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FOREWORD

The report presented here is the product of two lines of  investigation:

· Analysis of the legislation along with reports and articles illustrating differing commentaries and points of view

· In-depth individual and group interviews with key stakeholders
: organisations of employers and employees (les partenaires sociaux) ; providers, beneficiaries, decision-makers and experts:

1. to trace the process by which the legislation on VAE has come into being in France: the different stages marking the development of rules for the recognition of experience for each individual throughout his or her professional and personal lifetime;

2. to reveal the variety of ways in which the provisions are understood both in the context of the present situation and of its future development;

3. to investigate how this development in France may be incorporated into a much larger European project of recognising learning, and how the various stakeholders see this possibility 

INTRODUCTION


The accreditation of experiential learning (Validation des Acquis de l’Expérience/ VAE), ( included in the Social Modernisation Act of 17th January  2002) now provides a third way of access to  qualifications in France. Its recent development presages great changes in the landscape of training and qualifications.


The first steps towards its implementation allow a glimpse of the evolution of professional practices on the part of those responsible for giving information, advice and support to individual candidates for the accreditation of their experiential learning. Knock-on effects are also to be expected in the practices of education and training, both in content and modes of delivery – including in the professional development of the trainers.


Even if the path ahead is by no means clear of obstacles to be overcome, VAE (APEL) contains the seeds of its possible spread across Europe in a way that bodes well for the future.


In the first chapter1, this report picks up the threads of the various legislative texts relating to VAE, attempting to understand how far they represent continuities and/or discontinuities with the preceding regulations concerning VAP (validation des acquis professionels) on learning at work.


In the second chapter, the report attempts to outline the challenges, the advantages and the difficulties identified by the stakeholders when questioned about the implementation of the provisions, and their possible extension beyond national frontiers.

Finally, in the third chapter, the document considers the possible ways in which VAE in France may mesh with European concerns about the recognition and accreditation of learning, based on what has been said by some of those involved in its implementation in France. The emphasis is on a transparent system of qualifications (le système “Transparence des qualifications” ) which constitutes a well-known signpost  on the road to the future construction of an national inventory of professional qualifications and to the constraints which have to be taken into account, as well as the obstacles to be surmounted, in order to construct on a European scale.

Chapter 1: On the intentions of the 2002 Act and its implementation

1. VAP (accreditation of learning at work) and VAE (accreditation of experiential learning): continuities and discontinuities

Continuities….


The accreditation of prior learning is not a new phenomenon in France. Experience has always been taken into account in the negotiations between potential employee and potential employer. It is related to officially established employment norms, and in certain cases negotiated between employers and unions, as a type of national qualification.

·   Ever since 1934, there has been a specific provision for candidates with the appropriate professional experience to obtain a State Engineering Diploma (DPE) if they can present proof of their fitness for the title by the presentation of a thesis complying with specified standards.

·   A decree of 1985 provided for individuals to be admitted to a course without the normal entry qualifications. This only applied to universities.

·   In 1992 a new law was passed to allow individuals who had at least 5 years experience of their occupation to be granted a formal qualification after being dispensed from a certain number of tests. This provision has been extended to qualifications awarded by the Ministries of Education and Agriculture, and more recently, by the Ministry of Youth and Sport.

The procedure which has been set up consists of the building up of a portfolio in which the candidate describes his or her activities in a way that demonstrates to the panel that s/he has attained the competences laid down in the specification for the qualification sought. All component parts of an award bar one can be gained in this way. 

Today, the law enacting VAE covers all qualifications so that the greatest possible number of citizens can have access to them. It institutes a truly individual right, collectively guaranteed, so as to justify the language of the introductory texts to the 2002 Act. 

From now on, a qualification can be awarded in its entirety following on professional experience, just as it can after a course of study, but equally in the context of a combination of periods of  experience and study, whether they are the result of paid employment, unpaid activities, or voluntary work.

The passing of the act was preceded by a number of experiments in ways of awarding qualifications which would have currency in the labour market. These have resulted in the establishment of provision under the aegis of two sorts of organisation:

· The Ministry of Employment.  Certificates of work-related skills are awarded. These qualifications are constructed on the basis of an analysis of actual jobs, related to established posts within the ministry, and the competences evaluated with reference to those defined in the national  register of trades and professions (Répértoire National Opérationnel des Métiers et Emplois -ROME). The latter is used by the national employment agency (ANPE) to establish the relationship between job offers and the profile of  those seeking work. The possession of competences is established by testing, and particularly by on-the-job evaluation, whether in actual or simulated circumstances. 

· Chambers of Commerce and Industry. These award certificates for business competences. The path taken harks back to the underlying principles of NVQs .  The criteria used have been worked up in close collaboration with the businesses concerned. Learning is evaluated by its outcomes, in the workplace, by evaluators who have been ‘certified’ for that purpose.

and discontinuities


As time goes on, and the practice becomes more widespread, VAE makes a break with the past in the sense that all those involved are asked to focus their attention, not on the training undergone, but on outcomes. “This is a change of paradigm whereby the accent is put on the qualification, and no longer on the process by which access is gained to the qualification” (Contribution by Anne-Marie Charraud to the first meeting of the Reference Group (Points Relais  Conseil) for VAE on December 17th 2002.)   From this point of view, this change constitutes a real ‘cultural revolution’.

The Ministry of Education (l’Education Nationale), which has established certain practices in the accreditation of work-based learning (VAP) over a number of years, perceives three important changes under the new law:

· VAE allows a qualification to be awarded in its entirety, while VAP allowed candidates to be dispensed from units or tests (depending on the qualification) and only granted ‘bits’ of a qualification;

· The adjudicating panel treats the application as a whole. The reflective work undertaken on the candidate’s experience requires a more collegial approach, where before the application was initially split up and the components submitted to subject specialists for their individual opinions. 

· The change formally substitutes the ‘award’ of components of the 

      qualification for the previous ‘dispensation’ from a module or a test..

VAE redefines training, no longer as an end in itself, but as a means to the building up and maintenance of an individual set of qualifications, while restating the necessity for ‘traceability’ and currency.  The national government and the employer and union organisations (les partenaires sociaux) are pledged to underwrite their reliability and credibility.

VAE constitutes a way of providing qualifications which affirms the validity of various types of learning and contributes to the development of life-long learning.  It offers a guarantee that knowledge and skills can be put to work, developed and adapted against a socio-economic background of constant changes in technology and organisation and of a mobile workforce.

2. Innovations in the 2002 legislation

The provisions for VAE (APEL) appear in what is known as the ‘Social Modernisation’ Act of January 17th 2002, under two headings, those of the Employment Code and the Education Code. This demonstrates a pronounced commitment on the part of the national government.

This 2002 Act involves important changes in the landscape of  qualifications in France, with some significant innovations.

four innovations

1) The opening up of the possibility  of accreditation of experiential learning for the entire gamut of qualifications recognised  on a national level, including degrees, professional qualifications and certificates awarded in various trades and occupational sectors. Three years of experience at work could suffice for an application under this provision, and an entire qualification can be delivered by that route.

2) The provision of leave for the purposes of the APEL process.

3)     The setting up of a National Qualifications Commission reporting to the Prime Minister, with responsibility for the technical oversight of the development of the qualification system. They would also continue the tasks of the technical commission for the national recognition of qualifications (offered locally or by single institutions) (homologation); to set up a national index of qualifications and to keep it up to date, and to facilitate the construction of ‘bridges’ between different national qualification systems.  Decree 2002/617 determines the composition, tasks and working methods of this group.

4)  The setting up of a National Register of Vocational Qualifications (Répertoire National des Certifications Professionnelles/RNCP). This register should list all qualifications identified at the national level. It records as a matter of course all the diplomas and qualifications awarded in the name of the national government which have been created after consultation with the organisations of employers and employees which are involved in them. It registers other qualifications upon application and after consultation with the National Commission for Qualifications (CNCP).

3. The three tasks of the National Qualifications Commission (CNCP)

The Commission meets about 5 times a year, to consider applications for inclusion in the national Register, with support from a specialist commission. Three tasks have been confided to the CNCP:

1) The setting up and updating of the Register (RNCP) – see Annexe 1.

The setting up of the Register is intended to make the qualifications available as accessible and comprehensible as possible to all those involved in providing information and advice, or in managing personal and professional development. For the general public, it should present a coherent picture what is available and maintain the quality of  the qualifications described in the Register.
2) The development of a new terminology for  qualifications
The CNCP has been asked to develop a new terminology for the various levels of qualifications, which obviously cannot take place without the necessary preparation to relate it to actual jobs, and to allow for international comparisons.

3) The submission of an annual report to the Prime Minister
The CNCP is structurally and politically attached to the Prime Minister’s office. The President of the Commission will submit a report on the Commission’s work to the Prime Minister every year.

.  

Chapter II – Clarifying the issues

4. The terms of the debate: qualifications versus competences
The challenges agreed on by all those involved are to allow access for all to education and training systems and to enhance the possibility of job mobility for individuals by giving greater currency to the proofs of their learning.

Various rationales are adduced for this development on which both sides of industry are agreed. In particular there are: the unemployment question, the low percentage of the workforce in possession of a recognised qualification (the rate went up to 40% in the 1995 OECD report) and the anticipated consequences of demographic developments for the workforce, as they affect the future supply of labour in different sectors and relationships within the labour market.

All are agreed on the need to raise the level of qualification of the workforce, and to develop employability in the face of the demands of the economy. But beyond such general considerations, VAE throws up a great variety of vital questions. The parties concerned are thrown into opposite camps by the possible purposes to be served by its implementation. What is being fought for? Collective guarantees? The individual responsibility of the employee?   Which is to be prioritised? The needs of the business or of the individual?

For some years the debate in France has been posed in terms of the tension between ‘qualifications’ and ‘competences’. In this view, the ‘qualification’ means a diploma or certificate which can be looked up in the framework evolved by collective bargaining  (Conventions Collectives) and matched with an index which lays down the correct rate for the job.  ‘Competences’, on the  other hand, are associated with knowledge and skills put into practice by an employee in the workplace.

From the point of view of the Force Ouvrière trade union (FO), the idea of a ‘qualification’ covers both these concepts, the first of which emphasises academic knowledge and which gives a degree or diploma all its weight, and the other, which has its origins in the English-speaking world, refers to knowledge and skills required in practice. The first emphasises the usage of the term 'qualification' in reference to a trade or profession, while the second attaches the term ’competence’ to the idea of a particular job. 

In this sense the type of certification defined by the law goes back to the concept of  ‘qualification’ rather than ‘competence because a ‘qualification’ demonstrates that the person can work in a wide variety of situations. A ‘competence’ on the other hand, contains the notion of satisfactory performance in a particular work situation. The government is not concerned with these details, but rather with the levels reached, seen as ‘real qualifications’. 

It is in the space between these notions that the reform of training practices has to take place, and VAE  has to be developed, subject to a wide-ranging debate. That at least is the hope expressed by the trade unions. They want to defend the coherence of the framework to be put in place and the firmness of the foundations on which APEL procedures are based, while bearing in mind the different uses to which they may be put.

Employees’ organisations are generally favourable to the rationale of ‘competences’, but wish to preserve collective guarantees on pay and conditions. The employers represented by MEDEF, on the other hand, tend to downplay the importance of academic qualifications (diplômes) and only want to recognise  skills closely linked to current work, because of the rapid obsolescence resulting from technical and socio-organisational developments. The organisation representing small and medium employers has given a more tempered response, and recognises the importance of initial education and training for people preparing to enter employment. 

With this multiplicity of stakeholders and interests, there is one aim which is strongly defended by the representatives of both employers and employees. That is to develop the availability and variety of qualifications to take account of socio-economic needs, and to promote the employability of individuals. To this end some of those involved have called for a rebalancing of professional representation on the joint consultative bodies  (commissions paritaires) which pronounce on the content of vocational training, and a clarification of the roles of all those involved.

This issue arises from the break created by VAE  between training and qualifications. VAE adds weight to the strong claims made by workers’ and employers’ organisations (les partenaires sociaux) to control the process of accreditation. This leaves the training providers with the responsibility for deciding the content of the accreditation process, and the partenaires sociaux with the responsibility for defining what accreditation means in relation to work and qualifications, because accreditation represents a guarantee of practical application, and no longer just one of knowledge and skills. 

In the context of all this, VAE should entail a wider consideration among those involved of a convergence between initial and continuing education and training. 

For now, the Ministry of Education, which is proud of its track record of innovation demonstrated by the practice of accrediting work-related learning (validation des acquis professionnels/VAP), continues to assert the values of the academic qualification as a relevant benchmark on the labour market. VAE only represents an extension of the original principle by adding on knowledge and skills gained outside the realm of paid work.

The Employment Ministry, after various pilot projects launched before the passing of the Act, has put in place a system similar to NVQs (Certificats de Competences Professionnels/CCPs), where the explicit target is competences associated with particular types of work identified within the job market. (See Annexe 2 for more about a CCP.)

5. What is at stake for the interested parties
5.1 VAE and the interests of individuals 

The decision to rely on accreditation criteria decided in advance can be seen as an attempt which is all the more legitimate since accreditation takes into account individual competences. Such accreditation is mentioned in the ranking criteria used in national agreements on pay and conditions.

It is natural to seek to widen access to qualifications as a way of raising the general skills level of the working population. They have national currency across the boundaries of occupational sectors, and recognise the capacity of the individuals who possess them to fill posts in a wider spectrum of workplace settings, within a context of organisational development and development potential.

It is a both an assurance of job mobility for the individual and a means of recognising personal and professional value. However, VAE can lead to frustration if it is only used as a tool for social change, according to the stated views of the organization representing small and medium businesses. 

In the end, accreditation can be seen as a means or an end; certain people see it as an engine for change, and a means of personal and professional affirmation.  They may aim to increase their level of qualification as a means to personal advancement or career-change; other candidates are more interested in the recognition of the knowledge and skills they have gained at work, and of their own individual worth. Accreditation is a way of confirming and formalising their level of competence (Cereq Bref no.185- April 2002).

5.2 VAE and business interests

According to the employers’ organisation  MEDEF and business generally, VAE is a means of  defining what employees can do, so as to find immediately accessible gaps which can be filled. This follows a view of skills management which is often aimed at changing production methods. 

The provision made by the Employment Ministry and the CCE (certificate of business competence) scheme devised by the Chambers of Commerce and Industry may be placed in this category.

5.3 Issues with VAE  for providers of training

One of the major challenges for providers will be to ‘revisit’ the training directories to transform them into accreditation directories, as the Ministry of Education did from 1992 onwards to develop the accreditation of work-based learning  (Validation des Acquis Professionnels), and as the Employment Ministry has done more recently for the directory of work-related activities.

Some of the expected consequences may be: a shorter overall training period; the introduction of training patterns which depart from the traditional placement or short course (stage) and the sharing of training between employers and external providers, as outlined by Jean Wemaëres, the president of the Federation of Training Providers (FFP) in the AEF of 14/03/03.

An unavoidable issue for the professionalism of the trainers is the reliance on educational guidance and support for applicants for VAE.  Technical and educational support is as essential to the production of the applicant’s portfolio as help with the bureaucratic procedures and financial issues. When only partial accreditation can be offered, an avenue must be offered leading to completion within five years. This means providing access to the means of obtaining the rest of the qualification and ensuring that s/he is able to find the financial and administrative means of completing the ‘course’. This work entails new aims for training providers, and new roles for ‘trainers’.

5.4  Issues of VAE for guidance workers (‘informateurs’). 

Support and guidance is crucial from one end of the accreditation process to the other. It is the key to its provision. The guidance workers are called upon to identify learning in order to know what accreditation should be applied for.  They must identify the elements of competences developed and put to use in the candidate’s various activities, and relate these to what is specified in the directory of credits. They rely on a whole range of existing tools to analyse experience and offer access to accreditation, but the main challenge is in the matching of individual experience to the appropriate qualification.

Certain regions are already taking thought for the equipment of guidance workers with suitable tools. Thus, as soon as the text of the law was published, Nord-Pas-de-Calais undertook a consultation between the various statutory bodies which resulted in the construction of a sort of educational toolkit or guide, containing regularly updated information to facilitate the guidance and support of  those applying for VAE.  In addition, an enormous training programme has been launched for guidance staff to allow them to carry out their duties successfully.

The training of guidance workers seems henceforth to be a major issue with the need to develop new professionalisms in the field of advice, guidance and support.

6. Existing bases for the development of VAE

The implementation of the new law allows us to assess the state of progress in terms of programmes and practical applications, but allows us also, at this stage of development, to raise certain points on which stakeholders need to take a clear position in order to address the issues raised.

In order to implement VAE central government wished to rely on existing structures. Thus:

- a regional inter-agency unit has been opened within each regional Information and Training Centre (Centre d’Animation Régionale de l‘Information et de la Formation).

- Advice and guidance points (Points-Relais-Conseil/PRC) are hosted by Skills Audit Centres (Centres de Bilans de Compétences), Advice and Guidance Units (Cellules d’Information at d’Orientation), and Local Employment Agencies. These PRCs are expected to provide information, advice and support to their users.

The inter-agency units depend on the network of certifying agencies. Their purpose is:

- to produce regional information appropriate to local conditions

- to provide frequently requested information to the accredited PRCs  and more 

   generally, to all guidance staff

- the creation of a resource bank in liaison with the National Vocational 

  Qualifications Council (Conseil National de Certification Professionnellel/CNFP). 
- to provide professional training to all those in the network.

The PRCs are required to counsel and support applicants before the VAE process begins. This includes information on procedures, what qualifications are available, the practices of certifying bodies with their differing demands and constraints. It continues the identification of the individual’s plans with an assessment of their feasibility, and offers help with the selection either of the accrediting body most likely to offer the most appropriate responses and/or the taking into consideration of approaches already made directly to such bodies.

It should be made clear that a skills audit (bilan de compétences) may precede the VAE process when the individual’s plans appear vague and ill-defined, and VAE may in turn be suggested to him or her as a way of progression at the end of a Bilan de Compétences. It can in fact be a very useful tool as a prelude to the VAE process.

7. Barriers to implementation

7.1  The danger of 'mission drift' as result of variation in practice

As the National Union of Independent Unions (which mainly represents civil servants and teachers) describes it, VAE is still at the stage of good intentions, and one must not imagine that it is “the Philosopher’s Stone. It does not have every one of the properties that people wish to attribute to it. It is a means to an end which may be very valuable, as long as the good it can do is clearly defined, and that the way it is put to work is carefully delineated.”

In the opinion of the trade union Force Ouvrière, the need is to promote “dynamic accreditation” in contrast to “validating what exists” so as to engage the individual on an “ascending track”. This will allow the person to exercise choice over the direction of his life by affirming his or her competences as part of a personal and professional life-plan. In the light of this, it would be undesirable to develop VAE procedures which were only there to serve employers’ purposes for the management of the workforce.

This raises the question of whether VAE could be diverted from its purposes by the way it is used. The CGT trade union has pointed out that in certain situations, accreditation could work to the detriment of the individual and run counter to the intentions of the law. This could happen if an individual were pushed into seeking accreditation of experience for fear of losing his or her job, or if s/he was led to collect credits through VAE without any well-thought-through career plan. 

The fear expressed by the employees' unions and by the providers (including those who are experts in this field) who are in opposition to the employers represented by MEDEF on this point, is that the idea may develop of substituting VAE for conventional training for economic reasons. 

Force Ouvrière deplores the tendency to make the employee responsible for his or her own employability, which may be reinforced by option of VAE, while responsibility lies primarily with the employer.

At the point of implementation, fears are expressed in certain quarters that there is a strong tendency for everybody to “do VAE in their own little corner” so that they move away from the spirit of the legislation. This would see the employers awarding credit according to their own conception of the term on the one hand, and on the other, the Ministry of Education carrying on along the path of VAP first laid down by the 1992 legislation. 

The CGT still has doubts about the future role of the universities in the development of VAE. Will they give up their monopolistic position in order to take on a pivotal role – consistent with their public-service ethos - as the only possible catalyst for allowing accreditation to be based on strong collective safeguards?

When one considers the sheer quantity of qualifications available through the higher education system, will VAE  tend to benefit the already well-qualified most?

It should be made clear that the implementation of VAE is largely ancilliary to a plethora of existing provision for qualifications, which may already appear more than sufficient. This was the view of the majority of participants interviewed. However, VAE has its own characteristics which must be taken into account in order grasp the real nature of the issues involved.

7.2  Degrees, diplomas and other qualifications 
: their relationship to formal and informal learning

In France it is obvious that overwhelmingly higher status is accorded to qualifications gained in initial education and training, when compared with the credit allowed to the vocational learning gained in the course of employment. There is no parity between the different types of qualifications.

This situation limits the attention paid by the education and training systems to competences and the abilities required by companies.

A “rebalancing” is necessary, and the unions need to exercise their role not just as an opposition to the employers’ strategies, but also as a proactive force, a lever, a firm foothold for the consolidation of registers of competences and workplace learning. This is just as necessary as the pursuit of employees claim to ownership of the production of knowledge which is, after all, their own.

However, it would seem, suggests the CGT trade union, that the very nature of academic qualifications may already be questionable in the light of socio-economic developments which favour accreditation. But considering the great number of academic qualifications in France, the work which will be done to construct the national register of qualifications (RNCP) will focus on how the three types of qualification can fit together according to their horizontal and vertical relationships. The risk is that it will fall into the trap of uniformity through the inertia of the stakeholders, or of such an excess of diversity that it hinders the construction of the necessary links. IT support with hypertext links will be needed to help with this attempt at a coherent account.

The first work on the setting up of files is only just about to begin. The site has only been open to the public since January 2003. There are some 15,000 qualifications in existence:

- 11,000 for the universities

- 720 (or 780 counting all the options) from the specialisms in state secondary 

   education, from the CAP to the BTS

- 600 qualifications from other Ministries (Agriculture 150; Employment Ministry 

   250;  Ministry of Health and Social Affairs 13)

- 800 nationally recognised qualifications from private or devolved bodies

- 400 CQPs

As part of the logical extension of the discourse which recommends the convergence of formal and informal learning, VAE should not, in the opinion of the most of those involved, be substituted for training. Even if work in industry is formative, even if competences cannot be validated outside the workplace, they are acquired in association with knowledge, a part of which comes through initial education and training. This is the opinion maintained by the organisation of small and medium businesses, which historically have close links with the education system, because they need those links. This is the point on which the SMEs part company with the MEDEF, which does not recognise the practical utility of most of the qualifications awarded by the educational system. 

However, SMEs give general support to cross-sector qualifications and lateral training programmes requested by vocational sectors, through the CQP programmes.

7.3  Practices in accreditation: the lack of methods and tools

When it set up its PERY pilot programmes, the agency for vocational training of adults (AFPA) chose to develop its modes of awarding credit on tests designed to take into account the applicant’s experience. It introduced the placing of candidates in real or reconstructed work situations in order to observe competences in action.

On its side, the Ministry of Education recommends two ways to practise VAE:
- subject the learning claimed to the process of testing

- ‘read’ the experience of the individual as a whole, in its uniqueness, in its variety: this process relies on what is declared, on the portfolio of proofs offered by the applicant, who  must show, not what s/he is capable of doing (by examination) but what s/he has done or is doing, i.e. activities.

We are not checking performance at a given moment but evaluating according to the option offered by the 1992 legislation. The candidate is asked to detail what s/he does and supply formal proofs to support the application.

The panel’s task is to perform this 'reading', to discover within the account  whatever corresponds to the demands of the qualification in terms of activity at work and to compare it with the level demanded by the description in the register of qualifications. The process works by inference.

To do this, the panel has two ‘tools’: a dossier including a questionnaire (with a grid of defined activities) and the candidate interview. The interview is not compulsory, so as not to turn it into an examination.

Certain unaccustomed difficulties are widely reported. Panels more used to the clinical examination of performance experience cultural difficulties, and there is a need for panels to be trained in the new methodology.

For all accreditation agencies the principal difficulty lies in the construction of ways of evaluating experience, because it is much harder to grasp and record formally what has been learnt from experience than what has been learnt through conventional education and training. Experience at work takes place in very different settings and what has been learnt can no longer be referred to a pre-established body of knowledge. The ‘informal’ side entails two sorts of risk: either the identification of learning which cannot be transferred to a wider variety of situations, as required by the training register; or the underestimation of individual learning because the methods of evaluation do not permit the panel to discover its true extent.

From the point of view of the experts at Céreq (which is a research centre studying qualifications) and Centre Inffo (which works on the development of information about vocational education and training), the means and methods are a sensitive issue. They deplore the current lack of reliable and effective tools to relate the value of experience to that of knowledge which is often academic in character. They emphasise the inadequacy of evaluatory methods which are often limited to saying that “the claim has been proved”, or to placing the candidate in real or reconstituted work situations.

At the same time, it should be emphasized that the stakeholders interviewed for this research agree on the necessity for professional training for those offering accreditation of experiential learning, for the sake of their own credibility and to create a sound base for their own professional legitimacy.

This movement has begun, and will continue in the months to come.

Chapter III – Towards a European structure for the recognition and accreditation of learning

8. The ‘transparent’ qualification system: a goal to aim for

Each country is in the process of constructing a comprehensive account of its qualifications. The development of descriptive accounts of qualifications and of the underlying national systems are part of the ‘Transparency of Qualifications’ project following the directives of the European Forum in November 1998 (towards mutual recognition of academic and vocational qualifications).  These descriptions rely in turn on the accounts and descriptions set up by the authorities awarding the qualifications.

A link to a European database is currently under construction.

The principle of transparency of qualifications can be translated into action in various ways, one of which is a direct challenge to the implementation of VAE in France. This involves the 'translation' of traditional qualifications in to the new 'language' and the addition of a ‘supplement’ which is attached to these certificates, giving an account of the competences certified. VAE relies on this type of system and the RNCP supports the development of these ‘supplements’. Discussions between the ministries concerned have made it possible to outline the form of the future register on the basis of descriptions based on the form laid down by the European forum. The RNCP will feed directly into the database, with its three indicators for deciding the level of each qualification:

- the description of each level established by the Ministry of Education , I,II,III,IV and V (according to the number of years’ study required)

- the 1969 interdepartmental grid of levels used by the commission for the national recognition  of  qualifications (Commission de Homologation) which will also be used by the new commission. The levels I-V will be adopted but these will work in terms of the types of responsibility undertaken by people at work.

- CQPs  which can be referred to the Collective Agreement.

From now on the transparency of qualifications has become the new concept which aims to widen the recognition of qualifications and diplomas.


Training and education bodies and the experts prefer to continue working on the transparency of qualifications rather than to devise a new system which might be incapable of including national systems which differ in the way their training is structured.

Defined on this basis, the trade unions see specified learning outcomes (répertoire) as the absolutely essential means to ensure the currency of qualifications and make it possible to build up a Europe-wide system of  recognition and accreditation of experiential learning.

On the other hand, the 'experts', and especially the training providers, do not feel that they have to be concerned with the European dimension of recognition and accreditation of experiential learning at the moment, even if they find the equivalence of  European qualifications and the building of bridges an interesting  topic. They refer upon occasion simply to the European Credit Transfer System (ECTS) or to the Bologna structure of 3,5,8. They do not have any other opinion on the prospect of relating to the European framework. Furthermore, the number of people involved in job mobility between European countries is not high, especially where small and medium sized businesses are concerned. Mobility stops at the frontier, because higher wages are the main attraction.

Thus either scepticism or 'wait-and-see-ism' is the general attitude. Attention is generally concentrated on the implementation of VAE in France because many questions remain to be answered about it.

9. Constraints and obstacles to be overcome


The key role of the CNCP and the position of the stakeholders

The legislation gives the national Commission for Professional Qualifications (CNCP) the task of contributing to international negotiations, especially in Europe. This body is the contact organisation for France on the transparency of qualifications.

The CNCP  has to look to the long haul: it is at this level that links with similar European networks need to be established and the implementation of European directives concerning the recognition of qualifications developed.

It would seem to be the opinion of the trade unions and employer organisations that the sheer number of different qualifications is a real obstacle to these developments, and that it might be necessary to reduce the number first.

However, from the point of view of Force Ouvrière, the CNCP needs before anything else to clarify its position as between the upholders of the "qualification" (attached to degrees,diplomas and academic knowledge generally) and those of the "competence" (attached to accreditation of knowledge and skills in action").

The CNCP should take a clear position so that the availability of accreditation does not develop in a chaotic way, through uncoordinated practices which are harmful to the unified provision for VAE which the various stakeholders are seeking.

The Employment Ministry, the employers' organisations and certain employees' organisations favour the approach through competences. Thus for the National Federation of Independent Unions, it is only if the contents of qualifications are revised to correspond to current definitions of job functions, that they would be willing to accept VAE, including on a European level.

AFPA is already launched on this project through the PERY pilot projects. The  descriptive schedule of the CCP (certificate of  vocational competences) is compatible with the principle of transparency of qualifications. It constitutes proof of the eligibility of the qualification for the national register. The construction of this register can help to develop the survey of qualifications as long as there is a shared vision of  a system of 'blocks of competences'.

The CFDT adopts a similar viewpoint but adds that the Ministry of Education, the universities and the CNAM  (Conservatoire National des Arts et Métiers  - a major provider of vocational education for adults) are not about to change their frame of reference – that is, to change from a traditional syllabus-based specification for education and training to a specification based on activities and outcomes.

The CNCP can challenge the accrediting bodies with the aim of adapting qualifications to the changing needs of occupations and employment, of bringing them up-to-date so as to fill gaps or respond to new demands. For this reason it needs to prioritise work with the consultative bodies, which could be productive according to the CFDT  union, if a rebalancing of the level of professional representation on these bodies is envisaged. 

This line of development would also lead the CNCP to keep in touch with the observatories which study employment and qualifications in the regions, nationally and internationally, and with those studying the different employment sectors.

The work will not be easy, because "VAE is not the barrel of the Danaïde. It is not infinite, but before we get to the bottom of it; there is a whole varied landscape to cross,  a virgin forest to explore where we will never discover all the nooks and crannies" – to use the CGT's description. Patience will be required in encouraging this change in the culture and in tackling head on the resistance of  advisory bodies and employers to the consequences of VAE  for relationships at work. 

Concerning ECTS

From the Ministry of Education's point of view, ECTS (the European Credit Transfer System) is possible for vocational education and training if the divide between the training and the certification is maintained. However questions are raised by its possible implementation. How can experience be counted for credit, when three years' experience can be substituted for a conventional training? Is the weight of experience identical as between two periods of the same duration, from the point of view of the capacities employed by the individual and the benefits s/he has gained from them? Rather than laying down that credit can be allowed for transferable hours, could not some weight be given to the content of the qualification?

The 'experts' (Centre Inffo and Céreq) share these doubts. For them ECTS and VAE  are not compatible if the unit of credit is just duration.

Informal education: a grey area

The methodological tools for the analysis of experience and the assessment of individual competences arising in the area of informal education are more or less non-existent in the field of vocational education and training. This arises from the way that vocational education and training has developed in France over very many years, well before the first legislation came in in 1971. Over the years, successive governments have developed policies creating a closer and closer relationship between qualifications and occupations. The Youth and Community Education movement (Mouvement  de la Jeunesse et de l'Education Populaire) which has government support,  has remained to some extent aloof from these developments, mainly because of the important voluntary component in the activities developed in the sector. 

Currently the activities linked to formal and non-formal learning are central to the issues raised by the development of VAE in France. It is hardly surprising that to find that all those groups wanting to respond to the problems of employment involved in the discussions. The Youth and Community Education Movement has its own views on the recognition of informal learning. Here are a few opinions gathered in the course of the interviews undertaken for this research to examine the possibilities of building bridges between the principles by which formal experience is accredited and those by which informal experience might be recognised, both on a national and international level.

· The system must be flexible so that methods of  assessment are not uniform

· It must have wide currency so that comparisons can be made

· Competences must be clearly described while emphasising that they are  recognised at different levels.

· It must take account of competence in making use of knowledge and not so much on the nature of knowledge itself. The process is formative rather than prescriptive. Competences are by nature 'lateral' and are relevant to all sorts of occupations and development projects.

· The European CV (Curriculum Vitae) already in use should make it possible to identify, assess and recognise both formal and informal learning and emphasises competences and experience acquired at national or international level

· Equality and secularity are deeply embedded values in French society and form the moral basis for the production of an ethical code for a European-wide register of theoretical and practical learning.

· Individual character as well as wishes must be respected throughout the process of accreditation.

· It would be desirable to make available a range of different provisions to allow for the recognition of experiential learning, both formal and informal, at national and international level. 

CONCLUSION

In France the legislation on VAE defines a new way to gain access to qualifications, without following the route of formal training. 

This new type of access offered by VAE demonstrates the will to show not only that competences can be acquired in any paid, unpaid or voluntary occupation but also that they can be recognised by society and validated by the award of a degree, diploma or professional qualification. The entire range of qualifications is involved.

VAE, which is only in the initial phase of implementation in France, demands clear identification of those issues which will determine what practices are developed as a result.

As one of the trade unions put it, in this attempt to reconcile the worlds of knowledge and work, "although VAE is only one little thread among all the issues at stake here, it may eventually be able to untangle the whole skein, especially through the resolution of a certain number of powerful tensions which have to be debated." 

This holds true to the point that the social partners (both sides of industry) want to make it a feature of their new accord on vocational education and training. 

There is consensus about the main challenges to society – the need to raise the general skills level, inclusion of those less well qualified, occupational mobility and so on. On the other hand opinions differ according to inclination either on the side of the maintenance of collective agreements for individuals, or on the side of the preservation of business interests.

National government, for its part, has embarked both on the identification of means of social and professional recognition and on the development of qualifications founded on a database of outcomes and competences  referring to identified occupations.

For the moment the preoccupations associated with the practical implementation of  VAE  have displaced the issues concerning the new responsibilities for guidance and support  which devolve on those working on the ground in the different bodies concerned. 

It will be at the centre of the new national register of vocational qualifications (Répertoire National des Certifications Professionnelles) that the issues of this 'individual right collectively guaranteed' will come to a head.

 The Répertoire is integral to the future of VAE in France, so much depends on how it evolves.  At the current state of development it is obvious that it gives rise to many debates within the Commission (CNCP).  It is on the nature and quality of those debates that any real possibility of a European-wide system of the recognition and accreditation of experiential learning depends. 

The train has left the station. The register is being defined as the main means by which qualifications can gain currency with reference to the Memorandum on Lifelong Education and Training which gives a high priority to the 'transparency' of qualifications and competences.

However, the journey is a long one. Even if one accepts that the principles are the same at the European level (the attempt to analyse all types of experience by reference to a system of classification), the methods required for the process have yet to be invented.   
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Annexe 1: Description of the contents of the national register of vocational qualifications (Répertoire National des certifications Professionnelles/RNCP)

In accordance with the decree 2002/616 (published on April 26th 2002) there is open access to the Register's database on the Internet. It offers the public (and the bodies that serve them) as well as businesses, a source of constantly updated information. It offers a classification of qualifications both by field and by level. Certificates of Vocational Qualifications are classified by areas of activity.

The register mentions relationships between qualifications and possibilities for mutual recognition. It gives information about special circumstances relating to the award where these are laid down in the regulations.

There are two routes by which a qualification can be included in the database: automatic inclusion and inclusion upon request. 

Inclusion is automatic for qualifications devised within the framework of the tripartite system involving the government, the Ministry concerned and the social partners (employers and employees). The bodies concerned will themselves provide the description and forward it to the National Commission for Vocational Qualifications (CNCP).

For all other qualifications, which are registered upon request, the CNCP itself will enter information into the database. 

When qualifications (CQPs for instance) are awarded by other bodies, such as the social partners (such as CQPs or other private or consular bodies, the content of the qualification is scrutinised as well as its relevance. The CNCP has to check the relevance of the qualification – hence 'registration upon request'. In other words not everybody can register or be registered on the database because not every 'piece of paper' can be described as a qualification.

A request for registration will be the subject of a decision which is made official and ratified by the Prime Minister. A notice is placed in the official gazette (Journal Officiel) and the completed form describing the qualification is entered on the database. 

These two types of entry produce three different registers of  qualifications:

       -  degrees, diplomas and certificates with automatic entry:  awards with vocational significance granted in the name of the state, and created following an agreement within the bodies representing employer and employee organisations are automatically registered

       -  CQPs,  registered upon request (certificates issued under the supervision of the sectoral organisations. 

       -  qualifications registered upon request: certificates issued under the supervision of ministries without consultative bodies but with the social partners, and by education and training bodies and establishments, both public and private. Three types of qualification fall into this category: qualifications awarded under ministry supervision, certificates issued by consulates abroad, and qualifications granted by private and voluntary organisations.

The register should contain information in three forms:

 - an official list, the purpose of which is to record all the qualifications  registered either automatically or on request, and a record of the documents which determine their creation or modification

 -  brief descriptions of each qualification using a common format which allows them to be entered on a database which should be linked directly to the European database for the 'transparency' of qualifications. 

- supplementary information on these qualifications

The completion of a standard form will allow a qualification to be identified in its main components in terms of competences or capacities attested, occupational sectors and or possible types of employment, and routes to obtaining the qualification.

Annexe 2.   Different categories of qualifications.

Three kinds of qualification

The legislation comprises three types of qualification: national degrees and diplomas awarded by the Ministry of education, qualifications awarded by other ministries, or by private organisations, and the occupational sector certificates generally known as CQPs. These three kinds of qualification do not relate to the same type of content, and differ in nature from each other.

· Ministry of Education degrees and diplomas fulfill two distinct purposes:

   - to affirm the possesion of  the capacity to exercise  professionally following the methods and procedures necessary to put into practice the competences required by the occupation to be taken up. There are also certain required skills. 

   - to deliver, according to the educational model, all the general learning necessary for lifelong personal and professional development.

This system relates to secondary education, university higher education , engineering schools and the CNAM. Certain Ministry of Agriculture awards also come under this heading.

· Recognised diplomas or certificates (diplômes et titres homologués)3, comprising three sub-groups:
   -  Diplomas and certificates awarded by other ministries (agriculture, health, employment, social

      services, procurement, culture, defence and so on.  

   - qualifications awarded by the consular service abroad

   - qualifications awarded by private sector organisations

The aims pursued by this group are different from those entrusted to the Ministry of Education. For the ministries of health, social services, sports or agriculture, the aim is to professionalise their employees or future employees. It is a matter of confirming their professional abilities, and also certain standards of performance in carrying out their work. General learning and general cultural education play no part, as they do in Ministry of Education courses. This is what is found in most officially recognised qualifications (titres homologués). The qualification is very much focused  on work-related tasks, and the vocational capacities required in a particular occupational field.  

· Certificates of Vocational Qualification (CVQs)  

The organisations of the different occupational sectors designed these to fulfill the need for vocational qualifications for workers in the sectors concerned. They are linked to occupational fields which themselves are defined in collective agreements (conventions collectives). The competences and capacities certified by the CQPs are closely linked to operational needs. 

The differentiation between qualifications arises because each awarding authority emphasises different elements: knowledge, capacities, performance, behaviours. Each authority uses a different assessment process to analyse work, hence the diversity of specifications for and registers of  competences.

VAE will make it necessary to rewrite the specifications, because the very fact of considering experience at work as a way of learning on the same footing as conventional education and training  means that it becomes necessary to focus on the nature and content of the elements to be certified. Descriptions of these are essential so that the nature of experiential learning can be grasped. 

Specific characteristics of Ministry of Education awards

 For the Ministry of education, VAE is part of a movement which developed when individual education pathways were developed as a result of the accreditation of learning at work and the credit system in general in 1992. All awards are in fact tailor-made for individuals, no matter what their background or  what educational pathway they have followed.

Their chief distinguishing point is that they are separate from the actual training process, unlike other diplomas and certificates available through VAE.  There is no indissoluble bond between the course (in its content) and the qualification (in its outcome) so the separation is absolute. 

These qualifications are described in the accompanying documentation. This includes an account of professional activities, lists and describes competences, and states how the assessment must be conducted.  

Courses are divided into units or modules, at least for the specific vocational instruction corresponding to discrete blocks of time spent on professional activities. 

AFPA qualifications (Ministry of Employment).

The Ministry of Employment asked AFPA (the state employment agency) to undertake the devising (ingénierie) 4of a system of qualifications which would cover all modes of assessment. This was to be an experiment for an unspecified length of time to cover training for adults centered on effectiveness at work, and proved successful. Now there are nearly 360 of these qualifications. 

AFPA  qualifications share with those of the Ministry of Education the idea that they are long-term and applicable across occupational sectors.

The pilot projects which began in 1997 raised the following question: how could competences be assessed so as to provide a clear procedure for recognition? A close look at the practical directory of trades and occupations (Répertoire Operationnel des Métiers et Emplois) allowed the consideration of registers of training courses and registers of trades which could be supported by the observation of what happens at work..This consideration resulted in the selection of coherent groups of competences (blocs de compétences) which together made up a complete qualification. This rationale represents a complete break with the old idea of training, the aim being to take into account how people demonstrate their competences in real situations at work. It is not a declaratory approach like that of the Ministry of Education, but one based on going to where people are actually at work. 

Certificates of Vocational Competence (CCPs) are not irrelevant to traditional qualifications but can be linked to them. That at least is the expressed wish of the partners.

Annexe 3: Definition of the bilan de compétences  (skills audit with career guidance)

A skills audit should allow an employee to review what s/he is doing at work, with these aims:


- to assess his or her personal and professional experience to date;

- to identify and evaluate what has been learned at work, through education and in community 

  activity;

- to identify knowledge, skills and aptitudes more clearly more clearly 

- to seek out unfulfilled potential;

- to collect and put together materials for a career plan and personal objectives;

- to make best use of her or his personal resources;

- to rank and organise priorities at work

- to use his or her advantages in negotiations about work or in the choice of a career.

Annexe 4.  Methodology

This study is based on the analysis of semi-structured interviews averaging about one and a half hours in length, conducted with people involved in the study and setting up of VAE  in France. As can be seen from the table below, the interviews were conducted with individuals representative of different groups of stakeholders: trades unions, employer organisations, businesses, experts, providers, civil servants in various ministries and representatives of the movement for Youth and Community Education.

These interviews have been subjected to two types of thematic processing:

-   Grid analysis – see Annexe 5

-   intermediate summaries

The draft is completed by a number of sources referenced in the bibliography

	TyPE of interviewee
	Representing

	Ministry of Education
	M.E.N.(Ministère de l'Education Nationale)

	Employment Ministry
	Délégation générale de l'emploi et de la formation professionnelle.

	Research Centre
	Centre for research on qualifications

	Expert body
	CENTRE INFFO (developing information on  continuing professional development)

	Training organisation
	CEGOS

	Training organisation
	IFAG (Institut de Formation aux Affaires et à la Gestion)

	Training organisation
	A.F.P.A.( Association Nationale pour la Formation des Adultes)

	 Federation of training providers
	F.F.P.

	Employers' organisation
	MEDEF

	Employers' organisation
	Syndicat C.G.P.M.E.

	Trade Union
	Syndicat Force Ouvrière

	Trade Union
	Syndicat U.N.S.A.

	Trade Union
	Syndicat C.G.T.

	Trade Union
	Syndicat C.F.D.T.

	Regional group representing various stakeholders
	Groupe inter-institutionnel en région Nord – Pas-de-Calais

	Business
	Eurocoptère

	
	

	
	

	
	


From the viewpont of CEREQ (Centre for the study of work and qualifications)

	Relationship between formal and informal learning
	Issues
	VAE and….
	Concept of a Europe-wide system

	
	Nationally
	Europe-wide
	E.C.T.S.
	Skills audit, career gudance
	

	
	Advantages
	Constraints, barriers
	Needs, opportunities
	Constraints, barriers
	
	
	

	VAE affirms the recognition of the learning dimension of work at all levels.
	VAE is a fitting response to the French system in which academic qualifications reign supreme

Currency and transparency of qualifications through the national Register.

Facilitates access to academic qualifications through adult continuing education
	Risk of tightening the link between degrees and diplomas and qualification in general

Risk that the professional and trade organisations and some firms may wish to construct their own forms of recognition bypassing national qualifications.

Risk that employers may no longer recognise experience unless it has been formally validated.
	Need for greater currency. But harmonisation remains somewhat improbable, and is not being tackled through a common structure.
	Diversity of training systems in Europe.

Distinctions within those systems between initial and continuing education and training

A qualifications system is a social process between the social partners belonging to a particular country and way of organising.


	Contradictory vis-à-vis the 'transparent qualifications' projrect. The latter is a project startibng from the idea of accreditation of learning. 

ECTS, on the other hand, is based entirely on aspecified courses of study.
	
	Sceptical on the idea of a common structure. Preconditions include:

Initial development of the 'transparent qualifications' project.; agreement on a certain degree of standardisation in the description of occupations and their requirements on similar forms. 

Construction of national  registers using identical frameworks and a common vocabulary




From the viewpoint of Centre  Inffo  (Centre for developing and publicising lifelong learning)

	Relationship between formal and informal learning
	Issues
	V.A.E. and …
	Concept of a European-wide system

	
	Nationally
	Europe-wide
	E.C.T.S.
	Skills audit, career gudance
	

	
	advantages
	Constraints, barriers
	Needs, opportunities
	Constraints, barriers
	
	
	

	It is legitimate that learning at work should be regognised as of the same value as formal training because to some extent such experience allows the same tasks to be performed, and the same positions to be occupied as a formal qualification does. 

There is general agreement on the educational dimension of work. 
	The 2002 legislation adds considerably to what was on offer previously, by widening its scope, and by allowing the whole of a qualification to be obtained by accreditation of prior learning.

Allows for personal affirmation and recognition 

Allows greater mobility in situations of redeployment, career-change, etc. 

Development possibilities for continuing education and training.

The national Register forces a re-think of the content of education and training in terms of what people do at work. 

.


	Difficulty in comparing learning at work with an academic qualification which is not deigned just to lead to a particular occupation., but has other goals.

Nothing obliges an employer to recognise, in terms of salarry, a qualification gained by accreditation if the employee remains in the same post.

Evaluation poses problems.  At present there are two 'modes': a 'proved declaration' and observation in a work situation. Imagination needs to exercised about the future because there are still debates about various types of evaluation. There is no theoretical consensus.
	An incentive to think harder on a national level about qualifications and the content of formal qualifications.


	The importance of 

the formal academic qualification is very French. The RU and Germany attach much greater importance to learning at work. 

The first task is to develop the 'transparency of qualifications project. There is a real need for consistency between one country and another, and this work has not been concluded except for a few occupations.  As ideas about formal qualifications vary so much from country to country things have to be considered in terms of job content instead.

Education and training systems are very different from one country to another. Some have a  deep divide between initial and continuing education, others a continuum. 


	
	
	What would this lead to?


( From the viewpoint of CEGOS. 

	Relationship between formal and informal learning
	Issues
	V.A.E. and …
	Concept  of a Europe-wide system

	
	Nationally
	Europe-wide
	E.C.T.S.
	Skills audit, career gudance
	

	
	Strengths
	Constraints, barriers
	Needs, opportunités
	Constraints, barriers
	
	
	

	Formal education and training is not the only way of affirming learning and of encouraging progression. We are looking outside our own culture and widening the scope of our ideas. 
	VAE is a revolution. It is a new way of looking at education and training.

Possibility of recognising personal  as well as professional learning. 

A means of assessment for the recognition of individuals.

A means of escape from 'school and nothing but school…'

An opportunity to change practices in education and training and to take a different stance on the support of individuals and the value given to them.

Ann opportunity to bring job-titles fixed within firms into the Register, clarifying what the individuals actually do and thus making a wider field available to them.

Help to individuals in placing themselves on the job-market

Possibilities for individuals to register for training where they would formenrly have had no right of entry

Development of sandwich courses

Development of partnerships between universities and other training providers who have skills, traditions and different approaches to training.

Perhaps a way in which companies can  manage their human resources better.


	One of the problems with VAE could be that if someone doesn't have the paper qualification they might not be considered competent.

A danger of devaluing the existing system without asking the right questions, especially about the definition of occupations. 

Companies are questioning the VAE provisions, and answers are lacking.  But they can't help being interested in the validation of competences, as well as in employability.

The idea of linking qualifications to experience in not necessarily relevant to all, particularly to the universities.

Questions on the means of implementing VAE

.


	Need to harmonise qualifications


	Different activities in different countries. The training market and its organisation are different.

There are legal, cultural and economic differences which require specific solutions.


	Interesting but utopian.  It would demand a great deal of work in each country.
	
	The idea of  bridge-building is attractive. It would need a single occupational register and defined competences linked to the register. 

A single system would have to be very flexible and its balance would therefore necessarily be precarious.

 


( From the viewpoint of IFAG (Institute of Business and Management Training)

	Relationship between formal and informal learning
	Issues
	VAE and…..
	Concept  of a Europe-wide system

	
	nationally
	Europe-wide
	E.C.T.S.
	Skills audit, career-guidance
	

	
	Advantages
	Contsaints, barriers
	Needs, opportunities
	Constraints, barriers
	
	
	

	
	Coherent for levels V, IV and III, because it allows someone to catch up after an  'accident' in their career path. For manual trades it is entirely justified.

Accreditation for competences rather than academic knowledge.


	For  levels I and II the advantages are less apparent. It seems difficult to validate certain transferable competences  (particularly those involved in management).


	The 3,5,8 (Bologna) idea is intersting as a step towards greater  currency. The system is a a measure allowing us to anticipate and adapt the content and structure of education and training. This can improve quality.

.
	In France we believe in formal qualifications. People are judged by their qualification and not by their experience. 

We musn't get into a mass of European regulation. This  inhibits flexibility which is absolutely indispensable. It might also involve  
	ECTS works well in its present form but the extension of this system to informal and non-formal learning is not very pluaible.
	The bilan de compétences is a useful provision for the implementation of VAE. It is a practical and simple tool. 
	In favour of equivalence between different European qualifications.

In favour of the idea of a single register.




( From the viewpoint of MEDEF (Mouvement des Entreprises de France  - organisation of large employers)
	Relationship between formal and informal learning
	Issues
	V.A.E. and…
	Concept of a European system

	
	Nationally
	Europe-wide
	E.C.T.S.
	Skills audit, career guidance
	

	
	Advantages
	Constraints, barriers 
	Needs,  opportunities
	Constraints, barriers
	
	
	

	
	
	
	
	
	.
	
	 


I have not had time to make a full analysis of the interview which Brigitte conducted with MEDEF. In general terms the following points emerged:

That the idea of VAE is excellent:

Firstly, to the extent that the value of work is recognised

Secondly, in that it would allow the length of initial studies to be curtailed

Thirdly, that it would make the employee jointly responsible for his or her own employability

Fourthly, that it would allow a training course to be tailored to individual requirements

On the other hand, the stumbling block is in the conditions under which VAE is to be implemented, in the construction of registers which would be no more than 'catalogues of certificates' (where knowledge is attested, but not professional conduct).

Where a European system is concerned, the recognition of qualifications by means of a 'certified CV' and European parity of qualifications offers advantageous features.
� It should be noted that the detailed opinions of different stakeholders (following the grid analysis of the interviews) may be consulted in Annexe 5.


1 See Annexe 4 for the methodology employed in this research


� There are three main types of qualification in France – see Annexe 2 for a summary of the system.


3 following the ruling which had been given up to then by the Technical Commission on homologation  set up in 1972, now replaced by the new Commision (CNQP). 


4 A system which could serve as a basis (base ingénierique) for developments in other ministries.
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