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increasingly, to adults, providing more diverse learning forms and locations and becoming
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CEDEFOP

OCVENETWORKS RESKILSMIS EMPLOYEES AND MERS BY BRIDGING GRANEONS AND DIGITAL
GAPS

[CVET4Future.Neis a European projecto strengthenNational CVET Networigough

the useof modern learning methods CVET, particularly related with digital transformation

of SMEs and their human resources, by means of intergenerational learning, and linking
CVET with IVET as part of human resources development.

Challenges brought by digitahnsformation of companies, societies, daily life and the
new generations ahe workplace must be urgently addressed by companies in order to
successfully adapt to change. Human resources, particulari@MEs, from the
management to every employgeeill have to update skills the workplace. Thus, CVET
should offer new individual learning pathways.

EU VET Education Policy, specially the Riga Conclspimmsotingwork-based learning
in all forms, including the work based training at compangskilling and upskilling of
employees fronthe apprenticeship stage to albntexts of professional career

Il OO2NRAY3I (2 h9/5 a!'dzi2aYFGA2Y YR LYRSLISYR
G5AIAGEEAAlIGA2Y A& NBRJzOA yoDOORE jubls gidat igh NJ NP dzi
risk of being automated, while for another 25% more jobs, 50% of the tasks will change
AAIAYATFAOlLyGfte o0SOFdzaS 2F | dzi2YlFGA2yéd a2 Nk
dramatically change due to digitalisation. The irruption of Big &ad Algorithms will

produce automation in many jobs leading to great changes in workforce skills needs. 12%

of all jols are threatened by automation. Physca and manusl )

e 2
2Ym {GdzR&8 GC2NBaAAIKE |pAstaRebzysd . dzy ¥4 Hn
foresees that by 2038 50% more technological E
and 325% more social and emotional skills will EZ " coentve s - H
needed and there is a considerable need for digj®» ' e n
skills in all professions. (8 technological skills

2016 2030

All the challenges VET is facing in the changing

present and its near future will require adapting IVET to labour market need3y&idwill
become more relevant in reskilling and upskilling employees to face new challenges at their
workplaces, and match the skills reqdiin their jobs or future jobs

The present report is fostering CVET excellence using workplace training asswvell
innovative training techniques andethods. It providesinformation about the current
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situation ofthe VET systenthe development of adult learning amaken initiatives to

address labour market needs linked to digitalisaitiothe countries of the partnership.
It introduces main programs and traigs on digital transformation and inter

generational learning of SMHE%$e objectives of the report are:

- (ollect kest practices of programs and trainsngn digital transformation and
inte-3SY SN GA2Yy I E fSFENYyAy3a 2F {a9aQ Kdzvyly
future;

- Promote awareness and implementation of European VET policies, by mutual
learning of best practices on new@rgenerationaskills to faceligital challenges.

For the collection of best practices, a coammmethodology has been created and
Partners should follow several steps in their research:

Step lidentification of best practices of programs and traisomgdigital transformation

and iner-generational learning of SMEs human resources as a key CVET for the future in
their own country (through desk research and/or direct communicatitnthe relevant
stakeholders).

Step 2Partners shared a summary of the best practices selected intordasure that
they meet the criteria of CVET4Net Mutual Learaimg) that there are no overlaps.

Step 3:Partners analysed the best practice on the basis of the specific template
developedor the project

t F NOYSNEKAL)I 6t NIYSNAQ 2NBFYA&AFGA2Yy&a0Y

- CzechChamber of Commerce;

- Institute for Economic Promotiasf the Austrian Federal Economic Chamber
(WIFIWKO);

- Bulgarian Chamber of Commerce and Industry;

- Official Chamber of Commerce, Industry, Services and Navigation of Spain;

- GermanBulgarian Chamber @ommerce and Industry (AHBkilgarien);

- Chamber of Commerce and Industry of TerréSgain)

- Chamber of Commerce and Industry of DobfRiigaria)
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Since 2006, European societies and economies have experienced significant changes,
digital and technological innovations as well as labour market and demographic changes.
Many of today's jobs did not exist a decade ago and many new kinds of jobs will be
created in the future. Increased mobility aodltural mixnew forms of communication

and relationships alter the ways societies are organized. Climate change and the limits of
ecological resources, together with economic and social inequalities, mean that
sustainable development is a necessary concern for all human éactivity

A universally accepted definition of wdrised CVET does not ex®VETis defined as

WSRdzOF GA2Yy 2NJ NI AYAYy3I FFUGSNI AYAGALFT SRdAzOI
individuals to improve or update their knowledge and/or skills; acquire new skills for a

OF NBSNJ Y2@S 2NJ NBGNIAYyAYy3aT O2yilAydzS GKSAN
(CEDEFOP and Tissot, 2004, p.®?ET is essentially the part of adult learning oriented

towards professional developmeworkbased CVEFT A Ya (2 AYLINBZS 62NJ S
of work tasks through providing them with the necessary skills whatever these may be,

FT2NJ SEFYLX S ol &aA0r a2Fid 2NJ UGN} yaodSNERFEQ 6/ 9
have to be distinguished from that of weskhsed CVETa) Learning by doing (or

experiential learning)y) an-the-job training/learning (or workplace learning or learning

while working)r) the concept of workelevant training/learning.

Demographic shifts, globalisation and new technologies are icluaiig nature of work

and careers. Digitalisation is seen as a key influence on the future of work over the next
decades. Evancreasing computing power, Big Data, the penetration of the Internet,
Artificial Intelligence (Al), the Internet-Things andnline platforms are amonthe
developments radically changing prospects for the type of jobs that will be needed in the
future and how, where and by whom they will be done

In 2014, within the ET 2020 framework, the European Commission introduced the

br2F RSNJ G4 SNY WRAIAGIE YR 2yfAYS fSIENYAYIQ 6
2F 02 RIS& aPigiglIe&@nings a form of teaching and learning supported by
ICT.Online learning (2RI & Q& LINBGItSyld F2NYTHIYIIREAGHY
2001), imparted mainly via the Internet, incorporating social media and web 2.0 services

for a collaborative and personalised learning experience, anywhere and at any time via
desktop and mobile computing devices. It can also involve the use ofe@pestional

resources (UNESCQO)

1 Proposal for a COUNCIL RECOMMENDATION on Key Competences for LifeLong Learning {COM(2018) 24 final}:
http://data.consilium.europa.eu/doc/document/SA642018 ADD2/EN/pdf

2 Cedefop (2015)Workbased learning in continuing vocational education and training: policies and practices in Europe, p. 14:
https://www.cedefop.europa.eu/en/publicatiorendresources/publications/5549

3 OECD: Automation and Indipendent Work in a Digital Econdigs://www.oecd.org/els/emp/Policy%20brief%20
%20Automation%20and%20Independent%20Work%20in%20a%20Digital%20Economy.pdf

4 Digital skills and competence, and digital and online learnihtgps://www.etf.europa.eu/en/publicationand
resouces/publications/digitaskillsandcompetenceand-digitatand-online
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This progress is inevitably linkedhe change of known didactic models and methods of
teaching and learning. And when it comes to SMEs, digitalization d@he-j training,
the mutual intergenerational learning becescrucial.

Intergenerational Learning (lgscribes the way that people of all ages can learn together
and from each other. IL is an important part of Lifelong Learning, where the generations
work together to gau skills, values and knowled@®=yond theransfer of knowledge, IL
fosters reciprocal learning relationships between different generations and helps to
develop social capital and social cohesion in our ageing societies. IL is one way of
addressing the significant demographic change we are exypérg across Europe and is

as a way of enhancing intergenerational solidarity through intergenerational practice

(IPY.

The European Commission has developed Etirepean Digital Competence
Frameworkl & | NBFSNBYyOS FTNIYSg2N)] (2 SELIXIAY
O2YLISGSyidQed LG A& offeys2astgol td i@nprosel cizeg'sydigital y R
competence but alsean help with selévaluation, setting learning goalseidifying

training opportunities and facilitating job seardrhe DigComp 2.0 identifies the key
components of digital competence in 5 areas which can be summarised as below:

1) Information and data literacyo articulate information needso locate andretrieve
digitd data, information and contento judge the relevare of the source and its
content;to store, manage, and organise digital data, information and content.

2) Communication and collaboratiotu interact, communicate and collaborate through
digital technologies while being aware of cultural and generatia@iversity;to
participate in society through public and private digital sesviaed participatory
citizenshipt2 YIF yI 3S 2y SQa RAIAGIE ARSyidGAdGe | yR NEX

3) Digital content creatim: to create and edit digital contento improve and integrate
information and content into an existing body of knowledge while understanding how
copyrightand licences are to be appli¢d;know how to give understandable instructions
for a computer sysim.

4) Safetyto protect devices, content, personal data andgmyvin digital environments;

to protect physical and psychological health, and to be aware of digital technologies for
socialwell-being and social inclusiaim be aware of the environmeritanpact of digital
technologies and their use.

5) Problem solvingo identify needs and problems, and to resolve conceptual problems
and problem sitations in digital environments) use digital tools tonovate processes
and productsto keep upto-date with the digital evolution.

5 European Map of Intergenerational learning
6 Digital Competence Framework 2h@ps://ec.europa.eu/jrc/en/digcomp/digitaiompetenceframework
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Individuals pursue adult learning for a variety of reasons: to enhance their employment
prospects, to develop personatly professionally and tobtain transfeable skills, such

as critical thinking. Adult learning also contributes to improving social cohesion and
promotes active citizenship.

The national reports are following the common structpresenting the most ufo-date
guantitative and qualitative evidence to present and assess the main recent and ongoing
policy measures ithe countries of the Partnership

VET remains an attractive option for Austrian students as it offezeatemployability

for graduates. Students enrolled in VET receive Wvasled learning almost half of
educational programmes provide for some practical elements in the curriculum (UOE,
2017). The employment rate among recent VET graduates in 201&eentagh at
87.3%, well above the EU average of 79.5% (LFS, 2018).

Recent initiatives have focused on adapting VET, including apprenticeships, to the digital
shift. In 2019, at the initiative of the Fedekéihistry of Digital and Economic Affairs, the

two educational research institutes 1B&Ind OIBF developed guidelines for the
competenceoriented development of apprenticeships. The aim is to create a framework
for developing training that will serve as a referemceafl those responsible for steering,
planning and implementing apprenticeships. The guidelines aastimnger integration

of practitioners from companies in the design of competemgented job profiles,
training and examination regulations. At tbeginning of 2019 theAustrian Public
Employment Service launched the New Digital Skills initiative with leading companies in
five economic sectors (production, trade, tourism, construction and
office/administration/IT) to drive the adaptation of programsrend curricula in initial

and continuing VET.

Developing adult learning

While participation in adult learning is above the EU average, there remains a serious need
for upskilling.In Austria 14.7% of adults do not have at least an uppeondary
qualifiation, a proportion below the EU average of 21.9%. 55.3% afualified adults

are employed, close to theJEaverage of 56.8% (LFS, 2018).

In line with the 2016 Council Recommendation on upskilling pathways, Austria is
implementing its Adult Educationitiative (Initiative Erwachsenenbildunghis aims to
improve access to education for soeeiwonomically disadvantagegeople and to

”Modernizing VET, adult education and training and digital transformatiational reports, 2019

8 Education and training monitor repartAustria, 2019. Download the recent country regdortAustria:
https://ec.europa.eu/education/policies/enonitor-2020-country-reports _en

9IBW Austriag Research & Development in VET.

10 Osterreichisches Institut fiir Berufsbildungsforschung
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increase their level of education. It enables adults who lack basic skills or who never
graduated from lower secondary egition to continue and finish their education free of
charge. In its third programme period (262821), thenitiative will reach around 2000
people.

During 2018 and at the beginning of 2019, several initiatives were taken to address labour

market need linked to digitalisationThe Digital Competence Model was published in

HaMy X o0FaSR 2y (GKS 9dzZNRPLISFY [/ 2YYA&aairzyQa W
2.2 AT will support the identification and assessment of personal competences and

identify strengths and possibilities for personal development. Linked to this, the

WTF A G n Ainftiati®eNdaS|dufched in 2019 to allow everyone to assess their digital
competerce and receive proposals for training as a basis for their further personal
development. The Pact for Digital Competence (Pakt fur digitale Kompetenz) brings
together companies, adult education institutions and the public administration to jointly

foster the development of digital competences amonghaditarget groups.

Modernising vocational education and training

Efforts are being made to increase the labour market relevance of vocational education
and training (VET)n June 2018, the Bulgarian Council of Ministers adopted a list of
professions in shortage of qualified specialists, and the conditions for additional funding
to schools that offer these qualifications. Most of these specialties are in the field of
machire building, construction and transport. The employment rate of recent VET
graduates increased significantly in 2018, reaching 66.4%, compared with 59.1% the year
before. Nevertheless, in 2018 it remained significantly below the EU average of 79.5%.
The man development in relation to dual training was the adoption of the revised VET
Act in October 2018. Amendments include the definition of requirements, the
development of a database for companies involved in dual training, and the setting up of
a labour cotract for learners in dual training to provide for social and health insurance.

In addition, an ESF -fimanced project that aims to support the dual training system is
asSdid G2 adlFNI Ay GKS &a4SO2yR-YSIKRR2T 2AdAa @
introduced under the Bulgaria®viss dual VET project (DOMINO).

Developing adult learning

The need to upskill and reskill the population is higBulgaria, 17.4% of the working age
population aged 2%4 (approx. 677 000 people) is low skilled. Althoughgércentage

is slightly below the EU average (21.9%), it is particularly problematic given that it
corresponds to twice the number of jobs available that require only an elementary level
of skills (357 000). This clearly highlights the need for sulstamskilling and re
skilling.

11 SeeCompetence FramewokHit4internet
12Education and training monitoeport ¢ Bulgaria 2019. Download the recent country report Rulgaria
https://ec.europa.eu/education/policies/ehonitor-2020-country-reports _en
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Bulgaria lacks a comprehensive system for the training and assessment of teachers and
training in adult education, and the supply is not sufficientnany cases, especially in
vocational centres and enterprises offeringo-felated nonformal training, the
qualification of adult educators is left entirely to the staff involved and is treated as a
personal development issue. Adult educators fall into the same professional category as
other teaching staff, but their professids seen as even less attractive than being a
school teacher. Insufficient attention is paid to the need for special qualifications for adu
educators working with Roma.

An e-skills Strategyor effective implementation of ICT in education and science wa
adopted. It sets out ways to modernise the education system, improve access to quality
education and increase the offer of IT training in formal andfaonal education.

The National Program "Digital Bulgaria 202%inother programming document which
sets out the objectives, measures and activities related to the development and
widespread use of ICT as well as the commitment of the different institutions within their
sectorpolicies. It contains six key priority areas for action to achieve sma#dinsine

and inclusive digital growth in the period 2€4025, which are related to further
development and improvement: digital networks and services; digital economy and
growth potential; digital competence and skills; publiservices; cybersecurity dn
Internet governance.

Modernising vocational education and training

Czechia is continuing to make VET more flexible and more relevant to the needs of the jobs
market. The 2018 Amendment of the School Act obliges schools and to cooperate with
employers in designing curricula, providing practical training, participating in final
examinations and providing placements in companies for teaching staff. Fhen&&F
Modernsation of vocational education and training project, launched in 2017, has so far
introduced 365 modules with the aim of improving transferability between various
pathways in initial and continuous VET and with qualifications in the National Register of
Qualifications. In 2017/2018 a pilot project including elements of dual training has started
in the MoraviaSilesia Region. A revision of the vocational parts of upper secondary
curricula is orgoing.

In October 2018 the government adopted the Digital Gaecddtrategy. The
implementation will build on the strategy for digital education 2020. The latter focuses

on opening education to new learning methods using new technologies, improving
LJdzLJA £ Qa O2YLISGSyO0Sa G2 62N ¢ And Knpraviig 2 NIV I G A
LdzLIA £ 4 Q O2YLJzi | A2yl GKAYlAy3®

13 https://ec.europa.eu/information society/newsroom/image/document/268®country report- bulgara -
final 2019 0D321A4@44E25BE662DADCEGSFAF893 61229.pdf

14 Education and training monitoeport ¢ Czech Republi019. Download the recent country report €@xechia
https://ec.europa.eu/education/policies/ehonitor-2020-country-reports _en
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Developing adult learning

The likelihood of adults in Czechia frequently updating their knowledge and skills through
adult learning is rather lovn 2018, only 8.5% of adults aged&bhad had a learning
experience in the last 4 weeks (EU average: 11.1%). However, only 6.1% of Czech adults
had at most a low qualification (EU average: 21.9%). In 2017 around 5 300 adults aged 25
or above acquired anppersecondary qualification. This represents less than 0.02% of
the nearly 367 000 264 yearolds with only a low level of educational attainment. At

the same time, there are few job opportunities for iqualified peopla in 2017 there

were 287 000gbs in elementary occupations. The 52.2% ofdoalified adults in
employment in 2017 was below the EU average of 58.4%.

A number of projects focus on general upskilling and the digital skills of ateltsoject

UpSkilling CZ (now going through aprapal process) will address the implementation

of the 2016 Council Recommendation on upskilling pathways. The project will develop an

online tool to assess basic skills and a tool offering relevant learning opportunities. Close
cooperation will be ensurdaetween the key players, i.e. the Ministry of Education, Youth

and Sports, the Ministry of Labour and Social Affairs and the public employment services.
Elearning courses, guidebooks and other methodological materials will be developed.

The updated Digil Czechia strategy also includes measures for adults. These seek
y2ilote (G2 AYLINROGS I RdzZ 6aQ RAZIAGIksized £ A GSNI
businesses and support for teleworking by using digital technologies and addressing

digital exclusionyl F RRAGA2y > GKS &adGN}G§S3eé RSTAYySa GK
labour market changes, education and development of digital skills, retraining of the
workforce, necessity to further educate workers and the creation of new education
LINEINI YYSaQ0d

Theae are important developments in continuing VET tBeople with vocational
certificates and 5 years of professional experience will have the option of taking an exam
leading to a master craftsman qualification. It is planned to develop about 45 such
qualfications. The Chamber of Commerce will have a key role in facilitating cooperation
between professional craft associations and vocational schools that will participate in the
new system.

Modernising vocational education and training

Althoughthe employability rate is increasing, fewer students are enrolling in formal VET
programmeslin 2017, 450 535 new students started formal VET programmes, a 2.7%
drop since 2016. The number of places in VET programmes that did not attract an
applicant in 2@8 increased to 57 700 in 2018 from 49 000 in 2017. Regional imbalances
in qualifications and jobs appears to be increasingly pronounced (BIBB 2019). VET
students have a high exposure to work based learning; most educational programmes

15 Education and training monitoreport ¢ Germany 2019. Download the recent country report fdBermany
https://ec.europa.eu/education/policies/ehonitor-2020-country-reports _en
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include solid praatal modules in the curriculum. The employability rate of recent VET
graduates in 2018 increased to 92.4%, up from 91.3% in 2017, far above the EU average
of 79.5%.

Measures to address this mainly focus on modernising and adjusting VET to labour market
dewelopments in the field of digitalisation, automation, technology and sustainatility.
CSRSN}f aAyAaidN®B 2F 9RdzOF A2y YR wS&aSlk NOK
CNFAYAYy3 tFEO0OGQT  O2YLINBKSyaA@gS F3aSyRI G2
excellence, in 2019 the Federal Cabinet agreed to update the Vocational Training Act
(Berufsbildungsgesetz) introducing thre& ET levels with harmonised terms eVET

occupations. The changes are expected to come into force on 1 January 2020. In January
HAaMpZ +F ySg FSRSNIE AYAGAIFIGADBS Lbbh+x9¢ aG{KI
OEOSttSy0S¢ 41 a I dzyOKSRS AyAGALfte SAGK |
development and testing of innovative approaches. Demand for training contracts has

risen for the second year in a row. Germany also continued efforts to boost dual VET,
AyOftdzZRAYy3a o6& RSOfFNAY3I wnmdp Fa GKS W, SIFN 27

The federal government and the regions are running the second phase of the32013
quality initiative gared to improving teaching and addressing potential skills shortages.

Developing adult learning

In Germany, 13.4% of the adult population have not acquired at least an upper secondary
qualification, compared with an EU average of 21.9% (20&h8)share blow qualified

adults in employment, at 61%, is above the EU average of 56.8% (2018). Participation in
adult learning, at 8.2%, is well below the EU average of 11.1% (2018). Nearly 6.11 million
adults (aged 2%4) in Germany have only a kevel or unknwn level of educational
attainment, though there are just 3.2 million jobs in elementary occupations (2017). This
highlights the need for more widespread-sialling and reskilling targeted to adults with

low skills.

Efforts are ongoing to boost adulataing and additional measures aim at upskillitigp
Qualifications Opportunities Act (Qualifizierungschancengesetz) passed on 1 January
2019 will improve access to and financial support for further education of employees
whose occupational activities ae¢ risk of being replaced by new technologies, for
employees affected by structural change, or those in jobs with a shortage of skilled
workers. A new National Continuing Training Strategy presented to the public on 12 June
2019 responds to the digitalansformation of the world of work. The adult learning
programmes run by federal and state governments, to align them with the needs of
employees and companies and to establish a new adult learning culture. Furthermore,
the government plans to reform the gmading training assistance act, with an additional
EUR350 million to be spent in the current legislative term to support individuals attending
GVET courses at higher levels. In addition to ongoing measures linked to the Upskilling
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Pathways Council Recorantatiort®, the BMBF launched a new funding priority in 2018
to focus on strengthening literacy skills and basic education of adults, as part of the
National Literacy Decade 2042026.

Modernising vocational education and training

Enrolment inupper secondary VET slightly increased in 20012017, 35.3% of students

were enrolled in vocational programmes, well below the EU average 47.8%. Students had
limited exposure to workased learning; very few programmes provided for it in 2017.
The levebf employability of recent VET graduates rose significantly notably from 58.5%
in 2017 to 70% in 2018, still below the EU average of 79.5% (2018).

The development of the strategic plan for vocational training intends to boosTNET.
government present a plan proposal in September 2018, including measures such as:
developing new specialisation courses for VET graduates wishing to adapt their skills to
labourmarket needs, updating occupational standards and qualifications, easing
progression to intermaéiate and higher VET programmes, and improving the validation

of nonformal and informal learning. The National Catalogue of Professional
Qualifications and the Catalogue of VET Diplomas were updated. In December 2018, the
government tripled the budget fMfET teacher training and mobility (EUR 8.6 millien, co
financed by the European Social Fund).

The general council for vocational trairiftggt up working groups to boost the VET system
and increase cooperation between education and busine$seswork 6 these groups
focuses on the development, evaluation and quality of the system, professional
information and guidance, national reference centres and integrated vocational training
centres, duaVET, and accreditation of professional competences acgbn@agh work
experience.

Spain has taken many measures on-MEI'Royal Decree 28/2018 reduced the age limit

for participating in duaVET. In December 2018, the Council of Ministers approved
further funding at regional level, with-¢onding from Eurogan funds, to promote dual

VET. The agreement between the Chamber of commerce and the Public employment
service to advise and support companies participating in\dg@lwas extended until end

of 2019. In February 2019, the government published the simatplgan for dual
vocational training, announcing more active participation of companies in continuous
professional development for teachers and in designing occupational standards and
training programmes.

16 Education and Training Monitor 2018; European Council Recommendation on Upskiling Pathways (2016)
https://eurlex.europa.eu/legadontent/EN/TXT/?uri=0J%3AJOC 2016 484 R 0001

17 Education and training monitor reportg Spain, 2019. Download the recent country report for Spain:
https://ec.europa.eu/education/policies/ehonitor-2020-country-reports _en

18 Consejo General de Formacion Profesional
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Developing adult learning

In Spain, there is ngpecialised training to become an adult educator and no specific
qualification to teach or train educator$herefore, the supply of specialised adult

SRdzOF GA2y (SIFIOKAYIKUNIXAYyAYy3a &adFFF A& Ayadz
education.

The goverment approved the action plan for youth employment in December 2048.
of its six priorities is to promote vocational training for young adults to improve their
competencies.

Adult participation in lifelong learning is increasing but still far fronEth&enchmarkn

2018, the participation rate of adults in education and training (10.5%) was close to the
EU average (11.1%), but far below the EU benchmark of 15%. 39.9% of adults in Spain
lack an uppesecondary qualification (EU average: 21.9%). Skills polariaatoskills
mismatches affect the performance of the labour market in Spain and weigh on
productivity grow.
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G Weefated adult learning an®2 Yy G A ydzZA y3 @2 OF ( A2rgskaich énNJ A Y A Y 3
continuing vocational training (CVT) of employees in enterprises identifies two main types
of trainings: CVT courses and five other forms of CVT which are typically connected to the
active work. The &ining activities can be financed in total or at least partly by the
enterprises and financing could be direct or indirect, as it can include the use of paid
workingtime for training:
1) CVT coursesK S& WI NB {Ge@LIAOIffte Of Swokdage & S LI NI
(learning takes place in locations specially assigned for learning, such as a class
room or training centre). They exhibit a high degree of organisation (time, space
and content) by a trainer or a training institution. The content is designed for
ANRdzL) 2F £ SENYSNB o6Sdad | OdzNNA Odzf dzY SEA
2) Otherformsof CVIKS& Wl NB (GeLIAOrffe O02yySOGSR (2
workplace, but they can also include attendances (instruction) at conferences,
trade fairs, etcfor the purpose of learning. They are often characterised by a
degree of sefbrganisation (time, space and content) by the individual learner or
08 I IANRdzL) 2F fSINYSNE® ¢KS O2yiuSyd Aa
individual needs in the workpl OS Q 0 9 dzNP a fivelsiigleforms aré = LJD® H
differentiated:
- Planned training through guided d@he-job training (GOJTWYA 0 A & OKI NJ OG0 SN
planned periods of training, instruction or practical experience in the workplace
using the normal tds of work, either at the immediate place of work or in the
g2N] aAddzZ 6A2yQ 09dzNRP&GF G HAMHOX LIP Hc U
- Panned training througljob rotation, exchanges, secondments or study visits
Y Sdtation within the enterprise and exchanges with other enterprises ar
YY2GiKSNDQ F2NX¥a 2F [/ +¢ 2yfe AT GKSasS YS
primary intention of developing the skills of the workers involved. Transfers of
workers from one job to another which are not part of a planned developmental
programme should S SEOf dZRSRQ 069dzNRA&AGHGE HAmMHOZ L
- Attendance at conferences, workshops, trade fairs and le¢turesV! G 0 Sy Rl y O 8
(instruction received) at conferences, workshops, trade fairs and lectures are
considered as training actions, only when they are plannadviance and where
GKS LINAYINB AYyGSyaGdazy 2F | LISNBR2Y SYLX 2¢
(Eurostat, 2012b, p. 26);
- Planned training througtparticipation in learning or quality circles Wt S Ny A y 3
circles are groups of persons employed who cometteg on a regular basis with

9/ 959 Cht OMNBMpdEdSRaWRAzZ G f SINYAYy3I FyR O2yliAydAiy3d @20F A2yt GNIAY
Publications Office. CEDEFOP research paper; No 48, pageds3@www.cedefop.europa.eu/files/5548 en.pdf
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the primary aim of learning more about the requirements of the work
organisation, work procedures and workplaces. Quality circles are working
groups, having the objective of solving production and workflased
problems, th2 dzZ3 K RA&OdzaaAz2yd® ¢KSe& | NB O2dzyidSR
GKS LINAYIFENE FAY 2F GKS LISNB2Ya SYLX 28SR
2012b, p. 26);

- Panned training byselfdirected learning(e.g. seldirected ef S Ny Ay 3oy W{
directed learning occurs when an individual engages in a planned learning
initiative where he or she manages the training time and the place at which the
training takes place. Selirected learning means planned widual learning
activities using one or more learning media. Learning can take place in private,
public or jobrelated settings. Setfirected learning might be arranged using open
and distance learning methods, video/audio tapes, correspondence, computer
based methods (including internet-learning) or by means of a learning
resources centre. It has to be part of a planned initiative. Simply surfing the
Internet in an unstructured way should be excluded. -8ieticted learning in
connection with CVT co8si aK2dzZ R y28 0SS AyOf dzRSR K
26).

(s}

For the purposes of CVET.net project and the share of best practices between the countries
of the Partnership, the experienceAafstrian Federal Economic Cham@@KQWIFI)
emerges as a new form of trainiqghe where trainer and trainee
changetheir roles the junior coaches the senior on the topics that young can do better
than old.The aim of reverse mentoring is to increase the overall digital fitness in the
company, to adapt old communication and working methods to the requirements of the
digital era and to familiarise older colleagues and managers with the world of the
millennium

The key success factors in the introduction of reverse mentoring are:

1. The matching for Reverse Mentoringhe mentoring
tandem should be composedacross departments and
hierarchies

b
:m m N 2. The topics- the tandems set their own prioritieand

determine the scope and frequency of the meetings.

Specific topics such as an improved talent search,- time
efficient collaboration tools, digital workflow concepts or current facets of online
marketing can be discussed.

3. Professionalismthe mentor needsnot only ahigh level of professional expertise, but
also understanding, empathy, communication skills and diplomatic skills
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4. Win highranking mentees for the programto be accepted internally, it needs to be
popular. If a member of the managent is the first to make himself available as a mentee,
other managers will naturally follow suit

5. Raising awarenessnong managers thaligitisation cannot be delegatedrks.

6. Digital literacy is not a generational issu@ven among managers, it &bout
understanding the role

7. The recruitment of menteesthe mentee needs not only a strong interest in the topics
presented but also personal sovereignty. Psychological barriers should not be
underestimated

8. The procedure- the program can run indefinitely or as a fixed projethe
organizational effort includes:

The conception as such,

The creation of a guideline,

The implementation of internal marketing measures,

The selection and qualification of suitable mentors,

The acquisition and sensitization of mentees,

Kick-off events,

Follow-up measures,

The measurement and documentation of successes, and

The distribution of success stories in internal and external media.
A mentoring community can also be established.

O O« O« O« O O« O« O« O« O¢

Learn more about Reverse mentoring on pagbelow.
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5. CVETNET4Future.Net Best Practices Collection.

AUSTRIA
REVERSE MENTORING

LocationVienna
Target groupAustrian Federal Economic Chamber; Bank Austria

Context:In reverse mentoring, the roles ofassic mentoring are reversediet junior
coaches the senior dhe topics that young can do better than old.

The aim of reverse mentoring is to increase the overall digital fithess in the company, to
adapt old commumiation and working methods to the requirements of the digital era
and to familiarise older colleagues and managers with the world of the millennium.

Description:

. Specifying the topic

. Determining the professional and personal knowledge of the mentors

. Announcement of the topic with quiz and invitation to apply for a mentor
. Selection of mentars

. Topic coaching by IT experts (Mentor for mentors)

. Recruitment Mentees (in person, through;HR)

. Matching mentor and mentor/mentee (formationme¥erse mentoring tandems)

. Update of mentors by IT experts (subject deepenin~

oo N oo 0N WN R

l. Kickoff for mentoring partnership

Il. Regular meetingsmax. 6 meetings in 9
months

Il Final evaluation

V. Experience reports on reverse mentoring

Impact
The key succefazctors in the introduction of reverse mentoring:
1. The matching for Reverse Mentoring

Thementoring tandenshould be composeacross departments and hierarchies
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In larger companies, a coordinating office, in which WKO is responsible for personnel
development and matching, usually takes over. Speed dating, for example, can be carried
out for this purpose. As with the search for a partner, the aim is to find out whether you
are a good match. The participants get to know each other in an intervigvg lasout

five minutes. Afterwards they move table by table to the next potential partner. At the
end of the session, everyone takes stock and decides with whom they would like to carry
out reverse mentoring.

2. The topics

The tandems set their own pridies and determine the scope and frequency of the
meetings. In addition to the concrete handling of networked software, apps, social
networks,the web and new technologieattitude o the young generation in general

may also be discussed. Furthermore, Warking worldand lifestyle of the millennium

as well as the spirit of the times and hip trends can be discussed. Finally, specific topics
such as an improved talent search, tiafécient collaboration tools, digital workflow
concepts or current facetsf online marketing can be discussed.

3. Professionalism

Thementor needshot only ahigh level of professional expertise, but also understanding,
empathy, communication skills and diplomatic skills must be able to explain well, but
above all he mustet his mentee partner do it himself when it comes to digital
applications. Since the mentor is usually young, advance training in mentoring
methodology is extremely useful. This can be given by an experienced mentor. For larger
programs, joint workshopse@also an option.

4.WIin highranking mentees

For the progranto be accepted internally, it needs to be popular. If a member of the
management is the first to make himself available as a mentee, other managers will
naturally follow suit At the AustriarBank Austria, for example, eight millennia were
allocated to the eight members of the bank's Management Board in the first round of the
programme. In the second round, 30 managers of the second and third management
levels met with young employees who weid older than 35 years at the time. These
either belonged to the Bank's talent pool or participated in its graduate programme.

5. Raising awareness among managers that digitisation cannot be delegaksd

6. Digital literacy is not a generational issu@ven among managers, it is about
understanding the roléwith digitisation, tasks shift from assistants to managers, e.g.
approving business trips; some managers think my assistant does that)

7. The recruitment of mentees

Thementee needs not only a sing interest in the topics presented but also personal
sovereignty. Psychological barriers should not be underestiniatedt a younger person
tell you something is not always easy. Generational conflicts have many facets, which can
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partly be explained yb pure biochemistry. On the one hand, there is the fatuer
complex, which also plays a causal role in corporate succession issues. If reverse
mentoring takes place across the gender divide, this must also be taken into account: For
a welldevelopedalpha brain, younger women are above all one thing: prey or beta. Both
facets must be addressed in the mentee preparation, even if they may be unpleasant, in
a clear and concise manner so that the program does not slip out of place unhappily.

8. The procedire
The program can run indefinitely or as a fixed projEog organizational effort includes

- The conception as such,

- The creation of a guideline,

- The implementation of internal marketing measures,

- The selection and qualification of suitable mentors,

- The acquisition and sensitization of mentees,

- Kickoff events,

- Follow-up measures,

- The measurement and documentation of successes, and

- The distribution of success stories in internal and external media.
- A mentoring community can also be established.
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perspektive
mensch

Ablauf Mentoring - grafisch dargestellt

I Festlegen des Themas |
v

| Festlegen der fachlichen und persanlichen Kenntnisse der |

Mentorinnen und Mentoren

| Ausschreibung des Themas mit Quiz und Aufforderung zur |

Bewerbung als Mentorin bzw. Mentor

4

| Auswahl der Menterinnen und Mentoren |
~
Themen-Coaching durch IT-Experten

(Mentor fiir Mentorinnen und Mentoren)

N

Rekrutierung Mentses

(persanlich, durch Personalabteilung)

N

Matching Mentorin und Mentor /Mentee

(Bildung von Reverse Mentoring Tandems)

4

Update der Mentorinnen und Mentoren durch IT-Experten

(Themenvertiefung)

N7

Kick-off fiir

LIV Treffen - max. 6
partnerschaft Treffen in 9

Monaten

izl E e
e berichte zum

Reverse
Mentoring

Source of information:

Mag. Martina Bahardous®aumann, Human Resources Development, WKOE

WKO Intranet

GenerationerBalancém UnternehmenWIFI Osterreich 2018

Guide: Generational balance in the company: Recommendations and practical tips for an
ageappropriate working environment in SMEs

DemografiecCheck - Tool zur betrieblichen  Altersstrukturanalyse  und
Fachkraftesicherung, WKO 2019

Demography Cheak xlsTool for company age structure analysis and securing skilled
workers
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pnAustrian Federal Economic Chamber; Henkel Austria

The Digitales Competence model is a WK development framework for
digital competencies of employees. It describes the six areas:

Digital production published in November 2018;
Communication and collaboratiempublished in February 2019;
ITsecurity- published in June 2019;
Digital Awarenessreleased in September 2019;
Information literacy currently published;
WKspecific competencies.

1. The project lasts one year, there are 6 areas, every two months a new area of
competerce is in focus

2
November

2019 2019
uni September

Kommuni-
P mg"ﬂ,.'—' kation und IT-Sicherhelt Jlisls
e Kollaboration Avfdiznz

2.Online selfassessments for employees
in the intranet of the WKO

3. The results of the sedbsessments are

measures are agreed.

VII.

¢ KAaA

LINR 2501

Information for managers
Information for employees
Kickoff event

Online seKassessments

Discussion of the results with the direct superior

Further training measures

Discussion of the resulisthe annual appraisal interview.

Kl a

688y Ty RSR

6 AGK

adzLILI2 NG FNRY

discussed with the manager in the annual
appraisal interview, among other things,
after which appropriate further training
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FAQs zum Digitalen Kompetenzmodell der WKO

Antworten auf haufig gestellie Fragen

Was versteht man unter .Digitaler Kompetenz™?

Der sichere und kritische Umgeng mit den gesamten digitzlen Technologien, die fur Infarmations-,
Kammunikations- und Problemlésungsrwecks in allen Lebensbereichen genutzt werden, wird sls
Digitale Kompetenz bezeichnet. Digitale Kompetenz reicht dabei weit iiber das Beherrschen von
Anwender-Scftware wie z.6. Word ader PowerPoint hineus. Sie umfesst such die Mutzung wan
Technalagien und Taals im Business-Kontext, die nicht wvam Unternebhmen angeboten werden wis
z.B. min Twitter-Accaunt =ines Experten, eine Whetsfpp-Gruppe fiir ein Projekt ader Doodle zur
Terminabstimmung. Und sie reicht bis hin zur sigenen Einstellung wie man mit neuen

Technalagien und neven Amvendungemiglichkeiten umgeht.

Warum ist digitale Kompetenz gerade fir WK-Mitarbeiterinnen und
-Mitarbeiter wichtig?

Die Digitalizsizrang wirkt sich suf die gesemte Wirtschait und somit such auf unzere Mitglieder 2us.
Dirs gind oft selbst won Digitmlisisrungsprozessen betroffen und stehen sowohl newen Chancen als
much Fisiken gegeniber. Ec ist daher zwingend natwendig, die digitalen Kompetenzen unserer
Mitarbeiterinnen und Mitsrbeiter laufend weiterzuentwickeln und sténdig am Puls der Zeit zu s=in.
Mur ga kinnen bestmigliches Service und bestmdgliche Vertretung der Interessen unserer

Mitglieder sichergestellt werden.

Wie hilft mir das Digitale Kompetenzmodell der WKO?

Die Beschreibungen der Entwicklungsstufen in den sinzelnen Kompetenzfeldern des Digitalen
Kompetenzmadells ermdglichen eine grobe Selbsteinstufung. Sie zeigen, ob man die Kriterien der
Stufe "Advanced” erfillt, sich in der Stufe *Bazic” wiederfindet cder sich scgar noch unterhelb der
Stufe "Baszic” befindet. Als Hilfestellung stehen auch Online-Selbsteinstufungen in den sinzelnen
Kompetenzberesichen zur Verfigung, die unmittelbar Feedbeck zur Zuordnung geben. Auf Bnsis

dieser Selbsteinstufunge-Moglichkeiten konnen die Mitarbeiterinnen und Mitarbeiter aus den
entsprechenden Bildungsangeboten gezielt suswshlen. Noch bescer wilre 25, dizse Ergebnizse mit
den Bildungsverantwortlichen zu besprochen ader sie im Miterbeitergespréch fur die Aus- und

Weiterbildungsplanung zu verwenden.

Impact

Key success factors in the introduction of the digital competence model:

1.

¢ KAaA

A Online sekassessments for all

Involve everyonenobody should feel excludd€tbo little important, too old, ...)

All Employees can test théinowledge and action competence via online-self
assessments. For each area of competence, they receive questions on the levels
"Basic" and "Advanced". The aim is that employees reach the "Basic" level in any

case, for which you must answer 66% of the doaston the "Basic" level
correctly. Depending on the area of responsibility, it may also be necessary to

reach the "Advanced" level.

LINE2SO0G KlIa 06SSy TdzyRSR ¢A0GK &adzZLIJLl2NI FNRY
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2. Selection of the topics

3. Involvement of managersthe project must be promoted by the entrepreneur/
the management and supported by the department managers

4. Open corporate culturex learning organisatiorcommitment to lifelong learning,
error culture; e.g. superiors as role modeladmitting mistaks, nobody is
perfect Projectisgood for raising awareness that everyone is responsible for their
own level of digitisation

5. Inform about committed employees and their successegs mention at Christmas
party, regular reports on the intranet, FAQ on the Intranet (sample see helow)
Inclusion of the topic of digital skills in appraisal interviews is not enough; Personal
department invests dot of resources to promote the pext continuously but
learning improved there aremorefurther education.

The procedure
The program can run indefinitely or as a fixed projHue organizational effort includes

l. Conception as such, establishment of a working group, work plan, etc.
Il. Determination of the important competence areas
Il Selection of suitable sedssessment tests

V. Involvement of managers in the conception, e.g. regular information by the
working group leader

V. Implementation of internal marketing measures.

VL. Kickoff event

Vil. Follow-up measures.

VIIl. Measurement and documentation of successes, and

IX. Distribution of success stories in internal and external media.

Mag. Martina Bahardoud®2aumann, Human Resources Development, WKOE
WKO Intranet

CKA& LINP2SOG KFa 0SSy FTdzyRSR gAGK adzZJll2NI FTNRY (KS 9dz2Ne LIS

This publicatiomeflects the views only of the author, and the Commission cannot be held responsible for any use which
may be made of the information contained therein.



e Co-funded by the
* % Erasmus+ Programme .
S Intergenerational

of the European Union

DIGITOOLBOR TRAINER@ultiplier training

LocationAustria
Target:Austrian Institut of Economic Promotion

= digital learning

Context:WIFI works according to the principle "fréine economy- for the economy”,
i.e. lecturers, when they start working for WIFI, have hardly any pedagogical training as

they do not teach in their main profession

Target:

- Improving pedagogical competences
- Improved digital skills for trainersTrainers can get
to know and try ouhew training tools

Description:

In the course of the seminar the participants will get to kn
and try out a variety of tools. With the help of online quiz:
via smartphone, collaborative work on mind maps, digital

boards and mood surveys, participghave the opportunity
to enhance their training.

This training consists of an attendance part (6 TUs) and an onliheaseiiig phase (2
TUSs). In the online phase the participants can implement their ideas and in the final online
conference they can gjéeedback from colleagues and their trainer.

Tools:

- Online surveys (PollEverywhere, Surveymonkgy ...)

F
Ll- N.A. n Doodle (appointment coordination)

2016

s suen Bl | - Stormboard (interactive tool to work in a group)

o psey .
L s D loien, v e S o Nt ey,

- Plickers (instant feedbagk)

LERNEN MIT

CKA& LINRP2SOG KlFIa 0SSy FTdzyRSR gAGK

- Padlet (collaborative tool to colledeas)

- Wordcloud (graphical representation of terms)

- Bubble.us (collaborative mind mapping)

- Kahoot (online quizzes via smartphagne)

- Free media (Creative Commons, image databases)
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Impact
The key su@ss factors in the introduction:

Toolbox (LENA Lernmodell), witlany simply described methottet gives trainers ideas
to make training varied and lively; learning is always andilgital tools are additional

input.
- Lessons Learntrainers who have another job as their main occupdtave little
time for their own training, ongoing promotion of the topic necessary

From knowledge transfer to competence development

Qualifikation

Source of information:
- https://youtu.be/mjWUjy9sYZk WIFI TRAINEROOL LAB (WIFI Trainer/innen

only)
- https:/www.wifi.at/service/wifilernmodeltlena/lernen lernen
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Austria
Austrian Entrepreneurs

Awareness demographic change

? Intergenerational

= digital learning

It is of great importance that companies recogreenographically induced challenges
early on and take them into account in their planning. Already today, the right course

must be set for personnel development and recruitment.

Due to demographic changes and the associated ageing of the populatnthbg
inevitable in future to make greater use of the labour force potential of older warkdrs
to keep employees in employment for as long as possible.

DEMOGRAFIE-*

hr Tool zur betrieblichen Alter: turanalyse & Fachkriftesicherung

IHR BRANCHEN-CHECK

-

Zur Orientierung: Vergleichen Sie die gegenwirtige und zukiinftige
Atersstruktur Ihrer Nitarbeiterinnen mit dem Branchendurchschnitt.,
Ihre Branche und Ihr Bundesland kénnen Sie frei wahlen.
Nehmen Sie folgende Einstellungen vor. Diese gelten fiir alle Seiten,

Prognosezeitraum: | z050

Branche: Herstellung won Waren

e =

BRANCHEN-CHECK: Beschaftigtenanteie nach Atersklassen im Jahr 2020

Mergleichsbranch Niederdsterreich, Herstellung von Waren
=

100%

0%

19,45
80%
0%
0%

50%

8
%

40%

0%

;u

20%

10%

0%
Ihe Unsemehmen

24,0%

ranchendurch schn
(15-85 Janre] {1562 Jahee)

2020

50+
30-40 Jahve
=15:20 Jahre

Einleitung Ihr Demografie-Check

Ihr Altersstruktur-Check

Ihr Branchen-Check

The free online Demographyé&zk of the Austrian Federal Economic Chamber provides
a quck overview of the age structure in a company in just a few stéfih the help of

the Demography Check tlemtrepreneur can determine the current personnel structure

of his company as well gain an overview of future developmengirthermore, she/he

can analyse the age structure in the company in comparison to its industry and federal

state.
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The key su@ss factors in the introduction:

E? Intergenerational

= digital learning

From a business point of vieanline tool is freely accessible, can be uasohymously,
because of thelownload possibility nobody has to worry that data is logged

From a Chamber point of viewitime effort - creation of the toal Online service for
entrepreneurs no resource requirements for employees of the Chamber of Ecanomy

Digitale Fitness analysieren
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Otherseltassessmertests, seelrend Guide Digitalisierund/IFFWKO 2017, page 42

(Travel Guide Digitalization)
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BULGARIA

BIGFOOT PROJECT, LIFE LONG LEARNING PROGRAMME
Development of Intergenerational Approach Handbook

LocationThe Big Foot approach is implemented in three rural municipaBggkovitsa,
BulgariaTrikalaGreece andsubbio, Italy.

Target groupYoung and oltabitants of the rural municipalities.

Context:Mountain regions in Europe are centers of traditiooaltural and natural
diversity.At the same time, far away from the urban centers and marginalized, they are
facing many challenges, including the latlkeconomic opportunities, and as a result
migration of the younger
population towards urban
centers. This process
exacerbates the challenges of
the rural mountainous areas
because the ageing population
is not properly integrated in
the development proess -
and leads to the loss of
traditional knowledge by
breaking the connection
between the older and
younger generations.

Description:

The idea of the Big Foot project is to bridge the gapd establish intergenerational
learning and dialogue in the mountain areas, enabling and valuating the skills and
knowledge of the older generation of locals, combining traditional knowledge with
modern communication tools and expertise in order to enable innovative, creative and
productive joint solutions for local sustainable development. The project aims to
achieved this by offering training to locals in selected mountainous communities and
supporing community consultations as sharing opportunities for young and old
inhabitants.

The Big Foot project aimed at tackling common challenges of the rural mountainous
regions, including the lack of economic opportunities anehagtation of the younger
population, by applying a participatory intergenerational learning approach. The project
demonstrated the value of enabling and valuing the skills and knowledge of both the
older and the youngegenerations in order to enable innovative creative and prodecti
solutions for local sustainable development.

CKA& LINRP2SOG KlFIa 0SSy TdzyRSR gAGK adzZJR2NI FTNRY (KS 9dzNE LIS

This publicatiomeflects the views only of the author, and the Commission cannot be held responsible for any use which
may be made of the information contained therein.



**x Co-funded by the
x Erasmus+ Programme
S : Intergenerational

of the European Union digital learning

Blending tradition and development is the key in Big Foot. For this reason, traditional
handicraft goes together with digital technologies, and hiking along historical paths
becomes an opportunity to discovaoth local food and online video.

Thelntergenerational Approach Handbolo&s been developed as a facilitator guide for

communities, organisations and individuals by providing a framework to plan how
activities can be developed to address their particifgrests and to be a gateway to a

range of resources to support and inforr;}
this planning. The Handbook, based =
current intergenerational programmessf
initiatives and practices, can be also used: g
a reference document for people alreac
engaged in pragmmes by presenting
procedures for assessing and evaluati

those activities. :

The Intergenerational Approach Handboc
has the following sections:

- Short introduction to Intergenerational Learning;

- Overall overview and purpose of the IntergenerationalrApph Handbook;

- Process Model for Intergenerational Activities related to project management
elements;

- (Qoncrete Intergenerational Planning Model grounded in theory and practice,
including operational templates for practical work;

- 5204 | YR 5 engr@idanal Pragfice In grdeStdldive hammisguidelines
how to make Intergenerational Activities work;

- Procedures for assessing, evaluating and validating Intergenerational Activities
using the Big Foot experiments, including templates for summatigngsults
of those experiments;

- Screening Questionnaire for Intergenerational Experiments;

- Templates for Project Failure Prevention Analysis and for an Issues Plan.

Key success factors are:

- Valorization and maintenance of the elderly populatioaditional knowledge
and specific local culture;

- To foster the connection between the older and younger generations in order not
to lose the traditional knowledge;

- To bridge the gap and establish intergenerational learning and dialogue,
enabling and vahting the skills and knowledge of the older generation;
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- To combine traditional knowledge with modern communication tools and
expertise in order to enable innovative, creative and productive joint solutions for
local sustainable development;

- To develop traditiondlandicraft,go together with digital technologies;

- To implement activities leading to intergenerational learning.

http://www.bigfoot-project.eu/
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CZECH REPUBLIC
TALENTS FOR ENTERPEIBESFI)

LLocationCzech Republic
Target groupPupils, students, representatives of enterprises

Context:Talents for Enterprises was launched to promote vocational education training
to general public of aiges and to also to bring together unlike generations.

Description

An original idea of the-Frofi project was to bring VET more into public’s interest and to
make it more attractive and the idea took form of a competition.

The competition has an annuainning at two different levelg regional and national.
Anybody can compete on regional level and
the best of each region is alNed to
represent their region at national level.

There are teams comprising 3 gegrom an
elementary school (age approx. 10 years), 3
students from a VET school (age approx. 16
years) and an adult or twgrepresentatives

of a company under which name the team
competes. Each member of the teams has
their own role where pupils are ually
assembling the mechanical part, students either help the youngsters or they have to
programme an electrical unit and role of adults is to support, to cheer or to guide, to offer
a piece of advice when necessary or to show different tools.

The mentorsg enterprise representatives

Theirsingle aim is to assemble and put in motion a working model they do not know until
the moment of the competition. Each and eve
team is given a polytechnical construction s
and a methodology at the beginning of ti
competition when time limit is set.

There is a set of rules the competitors have
follow as well as a set of criteria according
which the winner is chosena jury (comprising
of experts from enterprises or from high
polytechnical schools) is evaluagtiguality and
time of assembling.

!, 2% ) )
IT brains (VET school students)

Impact

The competition has gained a lot of popularity among public since the very first round
there are regions.
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There were firm partnerships struck between schools and enterprises that they
cooperate among themselves eveutside this project lines. There are representatives
of enterprises who dedicate their spare time to kids and pass their-knemin form of
extracurricular activities.

There is also the point of working across generations, which encourages creakivg thin
6a2YSiGAYSa S@Sy O2YLi SiSte a2dzi 2F G(KS o02E¢
Since the parents can come and see their children they usually can understand that a VET

path is not completely wrong and the quality of vocational education is higher and higher

as well as they are shovthere is always a link with labour market, which for older
studentsopen doors to future working partnerships and scholarships.

And the mechanics (elementary school pupilils are always welcome

https://www.komora.cz/vzdelavanifdelorepublikovekolo/
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