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1 Summary
This paper explores the strategies to deal with changes in the labour market and more specifically labour shortages. I suggest to differentiate between (a) replacement strategies, (b) innovation of businesses and government and (c) upgrading Vocational Education and Training. The question how Vocational Education and Training (VET) may support such strategies is answered in two ways. First a list of actions is suggested, ordered under the headings of the three strategies. This might indicate the “what” of VET’s contribution. Second I share a couple of criteria to make sure that innovation in VET is rigorous and enduring so that VET may innovate from being good now to being excellent in the future.
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2 The context
Within a few years a generation of workers will retire. The younger generation may not be able to replace the vacancies, either because there may not be enough youngsters – birth rate has decreased in the last 50 years - or their qualifications  do not match current requirements of the labour market, for example because so many follow general educational pathways. If there are too little active workers it will be difficult  for governments to pay for the welfare of the elderly. 

Apart from this “replacement” issue, there is the changing context of the globalisation and modernisation. Traditional industrial production may be overruled by imported goods and this forces plants to end its activities or move to a different place in the world. Furthermore, improved productivity changes the balance between production and services and finally, the higher level of education makes clients more  demanding. All this requires a higher level of operation in industries, services and indeed governments.

This presentation will concentrate on the role, status and daily operations of Vocational Education and Training (VET
) institutions in order to actively anticipate this new situation. We will first analyse the different strategies to cope with the changing context of the labour market.
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3 Strategies
“replacement” strategies

Policies to address the issue are manifold and basically a mix of labour market-, social security-, industrialisation and educational policies. Well known approaches include:
· Immigration.
Immigration may be planned with a limited timescale in mind. However, practise learns that immigrants tend to stay. Some studies suggest that immigration will happen anyway in a global world and active anticipation is probably more effective than restriction. Sassen (2006) explains how newly emerging global structures may regulate territory, authority and human rights, and change roles and structures of the national state. It is a difficult book to read, but it addresses an essential debate around immigration and other issues that go beyond national capabilities.
· Increase participation of people which are currently inactive in the labour market.
This strategy focuses on women, older workers from outdated industries and unemployed youngsters. Some hesitate to increasing participation of women because of the unknown contribution of informal work of women to economic and social life. However, statistics show that higher participation of women in the labour market improves the economy and does not necessarily damage social wellbeing. There are even indications that children from parents that both work have a stronger sense of social responsibility an perform better in schools. 
In most countries there is a considerable reservoir of unemployed youngsters and/or older workers who lost their job because of closing down or modernising industries. There is broad consensus that full participation of both youngsters and older in the labour market is desirable. Often it is suggested that a lower level of wages will increase participation. This might be true, but in a global context, the economic sustainability may be low. It is not so much the level of wages as such, but the level of wages in combination with productivity (the so called “labour costs per added value”) that counts in the international economy. As Kleinknecht suggests: “Modest wage increases and more flexible labour markets may indeed create lots of jobs. However, this is likely to happen at the expense of labour productivity growth, raising serious doubts about the long-run sustainability of a low-productivity–high-employment growth path.” (Kleinknecht, 2006).
· Increase working hours and retire at a later age.
With the better healthcare in our societies the mean human lifetime has increased considerable. So why not increase the retirement age? One of the problems of course is that many consider early retirement as a gained right. However, upgrading the quality of work for elderly may be healthy for everyone.
· Shorten the time that youngsters spend in initial (general) education.
This strategy is not often discussed, while it is probably one of the most effective ones. It frees money from the educational budget and in stead of sitting in school buildings, a whole cohort of youngsters is longer available for the labour market. A condition is of course that further learning in life is well organised and facilitated. Financing of such Life Long Learning arrangements is easier as initial education is shorter. There is indeed a case of not longer pushing more and more initial schooling, but instead shorten initial schooling and use the money for Life Long Learning arrangements.
The growth of time-in-school has been considerable. Not so long ago, children went to school at the age of 5 or six. Nowadays, they enter at 3 or 4. The current older generation left school at about 14 or 16, apart from the happy few academics. Now youngsters leave school at about 21 (as a mean). As this continues, they will leave school at 28 (as a mean) by 2050. 
Literature suggests that each year of extra education offers returns. From the point of view of the individual, longer participation in education is indeed still an advantage in terms of initial income and chances for work. On the level of the society, too long participation in formal education is probably not very productive. First, gains count for the “winners” while the number of “losers” increases and the distance between “winners” and “losers” increases. So there is social damage. Second, too long a stay in initial education suffers from the law of diminishing returns, given the internal logics of educational structures and the typical sort of socialisation that goes along with schooling (van Aalst, 2002a). Third, each youngster that starts earlier with a job contributes earlier to state-income, including pension arrangements. While the costs for society of longer schooling are considerable (each extra year of schooling costs about € 5000 per student),. The need may not be more schooling which is in a sense more of the same, it is ineffective and even counterproductive. Instead, the need is for more learning, and specifically for different ways of learning than in schools (de Vries, 1993; Gardner 1999).
In conclusion, shortening of initial education (a) frees a lot of money that may be better spend in Life Long Learning arrangements, (b) may increase social welfare and (c) engages youngsters longer in the labour market. In my view, shortening of initial education should indeed be an integral part of any Life Long Learning strategy. 
One could classify these four strategies as “replacement” strategies. Each of these has its typical chances and limitations. And also its specific resistance in society. However, it is not the focus of this paper to discuss those issues further. Rather we will focus later in this article on the question how VET institutions may play a role in these “replacement” strategies.
Innovation of industries, services and governments
A strategy of different order is to accept that the labour force will decrease and innovation of industry and services will carry the economy further. Purpose of such innovation is to increase labour productivity and quality of services. There is no doubt that innovation includes the innovation of government itself, in order to adapt to new circumstances, improve effectiveness and reduce cost and number of administrators. Some authors argue that the foreseen shortage of workers may actually be a driving force for industries, services and governments to innovate. “Replacement” strategies should therefore not to be pushed to hard, because replacement would prevent innovation.
Innovation is a frequently used buzz-word in policy-documents, but it turns out to be rather hard to let it actually happen. Common practises and positions often resist transformative change
. Most politicians believe that innovation is probably a more sustainable strategy than replacement. Others argue that slowing down the economy may be a more sustainable approach.
The question we will address in this paper is what the role of VET institutions in an innovation-strategy might be.
Upgrading the role and status of VET
It is only rather recent that vocational education and training has gained attention as a major element of economic and social development. Educational policies and practices have been strongly build on 18-19th century notions of the Enlightenment and (interesting enough rather contradictory) industrial organisation processes. (van Aalst, 2002a). After more than 100 years of ever expanding general education, the public awareness and perceived status of VET is frightening low (van Aalst, 2002b). There are many reasons for this, including the complexity of VET as compared to the rather rigid structure of general education.
The Leonardo-project on strategies for post-16 education in Europe identified four strategies for promoting parity of esteem between vocational and general education.(Lasonen & Young, 1998). These were (1) vocational enhancement, (2) mutual enrichment, (3) linkages and (4) unification. Volanen (1999) offers an overview of these four strategies and an enrichment of the analysis. Perhaps, parity of esteem is not so much an issue as long as a strong and convincing definition and “brand” of VET does not exist. The traditional complexity of VET is an advantage in this complex and post-industrial society. But it needs clarity and branding.
It is only since about 2000 that the European Union has developed a programme to improve the status and operation of VET. This is known as the "Bruges-Copenhagen process"  and is embedded in the Lifelong Learning Strategy of Europe. (European Commission – Education And Training, 2007).
Conclusion
The changing labour market can be tackled through a number of strategies, as summed up in box 1. In practice, actions and policies will be a specific mix of the analysed elements. However, in the public and political debate, a clear chosen mix is not always expressed.
	Box 1: Strategies to tackle the changing labour market

	1. Replacement strategies

a. Immigration.

b. Increase participation of people which are currently inactive in the labour market – unemployed youngsters, unemployed elderly, women

c. Increase working hours and retirement at a later age

d. Shorten the time that youngsters spend in initial education (and use the freed money for Life Long Learning arrangements)

2. Innovation of industries, services and government

3. Upgrade the role, status and operation of VET
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4 Achievements and further actions of VET colleges (the “What”)
Each of the different strategies sets special conditions on the context in which VET institutions operate. VET institutions already feel the pressure and invest constantly in meeting the new external demand. How do or might the different strategies influence the role, status and daily operation of VET Institutions? The following list may be indicative for the actions taken or to be taken.
1 Replacement strategies
· Educating special groups requires flexibility to be able to match a greater variety of demand and entrance qualifications. This demands a high level of “quality-of-service” and at the same time a well organised back-office to deliver both the core elements of programmes and a wide range of optional units for specific purposes. This can hardly be done by one institution. It requires a cooperative base of materials and instructions on the basis of a network-organisation.
· Flexibility goes together with increased professionalism of teachers and managers. One issue is flexibility of personal – used as they are to rather well defined conditions of work. Another issue is the specific competence and ability to work with these special groups.
· Career guidance and actual placements of clients is increasingly an integral part of VET institutions, including close cooperation with labour market organisations and firms and a strong career development unit within VET colleges.

· It seems inevitable that regular VET colleges operate in a market, where also new suppliers of courses and career guidance operate. This may help to lower costs, but there is the risk of quality and sustainable expertise of personnel.

· Increased flexibility and professionalism requires a certain level of financial and organisational autonomy of institutions. And this requires a different style and operation of government. Where demands for flexibility and new roles of VET colleges increase, the role of government in terms of regulations, inspection and financing is often not congruent with such demands.
2 Innovation of business and government
· A general condition for innovation is the increase of the number of higher educated professionals. Enlarging VET to higher education, creating short vocational courses on tertiary level and opening pathways from general education and upper secondary Vocational Education to tertiary education is crucial

· The role of VET within an innovation strategy for larger firms is basically a following role. Upgrading of personnel happens nearly always within firms. VET colleges may play a role, if contracted.
· For Small and Medium sized Enterprises (SME’s) VET students and their teachers may play an important role. They may cooperate with firm employees and external consultants or higher education experts and work together to create and realizea concrete innovation at the workplace. These so called “triangle” projects help students and teachers to get familiar with innovation. 
· Another proven practice to innovate SME’s is to organise networking meetings (often in the evenings, with a meal) to discuss ongoing business, new practices and possible innovations. (“Innovation café”). This is not only instructive for the entrepreneurs, but also for the participating/organising VET-teachers.

3 Improvement of status of VET
· Support the European efforts in the Bruges-Copenhagen process, as most recently updated in de declaration of Maastricht en Helsinki. It may help to upgrade VET as an recognized and valuable educational pathway. See box 2. However, one needs to understand that qualifications and competences are developed and validated only in a local and regional setting. An European framework can and should not be a template for designing qualifications at the regional level. The value of the European framework is indeed that it offers a framework that it makes it possible to classify regional qualifications, so that transfer and comparability is possible.
	Box 2: the "Bruges-Copenhagen process"

	The Member States, EEA countries the social partners and the Commission have begun cooperation at a practical level, focused on a number of concrete outputs:

· A single framework for transparency of competences and qualifications. The intention is to bring together into a single user friendly and more visible format the various existing transparency instruments, for example the European CV, the certificate supplements and diploma supplements, the Europass-Training and the national reference points, possibly using the EUROPASS brand. The Commission will come forward with a concrete proposal for the single framework by Autumn 2003. 

· System of credit transfer for VET. Inspired by the successful European Credit Transfer System in higher education, the intention is to develop a similar system for the vocational sector. 

· Common criteria and principles for quality in VET. Taking forward the work of the European Forum on Quality, a core of common criteria and principles for quality assurance will be developed, which could serve as a basis for European level initiatives such as quality guidelines and checklists for VET. 

· Common principles for the validation of non-formal and informal learning. The aim is to develop a set of common principles to ensure greater compatibility between approaches in different countries and at different levels. 

· Lifelong guidance. The aim is to strengthen the European dimension of information guidance and counselling services, enabling citizens to have improved access to lifelong learning. 

A key feature of the Bruges-Copenhagen process is that it has been developed within the perspective of lifelong learning, emphasising the need for citizens to make use of the wide range of vocational learning opportunities available, for example at school, in higher education, at the workplace, or as part of a private course. The tools described above are being designed from the point of view of the user, making it possible to link together and build on learning acquired at different stages of life, in both formal and non-formal contexts.

Source: http://ec.europa.eu/education/copenhagen/index_en.html


· Develop ongoing learning routes from upper secondary VET into higher education and develop short vocational education (e.g. 2 years courses) at tertiary level. Facilitation from the state government is essential, but this process is basically a process of agreement and hard work of VET institutions for secondary and tertiary levels.

· Increase the percentage of youngsters following VET tracks as compared to those who follow general education tracks in upper secondary education. One might aim at about 70% of the youngsters in vocational streams. The EU Mean is about 50%.

· Improve the VET Brand. Developing a brand includes better and uniform communication with the public and clear demonstrations of quality and proven trust. It would include data on careers of (alumni-) students and more. Of course, VET is far less uniform than general education. This may make it more difficult to transfer a clear brand. However, variety may in it self be a selling point. Inspired by Australian efforts (Dickie, 2003 and ANTA, 2004) the statements in box 3 may illustrate the idea of a common VET brand.

	Box 3  :The VET Brand

	Vocational education and Training (VET) provides skills and knowledge for work, enhances employability and assists learning throughout life.
VET stands for a strong and vibrant national market of training providers, to give you more choice

VET:

· delivers clear links between learning, skills development and employment

· gives you freedom to manage your own investment in learning, your career path, equipping you for the future. It delivers a wide range of pathways to and from vocational education and training, schools, universities and adult and community education.
· reflects the real world: real world skills, changing work, career trends and economic developments

· leads to careers - not just jobs and helps you manage a range of career paths and seize opportunities

· leads to valuable, desirable and valued qualifications: diverse range, different levels, all nationally and European recognised. VET operates within a framework of European and nationally recognised skills standards, defined by industry, covering most occupations, and providing the basis for training and assessment

· delivers customised products and services to meet particular needs and takes active measures to address barriers to learning

· applies rigorous quality assurance arrangements applied through nationally and European agreed arrangements

VET is your first class option, the right choice at the right time!




· Improve public accountability of VET. Traditionally, education has been planned and governed by state-intervention and –planning. However, It is increasingly difficult for governments to govern. This is the case because central planning and control are too slow and too standardised to accommodate the pace of change, the increased complexity of society and thus local/regional differentiation. Most countries try either privatisation or separation between policy making and implementation. Both “solutions” have serious draw-backs. (van Aalst, 2004). A better solution is a system where state and institutions negotiate checks and balances and constantly learn together for good public governance. Such a structure includes 
· Knowledge alliances of professionals and stakeholders

· Investment in diversity, variety and innovative practices (room for experimentation)

· Organisation of active counter forces on local and regional level (clients, ombudsman, stakeholders) – demand articulation

· Focused public accountability (public information and quality-methods)

· Integrated, sober and selective inspection
Conclusion
The different strategies go along with different actions. However some may interfere or reinforce each other. The list is based on my personal experience in governing and innovating VET. I am not suggesting that it is exhaustive, but I do believe that the elements deserve careful consideration. See box 4 for an overview.

	Box 4: Overview of actions that VET may take to perform excellent in the labour market

	1. Replacement strategies:

· Deliver flexible supply
· Improve professionalism of teachers and managers accordingly
· Career guidance and actual placements of clients is core activity
· operate in a market with private and public suppliers

· an adequate and congruent governance and operation of government

2. Innovation

· Increase the number of higher educated professionals by opening pathways to (short) vocational programmes in tertiary education

· Assist SME’s with concrete innovations in ”triangle”-projects.

· Engage SME entrepreneurs in knowledge networks (Innovation-Café)

3. Upgrade role, status and operation of VET
· Increase number of students in Upper Secondary VET to about 70%

· Create ongoing learning routes from upper secondary VET into higher education
· Improve public accountability

· Improve/develop/consolidate the VET Brand

· support the European efforts in the Bruges-Copenhagen process (but make sure that qualifications are developed and validated regionally)
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5 Focused and effective change of educational practises (the “How”)
From being good now to being excellent in the future
.
Whatever the mix of policies in a given country might be, VET colleges face radical changes in their role and expected outcomes in order to anticipate the future. Such changes do not happen easily. How do or may colleges grow from being good now to being excellent in the future? Jim Collins (2001) warns us that “being good” is indeed one of the pitfalls. First, if one is good, there is little tendency to change. If contexts change, good organisations are often too late. High quality under the current circumstances may be a hindrance for innovation, because quality of the organisation is often highly codifies in procedures, and it is difficult to change those.

Jim Collins analysed successful practices of change from being good to being excellent. He found 7 elements that may help us to understand the culture of successful change. See box 5
	Box 5: Elements of organisations that succeeded in transforming themselves from being Good to being Great (GtG). 
(After Collins, 2001)

	1. GtG (Good to Great) leaders are modest persons; they combine that with a strong professional willpower. They allocate the successes of the organisation to the efforts of others then themselves.

2. GtG leaders have a strong focus on the quality of personnel. They do NOT start with the formation of a new vision or strategy. However they start by gathering strong professionals and move personnel that does not function very well.

3. Get the truth and the hard facts on the table and act accordingly. Leadership encompasses asking questions and not accepting evasive answers.

4. A GtG transformation needs a clear plan that guides the operation of the organisation. Three questions create that plan: (a) what makes us suddenly passionate?, (b) In what can we be the best in the world? and (c) what is the fuel – or how do we function economically?

5. A culture of discipline. Work in a GtG organisation is disciplined, but not hierarchical and controlled. What counts is an atmosphere of entrepreneurship and professional discipline. Lists of what will not longer be done are more important than to-do-lists.

6. Technological accelerators. GtG organisations do not use technology as a mean to generate change. In stead they are clever, selective and advanced users of technology to help them to make them the best.

7. GtG organisations change not suddenly and spectacular at the first sight. They slowly turn the wheel with little steps, so that it gains momentum that finally creates the breakthrough in the organisation. The flywheel approach.


One may well question whether these conditions are currently met in most of our VET colleges. For example, school leaders have often very little possibilities to arrange personnel adequately. Such lists of proven successes may help to constantly discuss the quality and conditions of an innovation process and more specifically help to improve leadership in VET colleges.
Based on my own observations of innovation processes, I tend to call the following elements as essential to make good institutions excellent:
· Engage managers as well as teachers in an early stage in deliberations about the different strategies, the data behind it and the need to change. Too often these deliberations take place between government officials, experts and sometimes businesspeople, while the real experts (managers of institutions and teachers) are not part of the debate. Where officials and experts  might create sensible solutions and then trying to convince practitioners, they are too late. Learning requires awareness of meaning. Therefore, it is essential that managers and teachers take and get the time to understand the need for change and to  assist in designing appropriate actions and outcomes. 
· Timely development of expertise of teachers is crucial. Too often resources for development of expertise of practising teachers is only available after some time. However, it should be a starting point. Teachers are confronted with increasing diversity of clients; increasing sophistication in client expectations; expansion of options for training delivery; changes in employment, work roles, team structures and places of work and increasing competition. VET professionals will require an increasingly sophisticated mix of generic, professional and leadership skills and capabilities. Courses to develop such capabilities, together with facilitation of sharing good professional practice are conditional for any successful innovation.
· Recognize differences between teachers and their development. Many teachers have chosen their profession in a period that education was relatively uniformly structured. Some of them are ready to change and happy to be involved in transformation. Others need time and some will not be able to perform under changed conditions. Good leadership recognizes those differences and finds adequate solutions. Any model where all teachers should go through the same process of change is doomed to fail. Differentiation of tasks and probably salaries may be unavoidable as a consequence.
· Projects on an internal institutional basis are not good enough. Constant exchange of information and communication of progress and outcomes between colleges, business, government and clients is essential for enduring innovation. Patricia Seybold (2006) learns us to understand the differences between innovations that are internally driven and innovations that involve clients from the very beginning. See box 6. And Mirvis and colleagues describe how looking Outside – In generated new ideas and services which in turn pushed a successful transformation of the organisation (Mirvis et al, 2003 pp 105-115)
.

· The structural use of Student feedback. I know that there is a lot of hesitation to include students in the design of educational supply. However, where it has been done, the results are convincing! See for example the report of Lee Harvey (2001) or the EfVET International Learner Feedback Survey or Google “student feedback”.
	Box 6: the difference between internally driven innovation and client driven innovation. 
Source: Seybold, 2006; Table based on de Vijlder, 2007)

	Internally driven innovations
	Client driven innovations

	· Internal specialists take the lead
	· Clients and users determine for about 50% the innovation and the agenda of development

	· Internal monitoring leads the process
	· Innovation is guided by tension between actual reality of users and their wishes for outcomes

	· New ideas are developed in internal labs and are tested internally
	· New models, processes and solutions are designed in cooperation with clients and tested in the wider community (open source development)

	· Client demands are gathered and prioritised on the bases of product-market considerations
	· Clients design new models and adapt their behaviour accordingly; they exchange ideas and design

	· Processes an schemes are developed by internal teams and granted by management
	· Clients are actively involved in design of processes and models

	· Business-development experts investigate the environment to find new possibilities to compliment current supply
	· Clients search in the environment for alternatives and integrate those themselves

	· A small percentage of innovations is finally brought to market and durable.
	· Clients promote mutually the employment of new services.


· Make sure that there is a rigid and accessible system for knowledge transfer and -accessibility. For example VET institutions will probably cooperate to find out how to cope with flexibility. So they may exchange good practices, failures etc. But that sort of tacit knowledge needs scaffolding and codifying in order to raise the level of professional knowledge of the branch. This requires the input of external expertise to constantly engage in dialogue with the institutions about the quality and effects of the developed expertise.
· Accept that more providers will enter the market. Competition may lower prices and create comparisons for efficiency and quality. Governments may help to negotiate clear objectives and criteria for developing and guard costly expertise. 
· Measure effort and effects. Trying hard is not good enough, as Mark Friedman (2005) explains. Effects refer to measurable effects with clients, both quantitative and qualitative. 

	
	Effort
	Effect

	Quantity
	How much did we do?

· Least important
	Is anyone better of?

· 3rd most important

	Quality
	How well did we do it?

· 2nd most important
	Is anyone better of?

· Most important


Tom van Yperen et al (2006) suggest different levels for measuring the quality of effects. They use a ladder of four steps: from “potentially effective” through “promising” and “effective” to “proven effective”. See Box 7 below for a description of the different levels.

	Box 7. Levels of effectiveness of innovation (After van Yperen, 2006)

	1. potentially effective
	2. promising
	3. effective
	4. proven effective

	The core elements of the interventions (target group, interventions, results) and the boundary conditions in terms of personnel, organisation and materials are clearly and understandable stated
	As 1, and also a acceptable theory of interventions that clarifies how problems of target groups have been developed and why the interventions will arrive at the intended results
	As 1. and 2. and also empirical evidence that the intended results are attained, problems decreased, competencies improved and clients satisfied
	As 1. ,2. and 3. and also empirical evidence that positive results have been caused by the interventions and a view on the most effective elements of the interventions


They specify the different instruments for investigating the level of effectiveness. Evaluation of innovation projects in health care showed that more then 50% of projects score under the level of “potentially effective”, one quarter are on this level and the rest above, but under the level “effective”. 
Conclusion
The conclusion of this paragraph has been summed up in box 8. 

	Box 8: Overview of conditions for enduring innovation of VET 
and transforming it from being good now to being excellent in the future

	1. Leaders and organisations constantly take warning on the experience of GtG organizations and GtG leadership

2. Managers and teachers engage actively and timely in strategy discussions. They get the relevant data on labour-market frictions and discuss possible strategies and action on how VET may assist

3. Professionalism of teachers is upgraded in a very early stage. 
4. Exchange of experience and outcomes in knowledge networks of teachers and managers is common practice. External expertise facilitates such networks. Business and  government experts and consultants interact and scaffold experiences.
5. Internal projects on the level of institutions is not good enough. Clients (students, business and communities) are an integral part of the process. 
6. Student feedback is a structural component of daily practice.
7. Effects with clients are constantly investigated, with adequate quantitative and qualitative investigation instruments.
8. Competition is normal; expertise and effect are monitored and guaranteed by government.


((
6 General Conclusion
In this paper, I have analysed strategies to cope with the changing labour market in three elements. Each of these strategies influences the status, operations and focus of Vocational Education and Training. VET institutions face rather radical innovations themselves in order to anticipate the environmental changes timely. I have suggested the sort of changes that are on stake and  guidelines to ensure that innovation of VET institution will be durable and most importantly: delivers for students, business and the community in the near future: from being good now to being excellent in the future!
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� EfVET stands for the European Forum of Vocational Education and Training - see � HYPERLINK "http://www.efvet.org" ��www.efvet.org�


� The spoken text may diverge slightly from this document.


� The English term Vocational Education and Training (VET) covers a wide range of educational activities. The term includes “technical” and “professional” education. “VET” often refers more specifically to “Upper secondary education” level, but certainly includes (shorter) Higher professional education. It also embraces the wide variety of training in relation to  jobs, for both workers and unemployed.


� The term “transformative change” is used to differentiate between quality-improvement, reengineering and transformation. (Tapscott, 1995 p. 30)


� This paragraph is partly inspired by an internal discussion paper from my excellent colleague Frans de Vijlder for the Platform for VET in the Netherlands – 6 February 2007.


� The book of Mirvin et all (2003) offers deep insight in the dramatic transformation of Unilever’s food division between 1995 and 2000. It shows in an easy to read story how the human factor, the team factor  and learned strategies of successful transformation go together. The “Outside-In” strategy is one of those.
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