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BACKGROUND

“KeyNet” was a European  Project carried out with the support of the European Community within the framework of the Leonardo da Vinci Programme. It involved partner countries in the European Union (Germany, Greece, Sweden and UK) addressing the issue of competence development as a means to increase employability. The ‘competence’ refers to the promotion, on a life-long basis, of creativity, flexibility, adaptability, the ability to ‘learn to learn’, and to solve problems. The focus of the Project was on the key skills that enhance competence development in two groups:

· unemployed youth with minimum qualifications

· older long-term unemployed workers

The Project was set within the context of Theme 1 of the EU’s ‘Employment Guidelines, Improving Employability’, and aimed to develop preventive and employability-orientated strategies, building on the early identification of individual needs (Presidency Conclusions of the Extraordinary European Council Meeting on Employment. Luxembourg, 20-21/11/97). The strategies adopted in this Project were based on:

· the identification and analysis of the ‘key skills’ needs of youth and the older, long-term unemployed people

· the systematic co-operation and networking of educational, labour and welfare services in order to help these unemployed individuals build up the necessary skills for their social and employment integration

The Project has worked within six basic key skills areas:

1. COMMUNICATION

2. INFORMATION TECHNOLOGY (IT)

3. APPLICATION OF NUMBER

4. WORKING WITH OTHERS

5. IMPROVING OWN LEARNING AND PERFORMANCE

6. PROBLEM SOLVING

The skill ENTREPRENEURSHIP was also included, although this is a concept that draws upon all of the above key skills. 

The Project has not only been concerned with the skills needs of the target groups, but also with the context within which these needs are shaped and met. Accordingly, the data have been largely collected and analysed in the context of Territorial Employment Pact areas (TEP-areas). The Territorial Employment Pact areas are 89 regions in EU since 1998 working with the aim to encourage wide local and regional partnership based on a pact or an agreement between the partners. The purpose of these employment pacts is to find new ways of solving the problems of unemployment and their structural 
sub-problems. To what extent the objectives of the TEP-areas was reached or not, is not the subject of this project, but there is reason to believe that there is a considerable variation. This project has been focused on rural areas. Even so we are convinced that the findings in this project could be applicable in any social and economic area where partnership against unemployment is built.

The over-arching Project remit suggests that, by emphasising the development of key skills for both the young and the older unemployed persons, the philosophy of a ‘second chance is projected with reference to either education or employment. The development of ‘key skills’ is seen as a ‘channel’ through which social groups facing exclusion from the labour market will be prepared for a ‘second chance’ for education and training. In addition to the needs of the individual youth and long-term unemployed, the Project also addresses the needs of employers who require staff that are not only able to fulfil the basic requirements of their jobs but can also demonstrate their competence in the key skills at appropriate levels. Inevitably, it will, in addition, be relevant to professionals who work in local authorities, training institutions or welfare services dealing with the target groups, for example, in encouraging the dissemination of good practice. 

The KeyNet Integrated Strategy aims to integrate a policy for the development of key skills, in the existing strategies of the TEP area or other existing partnerships addressing the revitalisation of the local labour market. The thesis in the KeyNet Project is that key skills help substantially to improve a person's employability and therefore should be considered as an important factor in achieving re-insertion of the unemployed, especially the less qualified and most vulnerable ones.

This paper attempts to draw upon the range of data accumulated and the experiences gained during the course of the KeyNet Project in order to draw up a strategy for addressing the issue of unemployment in the two target groups. It comprises a set of ‘action points’ that, if implemented, could lead to the development of effective key skills development programmes for use in TEPs and other economic and social areas of the EU. No attempt is made here to contrast the experiences gained in the four countries. The aim is to extract what unites and to present a useful synthesis. For those interested in the national differences and experiences documented by the project, we refer to www.keyskills.org.

The strategy is based on the following model:

	The following stages of analysis and evaluation should be worked through:

STAGE 1 – DIAGNOSTIC PHASE

Undertake a survey and analysis of the socio-economic nature of the area.

Produce a picture of the target group(s), the area, and the resulting ‘needs’.

(
STAGE 2 – KEY SKILLS DEVELOPMENT

Evaluate the current levels of skill and key skill achievement in the target group(s).

Find out the current programmes of key skill delivery, isolating examples of good practice. Pilot these.

(
STAGE 3 - ASSESSMENT

Evaluate the success of key skill delivery and assessment strategies.

Draw conclusions about possibilities of wider dissemination of these.

(
STAGE 4 – ACTION PROPOSED

Itemise and evaluate the lessons from Stages 2 and 3. Draw up

a development programme for the TEP/local area

which includes the following:

· Examples of good practice in the delivery of key skills.

· Examples of good practice in assessment of individual achievement.

· Exemplars for the use of both teacher/trainer and student/trainee.

· Explanation and guidance for employers.




1. THE DIAGNOSTIC PHASE 

1.1 The target groups 

The target groups are defined in the Project brief as those groups that are at high risk to be excluded permanently from the labour market, in particular -

· Young people who have minimum or no qualifications. These may include unemployed school leavers, especially low achievers, young people who failed to complete compulsory education, or those who failed to proceed to further education, become marginalized and face the risk of social exclusion. Lack of basic competence prevents them from adapting to the work situation, to learn, to solve problems, and to communicate well enough with others in work related situations.
· Older workers (over 40) who have been unemployed for more than a year. These are people who face a similar risk of social exclusion, because long abstention from employment results often in de-skilling, regarding both technical and social skills.
Unemployment statistics of target groups have to be analysed by categories of age, sex and length of unemployment. The capabilities of target groups as assessed by the job seekers themselves, in terms of what kind of jobs they are seeking have to be investigated.

It is important to assess prior lesrning and individual skills patterns, if the inividual needs are to be targeted. The different characteristics, perceptions and needs of the younger and older unemployed must be borne in mind, i.e.

	16-25
	40+

	Closer to formal education and training programmes
	Out-of-touch with formal education/training

	Likely to have some knowledge and experience of IT and communication skills
	Often have family responsibilities

	Lack of ‘work experience’
	Out-of-touch with Key Skills, especially IT

	
	Maturity

	
	Often have experience of many jobs – negative factor


1.2 The skills needs in the area

The Project remit stated that skill needs can be defined from different points of view:

· Skill needs defined by employers

· Skills needs defined by the target group : self-perception

· Skill needs defined by the certification system

· Skill needs defined by the education and training provider

In order to find answers on the above, interviews, questionnaires, workshops could be useful methods, not only giving answers but inviting the different groups on reflecting, and thereby starting a networking process. Differences between how the skill needs are defined of the groups could give useful clues in how to design the further work.

The need of the local labour market has to be investigated. Occupations in great demand can be pointed out. Appointments and subsidised work places are to be listed by type of occupation.

Evidence obtained during the project suggests that the target groups lack appropriate education or training, have few, if any, qualifications, and are deficient in the basic or key skills.

1.3 The needs - what type of training is needed to upgrade skills?

There are a number of threads running through the various approaches to Key Skills and the attempts to meet the skills needs of the young and older unemployed. This strategy report suggests that these needs would be best met through training programmes that focus on the following:

CONTENT

1. Competence at communication skills. This involves taking part in discussions, oral presentations, producing written materials and the use of images.

2. IT, at various levels of sophistication. Preparing information, information processing, presenting infomation and evaluating the use of Information Technology.

3. Application of Number.  Collecting and recording data, interpreting and presenting data, using mathematical skills which are needed in the workplace.

4. The ability to work with others. Identifying collective goals and responsibilities. Working to achieve collective goals.

5. Improving Own Learning and Performance, including study skills. Assessing own strengths and weaknesses, identifying targets, following a scedule to meet these targets.

6. Problem solving. Learning to use different approaches to solve a wide range of problems.

APPROACH OR TEACHING-LEARNING CONTEXTS

· Thorough preparation of students/trainees for learning.

· The use of problem-solving strategies, preferably within a range of learning contexts.

· Ideally, the use of one-to-one learning strategies.

· An increased use of Information and Communication Technology.

· Any Key Skills programme, but especially one targeting the unemployed, will have to be accompanied by a carefully thought-out publicity and awareness-raising programme if it is to be understood and accepted by individual trainers, employers and the public. This will need to be underpinned by an effective support programme. 

Even though some interests would like to see the use of a Key Skills qualification there is, by no means, general agreement on such an innovation. Employers, in particular, are loath to see the introduction of a possible complex and expensive tier of training, for which they would have to pay.

2. KEY SKILLS DEVELOPMENT 

2.1 Identified deficiencies of ‘key skills’ in the target groups

There are two types of ‘key skills deficiencies’:

· Deficiencies or weaknesses in competence in each of the individual key skills.  The deficiences are most marked in “Application of Number” and IT skills. Other obvious tendencies are: (i) a general weakness in Communication skills, more marked in the over-40 age group, (ii) a general weakness in “Application of Number” in both of the target groups, (iii) weakness in IT skills more marked in the older targetgroup, (iv) far more training needed in “Working with Others” and “Improving Own Learning and Performance”. 
· Deficiencies in the provision of teaching or training provision.  In the context of the “delivery of the key skills”, deficiencies were most marked among those who had recieved an academic education and no vocational training, and vice versa. 

2.2 Examples of good practice

There are several examples of good practice in all the participating countries (described in the Best Practice Guide and in the Assessment Guide, www.keyskills.org). Taken in total, the examples of good practice suggest that for a strategy to succeed and for Key skills to be delivered effectively, the following must be present:

· Those involved must be clear about the nature and purpose of key skills.

· Programmes should be employer-led or influenced.

· There are links between the provider, the local college/training institution and the employer.

· There is adequate funding for the trainee (often unemployed).

· The qualifications are understood and accepted by trainee and employer.

· There is appropriate funding for the training-qualification programme.

Policies and procedures that appear to facilitate the entry and re-entry of the unemployed into the world of work include the following:

· “Customised” teaching-learning programmes – ideally individualised. They should be capable of use in a range of contexts, including with those unemployed and with responsibility for looking after a family and running a home.

· A sensitive use of a well-defined programme targeting prior learning and experience as well as its converse, lack of any experience.

· A good balance of on- and off- the job training.

· Trainers and assessors who are accessible to trainee and employer.

· An appropriate, publicly accepted Key Skills Qualification. 

2.3 Key skills development included in technical skills training

One of the most effective ways of delivering a key skill programme, thereby developing key skills competencies is in and through technical skills training. The diagnostic work for the KeyNet Project indicated clearly that, ideally, technical training, and all types of teaching and training programmes could serve as vehicles for the delivery of a key skills programme. The process by which this may be achieved (the ‘How?’) is illustrated in the diagram below.

	Starting point

The student/trainee’s main learning/training programme,
e.g. academic subjects, vocational preparation, apprenticeships

(
Signposting

The teacher/trainer indicates points in the main programme 
where the student/trainee can acquire naturally occurring
evidence that they have achieved key skills competence

(
Build up a portfolio of evidence,

supplemented by a log book.

(
Assessment

The uses of an assessment instrument to see if the acquired
key skills are indeed generic and transferable.




The last stage, ‘Assessment’, in this process allows the trainer and employer to discover the validity and success of the complete training programme for all those involved. Effective assessment allows a range of questions to be answered by -

· those who have received the training (the student/trainee/unemployed)

· those who provided it (the teacher/trainer) 

· those who have funded the process (individual/local or central government/ industry)

· those who will ‘receive’ the trainees (further and higher education/the employers). 

3. ASSESSMENT 

3.1 The importance of the assessment stage

The first part of the Keynet Project addressed issues of the nature of the skills, the ways in which they can be delivered in a range of contexts, and the extent to which it is possible to isolate examples of ‘good practice’. The next part of the Project focused upon ‘assessment’ and tried to answer four questions:

· Who is the assessment guidance for?

· What sort of information do they require?

· What are the principles of assessment most appropriate to key skills?

· Is there a ‘most appropriate’ method of assessing key skills?

These questions were posed and answered in an ‘Assessment Guide’ that targeted teachers, trainers and employers. In summary, the following points were made:

Who is the ‘Guide’ for?

The “Assessment Guide” has been produced in order to help two groups of people develop and deliver more effective teaching and training programmes in which the key skills play a significant part. These two groups are 

· Teachers and trainers

· Trainers and employers

The fact that the two groups are not mutually exclusive is highlighted by the presence of the ‘trainers’ in both categories. These two groups require accurate information about their students, trainees or employees. But there is a third group in the equation – the student, trainee, employee or the unemployed individual – and the situation or context in which they find themselves. They require equally important information about their achievement, strengths and weaknesses, in key skills. This information is usually expressed in the short hand term - a ‘qualification’. 

What sort of information do they require?

· Teachers and trainers need to know the strengths and weaknesses of their students or trainees, especially as a means of planning the next stage of a course or programme, and to be able to ‘plug the gaps’ in a student’s knowledge, understanding and skills. These are largely diagnostic and formative assessment.

· Trainers are a little more specific in their demands of assessment. They, too, require information of a general nature, but are also often dealing with trainees who have job-specific needs, e.g. their employer is particularly interested in their developing IT skills or the ability to work with others. In such cases, the assessments must be firmly rooted in specific contexts. They also have to have systems in place that feed back to a wide range of employers.

These two groups of users are especially concerned that the assessments throw up results and information that tell the student what her/his strengths and weaknesses are.

· Employers also want to know if the claimed skills really have been achieved – and to have the evidence that this is true. So, the employer is interested in summative assessment supported by evidence.

· The student, trainee, employee and the unemployed want to be certain that any programme or training course allows her/him to achieve the stated objectives and to have reliable evidence that it has been achieved. In other words, that a qualification is valid. They also need to know what they require to progress and, for example, to be eligible for promotion. Also important are those who are not currently working but who want to return to work or enter employment for the first time. In many cases they may have been outside the main stream of education or training for many years. This group will be especially keen to discover information about their current level of attainment, their strengths and weaknesses – that is, diagnostic assessment.

Basic assessment principles

Bearing in mind this very wide range of interest, there are some general principles of assessment that can be applied to educational and training programmes containing key skills. A list of principles that should underpin any key skills assessment programme would include the issues shown in the following diagram.

	· Determine at the outset what information is required

It is important that only the required information should be provided. So, careful attention needs to be paid to the form of the assessment. If the employer requires information about an employee’s ability to use transferable key skills under pressure then the assessment must reflect this, e.g. a timed assessment. If on the other hand the ability to work co-operatively is the requirement, then group-based assessments must be developed and used. Initial assessment should result in each student/trainee receiving an individual action plan.

· Assessment must be a valid experience for the student/trainee/employee

As far as possible, assessments must combine contextualised assessments (e.g. the task based upon a course or work activity with which the student/trainee is familiar) and those that provide the opportunity for the assessment of the transferable skills elements of key skills (e.g. encountering a problem in a novel situation).

· The assessment should provide information that is reliable

The methods of assessment used by the teacher or trainer must produce results and information that can be depended upon by all involved in the process. That means that no matter whom the person being assessed, or on when the assessment occurs, or by whom assessed, the result is the same.

· The results of the assessment should mean something to the users

This has two meanings. The results should convey information that is readily understandable to the user, but they should also stand as a symbol for acceptability. 

· Certification should be manageable and cost effective 

It is no use developing an assessment programme that is too complicated for people to understand and too costly to use. Accordingly, the assessment techniques used should be capable of being used by trainers and understood by trainee and employer – and be cost effective.


The ‘Assessment Guide’ looked in detail at the important first stage of assessment – that which should take place at the start of a training programme, i.e. diagnostic assessment. 

Assessment – a method of working.

Most of the ’Guide’ contains examples of different types of assessment. Sometimes a technique is used in one context and then, on another occasion, in another. One of the main purposes of the ‘Guide’ is to show how assessment may be used to give the trainee, the unemployed, the trainer and employer information about the individual’s achievement, weaknesses and progress in the acquisition and the ability to use key skills. It is up to assessors to decide which assessment strategy and technique is most appropriate to their needs. The diagram below suggests a possible approach to and method of working in a key skills assessment programme.

A starting point

This is the teaching or training programme. 
Decide how the ‘key skills’ are to be delivered:

· by special key skills programmes, e.g. an IT course, an Application of Number or Communication course.

· Through a student/trainee’s main courses or programme.

(
Assessment strategy

This largely depends upon the approach adopted to training:

· If special key skills programmes are used then assessment can focus on one or more key skill, e.g. on assessing communication.

· If the approach to training is based on ‘embedding’ the key skills within the main training programmes, each assessment programme must consider the issue of the ‘context’ of the assessment. For example a test designed to assess application of number skills could be presented within an exercise on health and safety,

or welding techniques.

(
Assessment techniques

The type of tasks used largely depends on your assessment strategy. 
For example, key skills focused programmes allow the use of techniques that target aspects of a key skill directly.
Contextualised key skills require the use of techniques that assess the key skills indirectly.

3.2
Evaluation of the ‘Assessment Guide’

The Assessment Guide is a central document in the project since it works at two levels. It links the teaching and learning process to certification and accreditation, and learner with trainer and employer. The Assessment Guide has itself been assessed and evaluated by a range of users in the four participating countries. More and less elaborated questionnaires have been sent to training providers, policymakers, employers and other relevant stakeholders. 

The general conclusions that may be drawn from these evaluations are:

· The general response to the Assessment Guide is positiv.

· There is a need for more guidance on both the delivery and assessment of key skills. This guidance should be designed for all “players” in the process, i.e. trainees, trainers and employers.

· The Assessment Guide clearly meets the needs of training providers.

· Once amended, as required (se below), the Assessment Guide should be made avaiable in as many modes as possible (electronic as well as printed format) in order to reach the greatest possible audience.

Suggestions for improvment:

· In all countrys with other mother tongues than english it was, not surprisingly, strongly emphasized that a translation is needed to faciltate dissemination. 

· It is hard to translate the concept “Key Skill”. The implication of it is well known in all countrys, but a plain translation does not convey the meaning. It is important to find words commonly accepted.

The Assessment Guide could be found at www.keyskills.org.

4. AN ACTION PLAN 

The KeyNet Project provided the opportunity for a transnational analysis of the nature, problems and possible solutions to the problem of long term unemployment among those aged 16-25 and over 40. From the outset, it was obvious that an important, initial task centred on the need for definitions and objectives common to all four participants in the Project, i.e. Germany, Greece, Sweden and the UK. The Project’s first three phases produced important strategies and products.

The first phase, the ‘diagnostic phase’ saw the build up a data on each of the TEPs, resulting in the development of socio-economic profiles, the construction of ‘deficiency models’ for each, accompanied by a ‘needs analysis’. This highlighted the fact that a ‘key skills deficiency’ was generally evident.

The second phase focused on ‘key skills development’, and ways by which efficient training programmes could be developed. The work was based upon the construction of a ‘good practice’ portfolio that could be consulted and used by teachers and trainers.

The third phase addressed the issue of ‘assessment’, that is, how can we set up systems to determine the success of both individual’s own training programmes and the programmes themselves. The result was the ‘Assessment Guide’.

The fourth and final phase aims to formulate an action plan. Based on the information drawn from the three first phases a range of strategies is proposed that may be or should be developed within each country. What is required at the outset is a ‘needs analysis’ of the skills requirements of each country or region. This will provide the platform for the four specific action programmes outlined below.

Four main areas have been itemised:

4.1
Training of trainers

Methods

· the production of guidance materials supported by a range of illustrated exemplars. These should be available in the printed and electronic forms. The materials should be designed to used as part of formal training programmes as freestanding documents.

· a range of training programmes, including formal events organised for an area or town, and more informal ones, largely ‘in-house’ and highlighting ‘on-the-job- provision. There is clear need to distinguish between the needs of the different groups involved in teaching and training.

· the need to set up links between providers, local authorities and awarding bodies to ensure that the ‘trainers of the trainers’ are effectively prepared.

· the use of diagnostic assessment strategies.

​Content

· materials (and exemplars) on the nature of key skills.

· training strategies

· assessment – techniques, the analysis of results, producing individual action plans. 

· all materials to be available in range of formats. 

A Trainers Guide is produced in the project, available on www.keyskills.org .

4.2 Funding

To be effective, all training programmes must be adequately funded. This funding should include the following:

· finance for teacher/trainer release for training.

· the provision of finance to the local authority, college, for developmental work.

· some kind of funding of the individual learner/trainee, especially those aged 40+ and with family commitments.

To be effective, this funding element must be centrally developed and co-ordinated. The funding question (or lack of funding) was the most frequently quoted reason for lack of development in key skills training. 

4.3  The issue of ‘on the job training’

The preferred strategy for the delivery of key skills is, where possible, through the process of ‘signposting’. In real terms, this means the integration of the key skills within the main teaching or training programme followed by the individual. For those in work or full time education, the evidence suggests that they learn most effectively and efficiently by having each of the key skills delivered through the vehicle of the subject or job. This ‘on the job training’ facilitates the use of two processes:

· the key skills are given meaning and immediacy;

· possibility to structure inter-active key skills programmes between students/ trainees.

For those unemployed and removed from formal, main stream education and training, it is important that these principles and processes permeate the teaching-learning programmes. Key skills should be contextualised in such a way as to address local needs and individual demands, e.g. greater maturity and experience of family demands. 

4.4
Networking

The most successful practices witnessed during the course of the project suggest that ‘networking’ is a prerequisite to their success. The question to be posed centres on the extent of this networking, and on how to reach a common understanding of the concept “key skill”, and the issues and opportunities connected with it. Without a carefully worked out and implemented networking system there is the danger of individuals “reinventing the wheel” on a large number of occasions.

The TEP areas involved in KeyNet project differed according to the project experience to a not negligible extent regarding how much they gave priority to this issue. The answers to the question why it is so, is not possibly to find through this project, but questions arises regarding to which extent the different Territorial Employment Pacts were implemented. When a project do not meet a need, or intend to meet needs already met by other actors, or have a top-down approach, there could be a situation where networking is not successful, if these preconditions are not taken into account.
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