 
Session 2

Agenda of the annual New Education Forum

11:20  SECOND PANEL DISCUSSIONS

Topic:

FLExIBLE	LEARNING	PATHWAYS:	
NON-FORMAL EDUCATION TRENDS 
OF LESS THAN 6 MONTHS, BENEFITING 
FROM INNOvATIvE TOOLS I.E. 
LEARNING ON-LINE

1. Characteristics of the flexible learning 
pathways: digital innovations or the 
labour market necessity?

2. Digital possibilities:  reaching the 
disadvantaged groups – European mission 

3. Why flexible learning pathways are 
so important? Who introduces them, 
why and who do such pathways reach?

4. How can we responsibly develop 
flexible learning pathways?

5. Public-private partnerships 
in flexible learning pathways.
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Agenda of the annual New Education Forum

Moderator:

•	Jorge	GIMENO	PAWLOWSKI

Atland Consulting

Panellists: 

•	Abhay	ADHIKARI
Director, Digital Identities

Digitally-enabled f lexible learning pathways must cater to 
students’ interests as well as their behaviours. In order to 
do this successfully, we f irst need to explore the online/
off line spaces where informal learning is already happening, 
especially if we want to innovative and increase our reach. 
Otherwise we will end up creating massive online content 
aggregators with dated interfaces that nobody wants to use.

•	Dana-Carmen	BACHMANN
Head of Unit, European Commission  
- DG Employment, Social affairs and Inclusion 

•	Patricia	GARCIA	GONZALES
Founder and President of Femxa Group

The use of methodologies that encourage soft skills provide 
proactive and resilient students, but it is also important 
to give them access to innovative technological elements 
(gamif ication, ways of acquiring job orientation). Companies 
need well-trained people who demonstrate vast capacity 
to develop their competences, adaptable to new tools, 
working in collaborative teams, reaching continuously to 
R&D in all the processes, keeping their competitiveness. 
Because business is PEOPLE and people build companies 
today and tomorrow.

•	Marta	GRACIA	BLANCO
President, EUPLA

Degree in Law (University of Zaragoza) and DEA in 
Theory of Law (KUB and FSL, Brussels). She has worked 
for more than a decade at privates companies with a 
strong technological base applied to the primary sector 
(agriculture and livestock). Since 2015 she has been mayor 
of La Almunia de Doña Godina (Zaragoza) and, therefore, 
president of the Polytechnic University School of La 
Almunia (EUPLA).

•	Sigfrido	PILONE
Director, Scuola Camerana and Piemonte Foundation 
in Aerospace/Mechatronics 

The presentation will illustrate how Scuola Camerana 
applies f lexible learning pathways to VET, for people and for 
companies, and the instruments used to make VET more 
attractive to young people and more eff icient in knowledge 
transfer, with some recommendation for the future

•	Reinhold	WEIß
Professor, former Deputy President, BIBB

Flexible learning pathways need a framework of consulting 
and guidance services, reliable training offers as well as 
standardized and regulated VET-structures. The dual 
system offers a compromise between f lexibility and 
standardization. It is characterized by f lexible learning 
pathways for learners and a f lexible organization of training 
for companies. VET in Germany has to qualify for a wide 
range of jobs in different sectors and not just for a few 
jobs in a single company. The aim of training is to qualify 
apprentices to autonomously plan, realize and evaluate their 
professional acting.

12:55  CLOSING SPEECHES

November 22nd (Thursday), 2018 
Conference Room 6Q1, the European Parliament
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Jerzy BUZEK
MEP, Committee on Industry,  
Research and Energy

Maxime CERUTTI
Director, Social Affairs Department, 
BUSINESSEUROPE

Brando BENIFEI
Member of the European Parliament,  
Committee on Employment  
and Social Affairs

European Federalist whose main fields of legislative work in the 
EP are Employment and social affairs and Foreign affairs. He is 
co-chair of the Youth Intergroup and vice-chair of the Disability 
Intergroup. He was responsible for key reports on the social 
inclusion and integration of refugees into the EU labour market; 
youth employment policy such as the Youth Guarantee and the 
Youth Employment Initiative; digitalisation and rights of persons 
with disabilities.

Joanna BOCHNIARZ
President, the Center  
for Innovative Education

Since 2004 she is a creator of educational programs addressed 
to school communities, business and national and regional 
governments. Previously she was the President of the Roman 
Czernecki Education Foundation (2010- 2015) and a business 
lawyer at the international law firm Chadbourne&Parke 
(1994-2009). She is University of Warsaw and ESADE 
Business School alumni.

Former Prime Minister of Poland and former President of the 
European Parliament. MEP since 2004, he is currently chairing 
the EP’s Committee on Industry, Research and Energy and 
the Conference of Committee Chairs. Initiator of the European 
Energy Community, former rapporteur for 7th Research 
Framework Program, SET Plan and EU Internal Energy Market 
and current rapporteur on the Security of Gas Supply regulation.

He was appointed Director of BUSINESSEUROPE’s Social  
Affairs department in January 2012. He is responsible for 
a diverse portfolio of social affairs and labour market  
policy issues as well as the day-to-day management of the  
department. He also coordinates BUSINESSEUROPE’s  
engagement as a social partner in the context 
of the European social dialogue.

Dana-Carmen 

BACHMANN
Head of Unit, European 
Commission - DG Employment, 
Social affairs and Inclusion

Abhay ADHIKARI
PHD, Founder, Digital Identities

Since 01.2015 Head of unitin charge of Vocational Education and 
Training, Apprenticeships and Adult Learning at DG Employment 
of the EC, responsible for working with Member States, social 
partners and stakeholders for developing and implementing 
policies that help empower citizens so they can play an active 
role in society. Successful initiatives include the Upskilling 
Pathways for Adults, the European Vocational Skills Week.

He has run Storytelling Labs in 12 countries with organisations 
such as Google and the Guardian. Abhay also leads the Urban 
Sustainable Lab, which is one of UK’s 50 New Radical Projects. 
He has written on digital culture and speaks at events such as 
Battle of Ideas and FutureEverything.

Speakers
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Amelia MORGAN
Chief Executive Officer,  
Venture Trust

She joined VT over 8 years ago, building upon 17 years’ 
experience in the public and charity sectors. She has worked 
on a range of programmes in nature conservation and 
connecting people with nature, and as CEO of Yorkshire 
Universities leading on collaborative initiatives – widening 
access to university, graduate talent and knowledge exchange.

Patricia 
GARCIA GONZALES 
Founder and President  
of Femxa Group

Jorge  
GIMENO PAWLOWSKI
CEO, the Center for  
Innovative Education

Iwona  
KASPRZyK-SOWA 
Parliamentary Advisor  
to MEP Danuta Jazłowiecka 

Founder of Grupo Femxa, Spanish company that has trained 
440,000 students in 18 years and managed 1300 training 
projects. Patricia participates in the share capital of different 
companies: Compring, Tagtum, Clicua, CO2 and Mykaton. 
Graduated in English philology, AMP by the Instituto de 
Empresa and Expertise on Methodology Development in 
e-learning Training by the UNED. She collaborates with the 
University of Vigo and the Association of Businessmen of Galicia.

He is in charge of international relations of CIE and consortia 
coordinator. He is a project developer, events coordinator 
and is actively engaged in supporting Mountain regions, i.e. 
under RIS3 parameters. He is ESADE Business School alumni.

She works on Committees on Employment and Social Affairs, 
and Women’s Rights and Gender Equality. Former member 
of the Polish Parliament, in which she served on committees 
on education and health. In 2012-2014 she worked as the 
Government Plenipotentiary for Treatment in the position 
of Secretary of State in the Prime Minister’s Chancellery.

Political advisor in the European Parliament since 2010, 
working for the MEP Danuta Jazłowiecka, mainly re. the 
Committee on Employment and Social Affairs. Specialised in 
the field of work and services mobility in EU internal market, 
main focus on posting of workers. Currently advising on 
Mobility Package. Graduate of Universita’ degli Studi di Perugia 
and Universita’ degli Studi di Roma La Sapienza.

Marta  
GRACIA BLANCO
President, EUPLA

Degree in Law (University of Zaragoza) and DEA in Theory of 
Law (KUB and FSL, Brussels). She has worked for more than 
a decade at privates companies with a strong technological 
base applied to the primary sector (agriculture and livestock). 
Since 2015 she has been mayor of La Almunia de Doña Godina 
(Zaragoza) and, therefore, president of the Polytechnic 
University School of La Almunia (EUPLA).

Speakers

Agnieszka  
KOZŁOWSKA-RAJEWICZ
Member of the European Parliament 
and of itsCommittee on Employment 
and  Social Affairs
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Sigfrido PILONE
Director, Scuola Camerana and 
Piemonte Foundation in Aerospace/
Mechatronics

An Engineer, graduate of 1989 from the Polytechnic of Turin. 
He then experienced, as industrial entrepreneur, the hybridi-
zation of Artificial Intelligence concepts to automatic systems 
and people management. Later he became head of production  
in a medium-sized company of luxury writing articles, and 
then head of marketing at Scuola Camerana, the VET centre 
founded by Turin’s Industrial Association, Mechanic 
/Mechatronic Group and Chamber of Commerce. 

Andreas RIEPL
Head of the Federal Center 
of eEducation Austria 

Head of Federal Center eEducation Austria (eeducation.at),  
Teacher at the University College of Teacher Education 
(ph-ooe.at), Teacher at College for Business Administration 
Steyr (www.hak-steyr.at), consultant for the Austrian Federal 
Ministry of Education, Science and Research & national eCOOL 
coordinator for cooperative open learning.

Speakers

Reinhold WEIß
Professor,  
former Deputy President, BIBB

Graduate of studies of economics and vocational education 
theory at the University of Cologne with thesis and 
postdoctoral university teaching qualification. Honorary 
professor for vocational education theory at the University 
of Duisburg – Essen. Researcher in the “Cologne Institute 
for Economic Research” (IW). From 2005 to 2017 deputy 
president and head of research of the “Federal Institute for 
Vocational Education and Training” (BIBB) in Bonn.

Paolo NARDI
International Affairs & Research 
Coordinator, Cometa

He is International Affairs Officer at Cometa VET school 
(Como, IT) and coordinator of the UNESCO-UNEVOC 
Centre of Excellence for Italy. Fellow at PlusValue.  
His research interests are focused on VET policy analysis 
and evaluation, didactic innovation, social innovation and 
community development.

Maggie MURPHy
Senior Curriculum Manager, 
Faculty of Community and Flexible 
Learning Glasgow Kelvin College

Since 2008, as Senior Curriculum Manager, primarily focuses on 
managing senior staff in the delivery of a range of programmes, 
which provide education support to learners who typically face  
multiple barriers to learning and employment at Glasgow Kelvin  
College. Her professional qualifications include Community 
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Young people not in education, 
training or employment
Life for young people can be tough. The immediacy of digital 
media ensures that judgement is constant and unavoidable. 
This leads to pressures to conform; look good; have a great life; 
be your best you; succeed effor tlessly! A self that is constantly 
aler t and fragile to being judged, evaluated and inf luenced by 
others. Add strained relationships, academic expectation and it 
is little wonder young people can struggle. For the f irst time in 
history children have a lower life expectancy than their parents. 
Studies2 show that in the UK there has been a sharp decline 
in childhood wellbeing, as well as increased cases of childhood 
obesity, depression and behavioural diff iculties.

Sadly, some young people also struggle with past childhood 
adversity and a range of other complex issues such as a criminal 
record, unstable or unsuitable housing coupled with limited 
or no qualif ications and often health issues. This represents a 
‘sticky f loor’ trapping young people outside the labour market 
and other opportunities, as described in the recent OECD 
report3 on social mobility. In Scotland, there are currently an 
estimated 4,000 16-24 year olds unemployed for 12 months 
or more4. For some, this means they will have never worked 
and are essentially missing from the workplace with all the 
implications for social mobility and society.

The Venture Trust approach
Venture Trust offers a ‘second chance’ for young people 
struggling with multiple and complex issues and essentially 
caught up in a cycle of disengagement with the system, and no 
way of acquiring the life skills required to gain employment. 
The approach is preventative over the long-term, focusing on 
an individual’s strengths, equipping them with essential life 
skills and building conf idence to realise their potential. Venture 
Trust delivers intensive personal development in communities 
across Scotland coupled with using outdoor learning and the 
wilderness as a catalyst for positive change.

The Venture Trust programme is voluntary, where an individual 
chooses change and chooses to par ticipate for their own 
development. Experiential learning, cognitive developmental 
techniques and a therapeutic environment aim to build skills so 
that young people are more ready to re-engage with education 
or enter training or employment so that they can then sustain 
a job. This offers support and challenge, so young people make 
sustained progress towards their goals. Importantly individuals 
are more able to overcome setbacks and navigate ‘systems’ such 
as f inding and sustaining employment or accessing important 
local services.

Personal development and life skills
Outdoor leaning is embedded in Scotland’s culture. Taking 
the view that ’adventure was probably a good thing’, Scotland 
was an ‘early adopter’ in formalising outdoor education, 
subsequently strengthened by Kur t Hahn’s philosophy and the 
Outward Bound movement. Scotland has a leading position 
in using outdoor learning as a pedagogical principle ref lected 
in the Curriculum for Excellence through Outdoor Learning5. 
The Curriculum is designed to enable children and young 
people to develop four capacities: successful learners, conf ident 
individuals, effective contributors and responsible citizens. 
Personal development focuses on social skills or competence 
and interpersonal skills including:

1. communication (listen and taking turns in speaking)

2. offering and accepting help

3. taking responsibility

4. self-management

5. personal boundaries

6. consequential thinking

7. problem solving

8. dealing with challenging situations.

Youth unemployment f igures in Scotland have dropped signif icantly over the past few 
years and a target to cut youth unemployment in Scotland has been met four years 
ahead of schedule1. This is encouraging. However, thousands of young people still remain 
long-term unemployed because they lack the very basic life skills needed to begin working 
towards securing and sustaining a job.

Venture Trust approach to Outdoor Learning

Job readiness starts with life skills 
Young people and employment
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Venture Trust approach to Outdoor Learning

The Edinburgh Model

The approach, known as the Edinburgh Model, based on Venture Trust’s delivery model and developed in 
conjunction with the University of Edinburgh encompasses three distinct phases of development and progression:

Phase 1 – Preparation
•	Developing new relationships, perspectives and experiences

•	 Safe space – sense of orientation, predictability, 
reliability as basis for agency, trust and risk to change

•	Delivered as one-to-one and small 
group work in communities

Phase 2 – Exploration
•	 Experiential, physical activities with the 

outdoors creating inherent challenge

•	 Time and space away

•	 Learning new skills and behaviours

•	Delivered on a 5-10 wilderness journey 
in the Scottish Highlands

Phase 3 – (Re) integration
•	 Transfer of learning and embedding skills 

and behaviours. Developing a sense of self

•	 Preparing to exit and progression

•	Delivered as one-to-one and small 
group work in communities The Edinburgh Model – developed by Venture Trust and The University of Edinburgh

The model is bound by a consistent assessment process to 
benchmark an individual’s readiness to take on a programme 
of learning prior to entering Phase 1. Personal development is 
intentional, progressive and person-centred such that individuals 
are supported to make sustained gains and work towards their 
goals. At the end of Phase 3, an individual will routinely have 
received c. 240 hours support in the form of one-to-one and 
small group work over a 9-month period. Regular tracking of 
progression of individuals continues for up to 12 months post 
programme to determine impact over time.

Venture Trust has delivered this model of personal development 
for many years supporting people with multiple and complex 
issues to move beyond their life experiences. Integral to the 
model is the capability of the staff team to deliver personal 
development throughout the three phases. Anchoring the model 
is the use of pro-social role modelling, experiential learning 
and Choice Theory, from the work of William Glasser MD.

Venture Trust benef its from an experienced staff team who 
are expert and qualif ied in both technical delivery of outdoor 
activities and personal social development. Choice Theory is 
a keystone of Venture Trust’s approach. In summary, Choice 
Theory suggests all people have the same human needs:

•	 Love and Belonging

•	 Power

•	 Freedom

•	 Fun

•	 Survival.

Choice Theory proposes that all behaviour is driven by an attempt 
to meet one or more of these needs. Unlike Maslow, Choice 
Theory needs are not hierarchical and can oppose one another. 
Need fulf illing behaviours may not always be positive i.e. a young 
person may meet their love and belonging need by joining a gang. 
Society may place a negative value on gang culture but for that 
individual it provides apparent friendship and recognition.
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Venture Trust uses the outdoors and by working together 
to achieve a common purpose to facilitate a functioning and 
supportive ‘mini-community’ (the group) where young people 
can learn different and more positive behaviours to meet their 
needs. The Venture Trust approach embeds the three mantras 
of Choice Theory:

All behaviour has a positive intent: a person is 
attempting to meet their needs in the best way 
they know how with the behaviours or tools that 
they have. We focus on providing new tools or 
opportunity to develop new behaviours.

A young person is not their behaviour: we value 
the individual and challenge the behaviour.

The only behaviour you can control is your own: 
we teach young people to understand and choose 
their behaviours, and how you behave towards 
someone will affect how they respond.

Impact for young people not in education, 
employment or training
Analysis of presenting issues amongst young people taking 
par t in a Venture Trust programme since January 2015 shows: 
58% lack any work experience, 49% in need of education/ 
employment training, 36% had mental health issues, 26% 
were leaving or were currently in care, 26% had literacy and 
numeracy issues, 25% had previously offended, 23% presented 
as homeless or occupying temporary/unsettled accommodation 
and 21% had a history of substance abuse. Over 85% of young 
people presented with a combination of at least three barriers.

Outcomes measured by Venture Trust’s monitoring framework 
also show the positive affect for young people in their 
community; data from 2017 shows that of the young people 
who completed a wilderness journey:

•	 84% of young people are showing improved conf idence

•	 89% of young people are showing greater employability

•	 74% of young people are improving bonds with community 
or have sustained existing high baseline scores

•	 70% of young people are making increased use of 
community services and opportunities or have sustained 
existing high baseline scores for this outcome.

Data from over the period 2014-2017 also indicates 
the effectiveness for young people aged 16-25 years old,  
based on 442 referrals:

•	 324 young people achieved a positive destination  
– employment, education, training or volunteering

•	 247 achieved their f irst positive destination.

Innovating more widely – opportunities 
for learning and transferability
The person-centred focus of the model coupled with the 
sequencing, duration and intensity of learning is designed to 
support individuals gain greater agency. This adaptability of 
the model establishes a basis for transferability to support 
other groups of people and in other countries. The non-
traditional approach to learning underpinned by a codif ied 
‘curriculum’ of personal development and delivered by 
highly skills practitioners are key success factors – and are 
all replicable. Clearly f inancial and structural arrangements 
are relevant in how programmes operate – compliance with 
legislation and licensing, par ticularly in relation to working 
with vulnerable young people and in the delivery of outreach, 
youth work and outdoor activities remain prerequisites.

Exploring this more fully, there are other dimensions, 
beyond the design and the expertise of the team delivering 
the provision, which are worthy of consideration in seeking 
to generate greater impact for young people realising their 
potential in life and work.

Outdoors for learning

Nature, wild spaces, and physical activity have many proven 
physical and mental health benef its. But in today’s world, 
nature is all-but deleted from our urban ‘land’scapes. Young 
people today are more disconnected from nature than ever 
before despite the long-held knowledge being immersed in 
natural surroundings makes us feel better.

The outdoors presents an opportunity to do ‘real things’, 
to face real challenge and achieve real tangible outcomes. 
For young people trapped in cycles of adversity lacking in 
self-belief and hope this offers a chance for change. There is 
inherent risk in the outdoors which adds to the reality of the 
experience, young people react well to the perception of risk 
which can act as a rallying call to work together and overcome 
obstacles for a common purpose. For example, role play 
exercises such as diffusing a pretend bomb with string and sticks 
can be a valuable team building experience if facilitated well;  

Venture Trust approach to Outdoor Learning
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but it cannot compare to working as a team to f igure out 
how to cross an unexpected stream due to heavy rainfall. 
Real challenge creates real achievement and a real genuine 
opportunity for a trusted adult to say, ‘well done’, ‘I ’m proud 
of you’. This can be just the boost needed to spark self-belief,  
work to repair past trauma and lay the foundations for 
achievement elsewhere in life.

Venture Trust programmes involve a linear journey, this journey 
is physical, emotional and metaphorical A-to-B provides 
a tangible challenge; a star t, middle and end with a sense 
of fulf ilment and achievement.

Cultural and heritage connections with landscape and place 
are signif icant factors in engendering enthusiasm to par ticipate 
in an intensive experience. Adventure can also be highly 
persuasive for some young people. Similarly, young people may 
demonstrate responsible behaviours and a wider interest in 
caring for the environment and awareness of the use of natural 
resources, whereby a learning experience in the outdoors is an 
opportunity to fur ther that interest and consider it more deeply. 

Sources:

1. Off ice for National Statistics (February 2017), Labour Force Survey.

2. UNICEF (2007), Child Poverty in Perspective: An Overview of Child 
Wellbeing in Rich Countries.

3. OECD (2018), A Broken Social Elevator? How to Promote Social Mobility.

4. Scottish Government, Off ice of the Chief Economic Advisor,  
(September 2018). Scottish Labour Market.

Authors: 
Amelia Morgan
CEO and Mike Strang, Head of Operations

Role of employers and employability programmes
Success in any approach to support more young people into 
employment is the role of employers. Perception of young 
people, par ticularly those with a complex history, requires us 
to prepare them well to engage with opportunities offered by 
embarking on employment. In Scotland, many employers do 
see the potential of young people and are willing to give them 
a chance, ref lected in the Scottish Government’s Developing 
the Young Workforce – a strategy for youth employment6 
and signif icant investment in employability and apprenticeship 
initiatives since the economic crisis. As such it is vital that 
programmes aimed at tackling youth unemployment foster 
engagement between organisations offering employability 
programmes and employers in anticipation of future skills 
demands. By focusing on life skills, these young people are 
more suitably prepared to enter and sustain employment, 
ready to contribute and crucially with an openness to future 
learning to acquire sector-specif ic skills and competencies.

Sustained positive gains not destinations

At Venture Trust impact is measured not only by the 
‘destination’ achieved but also by measures of stability, 
conf idence and self-agency and preparedness to navigate an 
uncer tain future. This is echoed in the f indings of The Young 
Foundation report on outcomes for young people7 and the 
importance of building social and emotional capabilities in 
young people for long-term impact, par ticularly in the aspects 
of educational attainment, employment and health outcomes. 
Challenges remain regarding consistency of language and 
interpretation as to these capabilities and to consider the 
measurement of ‘distance travelled’ and enduring impact.

Ultimately where an individual grew up, their family 
background, or negative and damaging experiences – does 
not have to def ine them. Listening to our young people, 
nur turing their potential, conf idence and curiosity does 
support more young people into a place of readiness 
to f lourish in the workplace. More importantly to feel 
more in control of their future with a sense of hope.However, the ‘unknown quantity’ of being part of a group, being 

outside away from digital media and inf luences from home 
represents a signif icant transition for any young person. 
In creating the conditions for learning outdoors, a risk-free 
environment is neither desirable nor possible and it is essential 
that organisations objectively and proportionately balancing 
the risks and benef its of activities, focused on learning and skills 
transfer tailored to the needs of individuals and the group.

5. Learning and Teaching Scotland (2010),  
Curriculum for Excellence Through Outdoor Learning.

6. Scottish Government (2014), Developing the Young Workforce.  
Scotland’s Youth Employment Strategy

7. The Young Foundation (2012), A Framework of Outcomes for Young People

Venture Trust approach to Outdoor Learning
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Introduction
Through this document, Femxa Formación S.L. (hereinafter  
FEMXA) provides detailed information regarding the experiences  
and tools used in the training, recruitment, and job placement 
plans of young NEETS in Spain in the last 5 years.

FEMXA has trained more than 11,000 young people and has 
taught more than two and a half million hours of training aimed 
at unemployed young people. In addition to the practical training 
provided, we have managed practical training in companies for 
more than 10,000 young people in the last 5 years, through  
non-work placements in companies of various productive sectors 
(aimed at young people without work experience). Some of 
these young people who participated in non-work practices 
were hired once they f inished or during their training.

FEMXA has managed more than 1,200 contracts for training 
and learning, this type of contract aimed at unskilled young 
people between 16 and 30 years of age, whose purpose is the 
professional qualif ication of workers, in a regime of alternation 
of paid work in a company, with training activity received within 
the framework of the vocational training system for employment 
or the education system.

In addition, FEMXA is authorized as a Placement Agency 
by resolution issued by the General Directorate of State 
Employment, providing workers and users in general a job 
intermediation in the search and achievement of a job appro-
priate to their characteristics, facilitating employers and 
employers people most appropriate to their requirements 
and needs. Through its placement agency, FEMXA has made 
available to young NEETS who have trained, labor mediation 
services (depending on their prof ile, work experience and job 
offers), professional advice and guidance in training itineraries 
that improve their professional qualif ication, professional 
orientation in active job search, and accompaniment in the 
selection tests, among others.

Selection of young neets 
in training activities 
In the different training plans that FEMXA has managed, 
at national and regional level, different selection tools and 
techniques have been used for the recruitment of NEETS, 
although in almost all of them, the process to follow was very 
marked by the regulations imposed in the corresponding call, 
and used to take shape in the following phases:

•	 PHASE I:

Application for candidates for 
the Public Employment Services. 

•	 PHASE II:

After f if teen days from the request of candidates,  
if the Public Employment Services did not propose 
people to par ticipate in the project, or if they were 
insuff icient, FEMXA can select persons registered in 
the National Youth Guarantee System File, requesting 
the Tripar tite Foundation for Employment Training access 
to said f ile through electronic cer tif icate, and bringing 
this circumstance to the attention of said Foundation.

•	 PHASE III:

Si f through the previous systems there were no 
students, or these are insuff icient, FEMXA selects other 
people registered in the National Youth Guarantee 
System File, taking into account the priorities of 
the project, the training itineraries and criteria of 
equality and objectivity, putting this circumstance 
in knowledge of the awarding body of the subsidy.

Tools and experiences in the training  
and selection of young NEETS

FEMXA experience with Spanish NEETs
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Regarding the selection criteria, the par ticipants had to 
strictly comply with the access requirements (age, gender, 
employment status, etc.) or basic competences (degree, 
experience, etc.) to carry out the training activities; FEMXA 
reserves the right to make the necessary verif ications and 
to request the possible candidates as much information as 
necessary. At times, FEMXA carried out a test of previous 
knowledge and / or a personal interview, in order to set up 
a homogeneous group that could take advantage of the 
same training, and at the same rate, the training received.

The par ticipation of the following 
priority groups was usually prioritized:

•	 Long-term unemployed youth.

•	 Young people who have not agreed to their first job.

•	 Young people with low qualifications.

Likewise, it was mandatory to communicate the result 
of the selection to the interested young people and 
to the corresponding Public Employment Service. 
These tasks were carried out by the FEMXA Selection 
Team, which was composed of a selection manager 
and qualif ied technicians to carry out selection tasks.

The selection techniques used were of all kinds. From ads 
in conventional media (press, television, mail, signage, etc.)  
to ads in digital media and social networks (especially Facebook).  
Promotional videos for YouTube were also developed. The young  
public responded better to adver tising on social networks, 
although thanks to adver tisements in conventional media, many 
relatives or friends of young people, transmitted information 
to them, or they called us directly to request information.  
We also went to various job fairs, where stands were set 
up or people from FEMXA used to hand out informative 
brochures. In addition, agreements were established with 
other entities (associations, training centers, schools, etc.) 
to collaborate in the  dissemination of the courses.

Point out that, during these selection processes, diff iculties 
arose from the f irst phases, since some of the young NEETS 
selected by the Public Employment Services, and that FEMXA 
had to enroll compulsorily in the courses, did not arrive with 
a suff icient predisposition to be trained and In some cases, 
they simply did not want to train, stating their intention to 
leave the course as soon as any job opportunity arose in which 
they did not need qualif ication. Sometimes, they came under 
pressure from their family environment, without the desire 
and without suff icient motivation to face a course of obtaining 
a professional qualif ication, especially in the case of classroom 
training, in which the duration used to be higher than the 
3 months, and attendance to classes was mandatory. These 
facts were already detected in the f irst interviews but, given 
the priority that the students sent by the Public Employment 
Services had over which FEMXA could select, this type of 
student almost always initiated the training actions, remaining 
without a place in the course other young people with more 

interest and enthusiasm. Note that most of these students, as 
expected, either abandoned, or ended up negatively inf luencing 
the group. In any case, the pedagogical work of the teacher and 
the team of FEMXA selection technicians was very important 
in guiding or redirecting the attitude and behavior of the 
student. To do this, individualized tutoring with them, and more 
informal meetings were held, trying to convey the importance 
of obtaining an off icial degree and the opportunity to do so 
for free, emphasizing the increase in their chances of f inding 
work (employability) that that degree was going to grant them. 
With some of these young people it was possible to redirect 
their situation, ending the formative action satisfactorily. 

Impartition of training activities
The implementation of the training actions was always carried 
out according to what was gathered in the corresponding call, 
and guaranteeing in all cases the requirements established  
in the corresponding Royal Decrees and training programs:

In general terms, the following tasks were established:

•	 Teacher presentation: the teacher makes a presentation 
on the first day of the course to clarify basic concepts, 
requirements, start and end dates, evaluation system, 
etc., and in general, the conditions for passing the course. 
The teacher carries out his activity according to what is 
included in the didactic guide, which FEMXA gives him with 
sufficient time for the proper preparation of the classes.

•	Delivery of materials: at the beginning of the course, 
the student is given the necessary didactic material for 
the correct imparting of the formative action, as well as 
the corresponding learning guide. The teacher provides all 
documentation and additional consultation material that he 
considers necessary for an optimal development of the action.

•	Continuous follow-up: the teacher performs a continuous 
follow-up to the students in order to verify the progress of 
the same and make any type of adaptation in the programming 
of the contents according to the needs of the same and the 
level of the group as well as the check attendance at each 
training session (if the modality of the action is face-to-face).

Finally, FEMXA verif ies in person the quality of the following items, 
in each and every one of the courses:

•	 course organization,

•	 incidents detected during the course execution,

•	 relationship between the training offered and received,

•	 teacher quality,

•	 available technical means,

•	 quality of facilities,

•	 all others that are necessary to comply with the requirements 
of the resolution of the project.

FEMXA experience with Spanish NEETs
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In addition, FEMXA provides information on scholarships 
and grants to which they may opt (displacement, maintenance) 
and on the requirements for obtaining them, facilitating 
the application models for these scholarships and grants. 
The completed applications are also collected and sent 
to the corresponding public body, together with the 
communication of assistance to the training.

Practical training module
With regard to the practical training module implicit in many 
of the training actions for young NEETS taught by FEMXA 
(those linked to a Professional Certif icate, which is an off icial 
title), this is done according to the guidelines determined by 
each of the Royal Decrees that regulate these Professional 
Certif icates. The duration of the practical training module will 
be that def ined in the corresponding Royal Decree.

The job position in which the internships will be carried out 
must be suitable for the exercise of the competences object 
of the training received. The company that welcomes students 
in these practices designates a tutor from among its staff, who 
supervises and technically supports young people, distributes 
the tasks and assists in their evaluation. FEMXA guarantees that 
the content of the non-work practices will allow the acquisition 
and development, through a documented evaluation, of the 
professional competencies associated with the occupation.

The practical training module carried out by each student is 
supervised by the teacher of the training center and by the 
work or company tutor in the case of the work center itself. 
First, students are informed of the assignment (company-
tutor/s) and the conditions of development. Then the non-work 
practices begin, followed by follow-up visits and evaluation. 
FEMXA had at all times the coordination of the delivery 
of training actions and non-work practices. The module of 
practical training in work centers was preferably carried out 
once the rest of the modules of the training action were passed.

Regarding the module of practices, comment that, given its 
short duration (usually in the environment of 60 hours) the 
use by the student is not usually too useful for young people, 
beyond establishing a f irst contact, rather biased, with the 
workplace. The fact of being so little time in the company, 
together with the diff iculties of adaptation to the job of this 
group, meant that normally the tasks to be carried out in these 
hours of practical training were not as complex or relevant 
as they could be if they passed to be par t of the company’s 
staff. Even so, FEMXA insisted to these young people on the 
importance of taking these hours of practical training very 
seriously, since in addition to making contact with the working 
world, the fact of causing a good impression could open doors 
to a future recruitment by par t of the company in which they 
carry out the internship, although it was not immediate, in 
addition to the positive references or recommendations that 
these companies could give to young people to help them in 
other selection processes.

Certif ication and delivery  
of diplomas
We provide students with the necessary information and 
documentation so that, if all the modules corresponding to 
a professional cer tif icate are passed, they will be issued by 
the competent labor administration. Similarly, we provide 
the necessary information and documentation, so that 
students who do not pass all the modules associated with 
the Professional Certif icate and pass the modules associated 
with one or more units of competence of the same, receive 
a cer tif ication of the modules passed, which will have the 
effects of cumulative par tial accreditation of the professional 
competences acquired, according to the model established 
in Royal Decree 34/2008, of January 18, which regulates 
Professional Certif icates. The guide that is given to the student 
explains what happens when the student obtains a positive 
evaluation and how to obtain a diploma or cer tif icate.

Evaluation of the training project
In order to evaluate the quality of the training actions carried out, 
each par ticipant is given the Quality Assessment Questionnaire 
of the training actions. These questionnaires serve as the basis 
for the preparation of the Final Evaluation Report and Control 
of Training Quality. To make this report, a representative 
sample is usually taken that will reach 20% of the groups taught.

This report collects and analyzes the results obtained through 
the Quality Assessment Questionnaires of the training actions, 
as well as through the rest of the control tools. In this way, 
we will have a global vision on the quality of the training plan, 
collecting the possible incidents that occurred in the classroom 
courses as well as general data on the prof ile of the students 
of the plan and the general satisfaction of the same with 
the development of the actions. It is worth highlighting the 
value of this control tool for continuous improvement in the 
execution of the training plans, since it collects and aggregates 
the information on the development of the plan, the possible 
incidents and, most importantly, the opinion and level of 
satisfaction of the students regarding the training received.

With regard to the responses collected and the opinions 
expressed by the NEETS, comment that it is a very demanding 
group with everything related to the delivery of training activities  
(classrooms, materials, teaching, etc.) and also with the par t 
of internships in a company, and job placement (company, 
position held, working conditions, hours, etc.). The feeling 
of impatience and / or frustration is usually palpable in the 
NEETS group, often caused by cer tain obligatory procedures, 
deadlines and the system’s own bureaucracy, which are 
diff icult for young people to understand and / or accept, 
and that sometimes they blamed FEMXA , when in fact 
they are subjects that come imposed by the corresponding 
regulation or Administration. In any case, from FEMXA has 
always tried to provide the student, as far as possible, all 
administrative procedures, and accompany him with advice on 

FEMXA experience with Spanish NEETs
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any bureaucratic process, this is a very important work so that 
young people are not discouraged or end up abandoning the 
formation. The rigor in this type of procedures can also be a 
lesson for young NEETS in the face of future procedures that 
they have to manage by themselves with the Administration.

Por lo For the rest, what matters most to FEMXA in this 
type of assessment is the quality of the training received 
and/or the work opportunity provided, as well as the 
satisfaction with the treatment and attention of our staff. 
In this sense, except in specif ic cases, and with room for 
improvement, the young people’s evaluations are positive 
and most of them are satisf ied with the experience. Perhaps 
the aspect in which less satisfaction is detected is that of 
the module of practical training in a company, since, due to 
the conditioning factors already mentioned above (short 
duration, adaptation, etc.), they do not usually fully satisfy 
the expectations of the young boys. The same does not 
happen in the case of young NEETS with labor inser tion of 
at least 6 months. In this case, the valuations are much better 
in general, and although they vary depending on the company 
in which they work, the vast majority values   positively that 
f irst work experience and the fact of receiving a salary.

Youth neets labor insertion
In various national and regional training plans, prior to the star t 
of the training plans, FEMXA acquired a commitment to work 
integration on a percentage of young people who completed 
the training satisfactorily and who used to settle around 30% 
of the young people trained. The minimum term of the contract 
made by the contracting company must be 6 months. The hiring 
was carried out once the training was completed, establishing 
a maximum period of three months after the completion of 
the training and, in any case, before two months elapsed from 
the end of the project execution period.

The methodology used by FEMXA  
used to be the following:

•	 PHASE I: 

Individualized analysis of each student (acquired knowledge, 
aptitudes, and abilities).

•	 PHASE II: 

Personal interview with the students who have stood out 
the most during the development of the training activity.

The selection criteria used were, among others:

•	 Interest of the par ticipant.

•	 Knowledge and skills acquired.

•	 Aptitude maintained throughout the formative activity 
and the interview.

•	 Suitability for the job.

These tasks were carried out by the FEMXA Selection Team, 
which was composed of a selection manager and qualif ied 
technicians to carry out selection tasks. The teachers who 
had taught the training activities also par ticipated, as they 
had relevant and f irst-hand information about the attitudes 
and aptitudes of the students they had trained.

Comment that, with respect to job placement, FEMXA directly 
assumed the hiring (for at least 6 months) of a signif icant 
number of young people in this type of project, especially for 
the positions of Auxiliary managers of attention to students 
and Design technicians and development of multimedia 
products for online training. For this reason, FEMXA can 
also contribute its vision as a company that receives young 
NEETS who develop their f irst job. In this sense, it should 
be noted that the skills and attitude of these young people 
in their work, almost always followed the line of what was 
demonstrated during the development of the training. 
Although, in the formative action the young people were in 
a more familiar environment (the classroom, a well-known 
environment in its compulsory academic stage), the adaptation 
to the new environment that entails a job was one of the 
factors to correct more frequent, especially in the f irst months. 
Thus, even those students with better grades in the training, 
had problems adapting to the work environment (schedules, 
breaks, rigor, eff iciency, teamwork, internal and external 
communication, formality, clothing, etc.). In this sense, the 
follow-up of the tutor that they had assigned within FEMXA 
was fundamental for this phase to be overcome successfully 
and as soon as possible, thus allowing the student to develop 
all their abilities in the position, to awaken the feeling of 
accomplishment at work, and accumulate experiences that 
will be useful for the future. Beyond the attitude and interest 
of each of these young people, we can say that, as a general 
rule, the immature and carefree nature of these young people, 
together with shyness and fear of being wrong, has been the 
cause of the problems of adaptation. With some of these 
young people he counted again, renewing his contract one 
or more times, passing some to be indef inite workers. In other 
cases, unfor tunately, the attitude of the young people was only 
slightly improved and, after 6 months in the position, they had 
barely adapted to the real work environment and a job.

Authors: 
Patricia Garcia Gonzales
Founder and President of Femxa Group
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Flexible Learning Pathways 
in Germany’s Dual System

Flexibility versus standards: 
Finding a compromise
Flexible learning pathways are of course of great importance 
for learners as well as for companies and the labour market. 
Learners can choose from different options and decide for 
trainings which come up to their interest. Also companies are 
interested to train their personnel in a way so that competences 
are coming up to their specif ic needs.

Chart 1: Finding a compromise between different targetst

Flexible learning pathways need a framework of consulting 
and guidance services, reliable training offers as well 
as standardized and regulated structures. Otherwise 
f lexible learning pathways with a short duration would 
focus on specif ic competences which only qualify for 
single jobs or specif ic tasks. The consequence could be 
a lack of transparency, arbitrariness and sustainability. 

At the same time there are permanent conf licts between 
individual interests and needs of the labour market. School-
leavers for example prefer trainings in white-collar-jobs and 
in bigger companies, while many trainings and jobs are blue-
collared and offered by SME’s.

The dual system in Germany offers a compromise between 
f lexibility and standardization, between individual interests 
and needs of the labour market. It is characterized by f lexible 
learning pathways for learners and a f lexible organization of 
training for companies. And it guarantees general accepted 
and regulated training standards for companies, standardized 
curricula for vocational training schools and f inal examinations 
organized by responsible bodies. 
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with higher school-leaving cer tif icates, even with a university-
entrance qualif ication which have no generally accepted 
professional qualif ication. 

The dual system of apprenticeship training is the most 
important par t of the vocational training system. More than 
50 percent of the age group pass this system successful and 
achieve a generally accepted qualif ication. Periods of non-formal 
training at the workplace are systematically matched with 
lessons in par t-time vocational training schools. Graduates of 
a dual apprenticeship training are integrated to work processes. 
They develop their professional competences  mainly through 
non-formal training. After their f inal examination they usually 
get a regular working contract in the training company. Others 
move to other companies or continue their educational pathway 
at a school or university. 

The dual system of apprenticeship training was very successful 
in the past. It was the basis for the economic success of German 
companies worldwide. Nowadays the dual system has to face 
different challenges. The most important problem is a mismatch 
between demand and supply of training contracts for an appren-
ticeship training. In the past there was a lack of supply so that 
many school-leavers could not realize their preferred career 
choice. Nowadays companies complain about a lack of qualif ied 
applicants. Due to shrinking age groups and a growing number 
of school-leavers star ting in the higher education sector the  
demand for an apprenticeship training is declining since a decade.

Chart 2: Level of unemployment and qualif ication (data for 2016)

Apprenticeship training: 
Professional pathways after school
In Germany a professional qualif ication on the secondary-level  
is the basis for a successful transition to the labor market, a low risk
of unemployment and continuing career success. In Germany 
around 85 percent of the age group between 20 and 34 years 
have a professional qualif ication on the secondary or even a 
higher level. In 2016 only 14,3 percent of the youngsters between 
20 and 34 years had no professional qualif ication (BIBB, 2018, 319).

The lower the qualif ication level the higher is the risk of being 
unemployed. In 2016 non-formal qualif ied youth between 
18 and 34 years had an unemployment rate of 18,7 percent. 
From those with a formal professional qualif ication only 4,2 had 
no job. Youth with a university grade had an unemployment rate  
of 2,6 percent. Youth with advanced vocational qualif ication 
(like Meister or technician) had an unemployment rate of 1,3 
percent (BIBB, 2018, 304). 

The reasons why youngsters have no formal professional 
qualif ication are different. Many school-leavers are not 
successful in getting a training contract with a company cause 
of their low educational performance, their behavior or a lack 
of training supply offered by companies. Others star ted a 
professional apprenticeship training, but dropped out or failed 
in the f inal examination. Never theless there are also youngsters 
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Vocational Competence  
as central aim of VET
The central aim of an apprenticeship training is def ined in 
the national vocational training act. It regulates the training 
organized in companies as well as the f inal examinations 
organized by so called responsible bodies like chambers of 
industry and commerce. 

Vocational Training Act, section 1(3): „Initial training 
shall, through a systematic training programme, impart 
the vocational skills, knowledge and quali-f ications 
(vocational competence) necessary to engage in a form 
of skilled occupational activity in a changing working 
world. Initial training shall also enable trainees to 
acquire the necessary occupational experience.“

There is a wide spread consensus In Germany that vocational 
education and training has to qualify for a wide range of 
jobs in different sectors and not just for a few jobs in one 
company. Graduates from the dual system should be able to 
learn lifelong in order to be f lexible to fulf il the requirements 
in a changing world of work. VET must therefore include 
theoretical knowledge, practical professional experiences 
and social competencies. The best way to realize this holistic 
approach are challenging professional tasks and an interplay 
between action and ref lection. Training must systematically 
be organized on the basis of training standards, mainly 
developed by representatives from the business sector. 
Last but not least: training must be organized by personnel 
with professional as well as pedagogical qualif ications.

In the metal- and electrical industry a standard model of VET-
organization has been developed in the nineties. The aim of 
training is to qualify apprentices to autonomously plan, realize 
and evaluate their professional behaviour. Apprentices therefore 
have to be able to plan their professional tasks. For example: 
They have to look for relevant information; they have to make 
a working plan and they have to judge the results of their work 
due to quality standards, customer preferences and sustainability. 
Cognitive, personal as well as social competences are trained and 
developed mainly non-formal through work process. Acting and 
ref lexion, learning and working are trained simultaneously.

The methods of training have changed therefore. In the past 
it was usual that a trainer or a qualif ied employee showed and 
declared the correct way to deal with a subject before the 
apprentice had to copy the action. Nowadays autonomous 
action and self-instruction by learning material and media is wide 
spread. For example: apprentices get a project with a special task 
and a problem which they have to solve themselves or in group 
working. That is so say. They use media not as an end in itself 
but as an instrument to solve real professional tasks. 

Chart 3: Model of autonomous acting
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Today many work processes are too complex and self-instruction 
within the work process would be very expensive and maybe 
dangerous. Training in many technical professions is organized 
therefore outside the workplace in special apprenticeship 
workshops or in intercompany training centers. Here – in a 
simulated work environment - they can develop and improve 
their competences. Learning from mistakes is an important 
way for effective learning. In a simulated work environment it is 
possible to make mistakes without severe consequences. 

Chart 4: Most professional trainings last 36 month

Duration of an apprenticeship 
training: two or three years
The duration of a training is of crucial importance for it’s quality 
and attractiveness. The higher the level of competence to be 
achieved the longer the training must be to reach the intended 
aims. On the other hand: long trainings could maybe not 
attractive enough for youngsters. 

Due to the Vocational Training Act the duration of initial 
training time within the dual system is f ixed in training 
regulations (Federal Ministry of Education and Research, 2005). 

Total number of training professions: 326

It stipulates a minimum duration of two years. The maximum 
duration should be three years. Due to this legal framework 
most of the general accepted training professions within the 
dual system have a duration of three years (36 month). Few 
have a duration of two years (24 month) and some even have a 
duration of three years and a halve (42 months) (BIBB, 2018, 75).

It is not allowed for companies to offer shorter professional 
trainings for youngster below 18 years. But it is possible of 

course, to offer periods of work experience, for example in case 
of internships for pupils, students or graduates from university. 
For many pupils internships are a an effective way to get in 
contact with a training company and to get used to a preferred 
profession. Even vor many graduates this is an effective way to 
get a f irst job after their university degree. Nevertheless these 
trainings are non-formal. Participants don’t get a general accepted 
professional qualif ication. For school-leavers it’s therefore not 
attractive and no alternative for a complete vocational training 
which ends with a legally regulated f inal examination. 
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Companies and employers organizations are interested to offer 
more professional trainings with a shorter duration of training. 
Their argument is, that in some professions a duration of two 
years would be suff icient to qualify for jobs. Besides shorter 
trainings would motivate companies to train more school-
leavers with the minimum qualif ication and low performances. 
Trade unions argue different: They fear that a duration of only 
two years would lead to a downsizing in quality of training and 
quality of work. This could f inally lead to lower wages. 

BIBB-research shows evidence for longer trainings as there are 
obvious differences in income and job opportunities between 
two years professions and those with a duration of three years. 
Graduates with a longer training normally get better paid jobs 
and jobs with better career opportunities. Only few apprentices 
are successful to upgrade their qualif ication to the level of a 
three-year-profession in their career. Only few companies offer 
the missing link or support their employees to change from 
a two-year to a three-year profession. This disadvantage will 
continue throughout their later career. 

As training regulations can only be developed if all relevant 
bodies agree training regulations with a training period of 
two years are only ordinated as an exception. Never theless 
companies have the opportunity to adopt the regular duration 
of training due to the competences of an apprentice. For 
example: if an apprentice has a higher grade like the university 
entrance examination they can reduce the regular duration of 
training from 36 to 30 or even 24 month. On the other hand: if 
an apprentice needs more time for learning to be successful in 
the f inal examination the duration of training can be extended 
on application by trainees. Though the regular duration of 
training is f ixed companies and apprentices use the instrument 
of a f lexible duration very responsible. 

Transition sector:  
Necessary but poor results
The political aim in Germany is to integrate all school-leavers 
who wish and are able to f inish a professional training to the 
VET-system. That is to say: they should have the opportunity 
to learn a profession – either within the dual system, in fulltime 
schooling or in alternative trainings. 

Due to the economic and demographic development in the past 
not all applicants for a dual apprenticeship training succeeded 
to get a training contract with a company. Many school-leavers 
star ted their professional career therefore within the so 
called transition sector. Especially school-leavers with a low 
performance or unclear professional plans moved to one of the 
pathways within the transition sector. 

In 2017 292.000 school-leavers star ted their professional career 
within the transition sector of the VET-system. In comparison: 
In the same year 716.000 youngsters star ted with a professional 
training either within the dual system, in fulltime schools or as 
civil servant. Most of them – in 2017 523.000 young men or 
women – star ted their career within an apprenticeship training. 
About 65 percent of the school-leavers who were interested 
to enter the dual system were successful and got a training 
contract with a company (BMBF 2018, 33). 

Chart 5: Starters in different educational pathways (data for 2017)
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The transition sector is par t of the VET-system. It is a mixture 
of different educational pathways. They have in common, 
that youngsters get a basic professional training in vocational 
training schools or specif ic training centers. They also have 
the opportunity to achieve a higher educational degree, so 
that they have better chances to get a training contract with a 
company. Never theless learners don’t get a generally accepted 
and well recognized qualif ication so that they immediately don’t 
get qualif ied and well payed jobs. Normally they apply again 
for a training contract with a company as an apprenticeship 
training has a good reputation on the labour market. As 
many school-leavers, especially those with the basic degree 
(“Hauptschulabschluss”), star t their career within one of the 
pathways of the transition sector the average age of apprentices 
star ting their training comes up to 20 years. 

As too much learners passing the transition sector are not 
successful in getting a training contract afterwards these 
pathways tend to be dead end streets in the professional career 
of youth. Reforms were star ted in different regions to reduce 
the number of learners within the transition sector and to 
improve their career options. Important elements are 

•	 the implementation of career and guidance services,

•	 the integration of periods with practical learning outside 
schools – either in companies or training centers, 

•	 the integration of modules of general accepted professions 
to the school curriculum,

•	 the support of companies who give school-leavers with 
the basic degree or bad educational performances the 
opportunity for an apprenticeship training. 

Due to these reforms, but also the good economic develop-
ment and shrinking age groups the number of entrants to the 
transition sector went down. While in 2005 nearly 418.000 
school leavers entered the transition sector the number went 
down to 255.000 in 2014.

Since 2015 a growing number of young migrants and refugees 
enter the transition sector. The number of youngsters star ting 
training in one of these pathways went up to 303.000 in 2016 
(BMBF 2018, 49). Migrants and refugees have the opportunity 
to improve their knowledge in German and to achieve basic 
professional competencies. Meanwhile a growing number 
of them have been integrated to an apprenticeship training. 
In 2017 about 9500 young refugees star ted their professional 
qualif ication within the dual system (BMBF 2018, 14). 

Second chance for unqualif ied: 
lifelong learning
Though most of school-leavers are integrated into some kind 
of VET – either immediately after school or after passing 
the transition sector – one seventh of the age group has 
no generally recognized professional qualif ication. Due to 
the migration of a large number of refugees to Germany 
the percentage of unqualif ied was increasing the last years. 

In 2016 14,3 percent or 2,13 million young people between 
20 and 34 years had no formal professional qualif ication. 
While the percentage under Germans without migration 
background is only 8,8 percent, the percentage under 
youngsters with migration background is 31,4 percent. 

Chart 6: Disadvantage: youth with migration background

Youth between 20 and 34 years without professional qualif ication (data from 2016)
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Extremely high is this percentage under youngsters  
who were born in Turkey: 54,1 percent of this group  
has no formal professional qualif ication. 

As the average age of apprentices star ting training in the dual 
system now is 20 years, many youngsters without a formal 
professional qualif ication will be successful and complete their 
training. For those who are not successful there are different 
ways to get a formal qualif ication:

•	 External f inal examination: Due to the Vocational Training 
Act employees who have worked for some years in 
a profession and have got professional experiences can take 
par t at a f inal examination organized by responsible bodies, 
for example chambers industry and commerce. In 2016 
27.651 par ticipants used this option. These were nearly 
5 percent of all par ticipants (BIBB 2018, 164). 

•	 Validation of competences: migrants with professional 
exper tise and / or a formal professional qualif ication from 
another country have the opportunity to apply to special 
agencies in order to validate their competences and to get 
a formal accreditation.

•	Continuing and retraining: unemployed people without 
formal qualif ication have the opportunity to take par t at 
special training programs f inanced by employment off ices. 

Also school-leavers with handicaps should have the opportunity 
to get a fully accepted professional qualif ication. Companies 
who integrate youth with handicaps to their apprenticeship 
training can get f inancial or pedagogical support. 

For school-leavers with handicaps who are not able to 
successfully f inish a regular training – either in the dual system 
or in fulltime schools - special training courses are supported. 
Par ticipants can achieve a basic professional qualif ication which 
qualif ies for routine work or semi-skilled jobs. Graduates 
normally get a job on the so called second labor market.  
That is to say: jobs are co-f inanced by the social security system. 

Flexible training organization: 
integration of modules
In the past some critics argued, the existing training standards 
were not f lexible enough – neither for companies nor for 
learners. Following this discussion training standards have been 
reformed. Two approaches have been realized: First of all the 
number of training standards had been reduced. Specialized 
professions for example had been united to create professions 
with a broader qualif ication prof ile. 

And secondly training regulations have been made more f lexible 
by integration of modules. They can be chosen to specialize and 
qualify for different professionals prof iles. It is also possible to 
integrate them in addition to the ordinary requirements. By this 
way apprentices with a higher performance for example have 
the opportunity to learn foreign languages or to prepare for an 
advanced vocational qualif ication. Never theless there is still a 
unique f inal examination at the end of the training. 

Still the discussion on more f lexibility is going on. Some critics 
have suggested a radical reform of the VET-system. Instead of 
regulated professions they prefer a system of different training 
modules with a duration from three to six month which 
could be offered by companies, schools or training providers. 
These training modules could be integrated to initial training 
as well as to continuing training. Also modules from different 
professions could be combined. Each module would end with 
an examination or validation of competences. The unique f inal 
examination would therefore be separated to a number of 
different validations and examinations.

In Germany all relevant political decision makers in the f ield 
of vocational education and training (f.e. federal government, 
regional governments, business organizations, trade unions) are 
against shor t term and cer tif ied training modules. They argue 
that this would destroy professional training standards as there 
is no guarantee that learners could complete their training up 
to professional standards. Political decision makers still prefer a 
training system which ends with a general accepted qualif ication 
and qualif ies for several jobs in different companies and sectors. 
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Lessons learned: 
recommendations from 
the German model

1. Most educational systems in Europe focus on formal 
education in schools and classrooms. Employers criticize 
that graduates are not adequate qualif ied to fulf ill the 
requirements of the labor market. To improve the 
labor market success of school leavers it is necessary to 
integrate periods of non-formal learning to educational 
pathways. Periods of practical training could be integrated 
to the curriculum or organized after schooling. The 
German model shows: There is not only one model of 
dual training but different ways to combine practical and 
theoretical training.

2. Professional training needs f lexibility so that training could 
be organized to the requirements in different sectors 
and due to the interests of learners. But it should also be 
consensus, that training needs standards which are valid 
for all companies, training centers and vocational schools. 
Business organizations should be integrated in the 
process of development. Especially non-formal training 
needs some kind of regulation and quality management 
to be fully accepted as a par t of educational pathways and 
to be attractive for youngsters. For example: companies 
must guarantee personal support by trainers or qualif ied 
staff, they have to develop a training plan and they should 
pay a minimum wage during the training period. 

3. Companies who offer vocational training for youngsters 
with handicaps, a low educational performance or a 
disturbed behavior need external support. That is to say:  
they need par tners to guide learners, to instruct them, 
to train their personnel staff or to invest in special 
training equipment. As companies normally wouldn’t 
pay for this support, the regional, national or European 
authorities should offer f inancial support – either to 
training suppliers or directly to companies. 

4. The world of work and professions is highly complex 
and constantly changing. Schools and teachers are 
not able to prepare pupils adequately for the decision 
to choose a profession or a professional training. 
Professional external consulting and guidance services 
are necessary. They should accompany the process 
of decision making from school to training and work  
as well the later professional career.

Flexible Learning Pathways
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