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Situation with the
recognition of non-
formal and informal
learning in Germany

The recognition of non-formal and
informal learning is seen as a central
approach to promoting lifelong learn-
ing. To encourage an international
exchange and learning process, the
OECD launched a project in 2006 to
create more transparency and clarity in
the framework conditions under which
recognition constitutes added value. The
goal is to provide political decision-
makers with support for the (further)
development of systems for recognising
non-formal and informal learning. The
Federal Republic of Germany is one of
more than 20 countries which are
taking part.

In contrast to other countries like the
United Kingdom and France, the distin-
guishing feature of the situation in Ger-
many is that it does not have a system
with uniform regulations and respon-
sibilities but diverse approaches which
are not normally regulated by law. One
reason for this is thought to be the com-
paratively high degree of formalisation
of education and training processes in
Germany. Many of the approaches,
therefore, aim to identify rather than
recognise non-formal and informal
learning.

This article examines various approaches
to the recognition of non-formal and
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informal learning in Germany. One
example of recognition is the external
examination pursuant to the Vocational
Training Act or the Crafts and Trades
Regulation Code by means of which a
qualification in a recognised training
occupation can be obtained via relevant
work experience without that person
having had to go through the dual train-
ing that is normally required. In this
scenario, an individual will be allowed to
take the final examination if he has en-
gaged in a relevant activity for a period
which is at least one and a half times
the length of the prescribed training
period. According to the participants,
this means better career advancement
opportunities as well as more flexibility
and mobility on the labour market.
Another example of recognition is uni-
versity access for people who have
obtained a vocational training qualifica-
tion. This is also called the third educa-
tional pathway. Here it is possible for
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someone to prove his eligibility for a
higher education course, in line with the
respective federal state legislation, by
means other than relevant school edu-
cation. The different access models are
direct access, a university eligibility
examination and a study try-out.

The project “Recognition of Vocational
Competences in Higher Education Study
Programmes” is one approach to pre-
paring recognition processes for the
transition from vocational training to
higher education. In this context
methods have been developed initially
in selected project clusters for compar-
ing the equivalency of vocational and
university qualifications and compe-
tences on the basis of learning out-
comes. The results of a total of 11 project
clusters are currently being evaluated
with a view to developing an over-
arching reference framework. The stan-
dard of the formulated competencies,
the equivalence of the acquired com-
petences, the transparency of the credit
systems and assessment criteria, the
simplicity of use, the sustainability and
transferability of the tools used are the
basis for the quality criteria.

The ProfilPASS System is one example of
a portfolio-like approach. It aims to en-
courage an extensive examination of an
individual’s actions and to develop
awareness of personal strengths. Based
on activities in different areas it system-
atically identifies, documents and
develops skills and competences. Below
the regulatory level it seeks to promote
the individual’s ability to engage in dia-
logue and steer his career. In this
approach guidance takes on a key role.

There are other methods situated below
the regulatory level in the employment
system. For instance in collective barg-
aining agreements occupational experi-
ence is equated with vocational training
certificates for the purposes of remu-
neration. Furthermore, mention should
be made in this context of performance
reviews, references and assessment
methods in conjunction with personnel
development and selection processes as
approaches to the recognition of non-
formal and informal learning.

The country report for Germany can be
downloaded from the BMBF website.
The reports of the other countries are
published on the OECD website. At the
end of 2008 there are plans for an in-
ternational conference to discuss the
results in Canada.

Contact: Markus Bretschneider -
bretschneider@bibb.de
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Current labour market forecasts indicate
that the highly selective shortage of
skilled workers which is already appa-
rent will occur on a massive scale in the
future. The main reason for this is
demographic development.

The development of the labour market
in Germany up to 2035, determined on
the basis of two separate calculations of
supply and demand, does not initially
point to any nationwide shortage of
skilled workers. Although these are
approximate values, the supply of wor-
kers is still far higher than the demand
for skilled workers. But this situation is
constantly changing. The threshold to
a shortage of skilled workers is not,

Graph 1: Labour market situation
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therefore, clear cut as no exact or de-
mand-driven supply can be assumed in
all areas. This means that already now
and in future more and more occupa-
tions and sectors will suffer from a
shortage of skilled workers.

Whilst the demand for workers is largely
oriented towards economic develop-
ments and long-term economic trends,
the supply of employed persons very
much depends on demographic devel-
opments. This is shaped by two factors:

e a shrinking population and, by
extension, a dwindling number of
employed persons

e a major shift in age composition.

The population and, therefore,
the number of employed persons
is falling

In its base scenario the current 11" co-
ordinated population forecast assumes
there will be an accelerated fall in the
population and demographic ageing.
This means that since 2003 Germany
has already been in a phase of a steady
population decline. In 2005 Germany
had approximately 82.5 million inhabi-
tants. By 2050 the base scenario in the
population forecast assumes that this
number will have fallen to just under 74
million. This variant is based on a steady
birth rate (1.4), a basic assumption of
life expectancy (88 years for women,
83.5 years for men) and a migration
balance of 200,000. If one assumes a
falling fertility rate (1.2) and a lower level
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of immigration (100,000 per annum),
then in 2050 Germany would have a
population of just 67 million.

The demographic development has a di-
rect impact on the supply of employed
persons. Given the low proportion of
women and older people in gainful
employment in Germany compared
with other countries, there will be a
massive drop in employed persons after
2020. This already takes into account
the steps taken to extend working life
up to the age of 67.

The population and, by extension,
employed persons are growing old

The population forecasts assume that in
2030 around 28% of the population
will be over the age of 65. In 2005 this
percentage was just 19% of the popu-
lation. Compared with this, the propor-
tion of under 20-year-olds (20%) in
2005 will have fallen to 16.6% by 2030.

Even if the current family measures were
to take effect and the birthrate could be
raised from just under 1.3 to 1.6 child-
ren per woman of childbearing age, the
impact would be minimal. Instead of the
39.1 million people aged between 20
and 65 projected for 2050, there would
be approximately 40.5 million people.
This would only just compensate for the
accelerating decline in the population
and faster aging identified between the
current population forecast from 2006
and the forecast from 2003.

The gap left by people retiring from
working life can no longer be filled by
the influx of new workers. To replace
the workers from the baby boom years,
around 1.3 million births in 1965, who
will retire between 2020 and 2030
(depending on retirement age), there
will be, in purely arithmetic terms, a
replacement supply of approximately
672,000 people from 2006 (because
this replacement supply would already
have to be born now if they were to
start work aged 20 in 2026).

Action options

In order to cover the future demand for
workers, women and older people must
participate to a greater degree in the
gainfully employed population. Further-
more, immigrants with the appropriate
qualifications could help to ward off the
imminent shortage of skilled labour.
However, alternative calculations show
that these measures are not enough.

For instance, the forecasts of the Insti-
tute for the Study of Labour (IZA)
assume, in conjunction with the devel-
opment in supply, the arrival of 200,000
immigrants per annum, a level which
Germany has not in fact reached since
2002. At the present time (2006) the
immigration surplus is just under
22,000. Of course, these figures do not
take into account the qualifications of
the immigrants who arrive on the Ger-
man labour market.

Graph 2: Demographic development overall and by age groups in million
persons, Germany, 2005-2050
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Population
Migration between Germany and
abroad from 1991 up to 2004

Year Arrivals  Departures Balance
2006 661,855 639,064 22,791
2005 707,352 628,399 78,953
2004 780,175 697,632 82,543
2003 768,975 626,330 142,645
2002 842,543 623,255 219,288
2001 879,217 606,494 272,723
2000 841,158 674,038 167,120
1999 874,023 672,048 201,975
1998 802,456 755,358 47,098
1997 840,633 746,969 93,664
1996 959,691 677,494 282,197
1995 1,096,050 698,113 397,935
1994 1,082,550 767,555 314,998
1993 1,277,410 815,312 462,096
1992 1,502,200 720,127 782,071
1991 1,198,980 596,455 602,523

Source: Federal Statistics Office

Changes in the length of working life
and the female activity rate have simi-
lar effects.

Whereas the zero variant in the case of
the immigration balance dramatically in-
creases the drop in the labour supply,
prolonging working life (raising the
retirement age) as well as increasing the
female activity rate by 10 percentage
points (assumption) does dampen the
drop in employed persons but only to
a very limited degree.

Consequence

The dwindling and ageing German pop-
ulation presents the future labour mar-
ket with major problems. It is not just
that future demand cannot be met but
there is also a risk that innovations
which have emerged from the training
and employment system will no longer
be able to come to fruition via this
pathway. Other transfer pathways will
have to be found.

Furthermore, the demand for goods will
change. Products and offerings (above
all personal care services) for older
people will become increasingly impor-
tant.

Targeted immigration and prolonging
working life will only have a limited im-
pact.
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Graph 3: Effects of action options - Germany 2003-2035
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Source: Institute for the Study of Labour (IZA) 2007, calculation Fraunhofer Institute for Applied Information Technology (FIT)
and the Federal Institute for Vocational Education and Training (BIBB).

By contrast, targeted qualification and
lifelong learning will grow in impor-
tance. Germany, which tends to bring
up the European rear in terms of contin-
uing training behaviour, will have to
rapidly rethink its position if it is to
remain competitive in the long-term.

Contact: Dr. Robert Helmrich —
helmrich@bibb.de

Migration background
in training

The number of young people, who are
not of German nationality, entering into
a training contract, fell between 1995
and 2006 from 33% to 23%. Amongst
young Germans, too, the proportion of
those who completed training fell dur-
ing the same period from 66% to 57 %.
Nevertheless, this percentage is still far
higher than the percentage for non-
German young people.

Scarcely any findings have been avail-
able up to now about the situation of
young people with a migration back-
ground in in-company training. This
applies for instance to possible special
knowledge and skills, difficulties in day-
to-day training and the action strategies
of young people and their trainers.

In the BIBB research project , Employ-
ability Skills and Migration Background”,
in-house and personal factors are iden-
tified which are particularly relevant for
young people with a migration back-
ground and for their trainers in in-com-
pany training. Their interaction is to be
analysed and the role played by a mi-
gration background in training is to be
highlighted. This takes in, for instance,
language skills as part of a communi-
cation competence and the self-image
of young people and how trainers deal
with the special features of the young
people. The following questions are
examined:

What difficulties occur during training
and what strategies do trainers use to
overcome them? Are trainers well pre-
pared to train young people with a
migration background? If so, how?
What importance do trainers and
trainees attribute to a migration back-
ground?

The assumption here is that the impact
of individual aspects of a migration
background is dependent firstly on the
functional context. Therefore, it may
take on a different relevance within the
company than in the context of custo-
mer contacts (for instance language
skills). Secondly, it depends on personal
perception and assessment by the
stakeholders involved. What's more, the
status and importance of individual

aspects, which the trainee himself attri-
butes to his migration background, may
change in the course of in-company
training.

The results of the study are to be made
available for the training of trainers, to
training staff in companies, inter-com-
pany/external vocational training cen-
tres, public authorities and vocational
schools. The goal is to foster a differen-
tiated understanding of the term
“migration background” which is used
all too readily.

Contacts: Dr. Monika Bethscheider —
bethscheider@bibb.de
Anke Settelmeyer —
settelmeyer@bibb.de

New on the Web

ADAM

New European database

Information on projects, products, re-
sults and events to do with the EU pro-
gramme LEONARDO DA VINCI
www.leonardodavinci-projekte.org/
adam/homepageView.htm

Dual vocational training as the key
to a competitive Europe
Documentation of the joint meeting
staged by DIHK, ZDH and BIBB with pre-
sentations and conclusions for down-
loading

www.bibb.de/de/31531.htm

European Education Area

EU Action Programme “Lifelong
Learning”
www.bibb.del/de/wlk31070.htm

New and restructured occupations
Overview of all new and restructured
training occupations that are to enter
into force on 1 August 2008 or on
1 August 2009
www.bibb.de/de/846.htm
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