
  

 

 

ΠΑΝΔΠΙΣΗΜΙΟ ΚΡΗΣΗ 
ΣΜΗΜΑ ΠΟΛΙΣΙΚΗ ΔΠΙΣΗΜΗ 

ΠΡΟΓΡΑΜΜΑ ΜΔΣΑΠΣΤΥΙΑΚΩΝ ΠΟΤΓΩΝ  

«ΠΟΛΙΣΙΚΗ ΑΝΑΛΤΗ ΚΑΙ ΠΟΛΙΣΙΚΗ ΘΔΩΡΙΑ» 

 

 

 

ΜΔΣΑΠΣΤΥΙΑΚΗ ΔΡΓΑΙΑ ΔΙΓΙΚΔΤΗ 

 
ΣΗ 

 
ΡΗΓΟΠΟΤΛΟΤ ΠΑΝΑΓΙΩΣΑ 

ΑΜ. 185  ΈΣΟ ΔΓΓΡΑΦΗ 2010 

 
ΜΔ ΣΙΣΛΟ 

 

Public Organizations as Learning Organizations:  

The case of the  

Hellenic State Scholarships Foundation (IKY) 

 

 

ΔΠΙΒΛΔΠΩΝ 

ΝΙΚΟ Δ. ΠΑΠΑΓΑΚΗ, ΑΝ. ΚΑΘΗΓΗΣΗ 
 

 

ΡΔΘΤΜΝΟ 

ΦΔΒΡΟΤΑΡΙΟ 2012 
 

 

 

ΑΞΙΟΛΟΓΗΣΔ 

 

1. ΓΙΟΝΤΙΟ Ν. ΓΡΑΒΑΡΗ                         ΚΑΘΗΓΗΣΗ 

2. ΚΩΣΑ Α. ΛΑΒΓΑ                             ΚΑΘΗΓΗΣΗ 

 

Ημεπομηνία Αξιολόγησηρ: Σετάρτη 29 Φεβρουαρίου 2012 

 



Public Organizations as Learning Organizations:  
The case of the  

Hellenic State Scholarships Foundation (IKY) 

by Panagiota Rigopoulou  

  
  
Abstract 
 

 

"Lifelong learning is the development of human potential through a continuously supportive 
process which stimulates and empowers individuals to acquire all the knowledge, values, skills, 
and understanding they will require throughout their lifetimes and to apply them with 
confidence, creativity and enjoyment in all roles, circumstances, and environments." (Longworth 
et al, 1996) 
 
Lifelong learning involves a variety of growth opportunities, either in formal, informal and non-
formal contexts in order to foster both professional development and personal fulfillment and 
thus contribute to the enhancement of social inclusion, active citizenship, competitiveness and 
employability. 
 
The need for the development of a smart and sustainable economy should give emphasis on the 
efficient management of Human Resources to produce quality services and to improve 
governance, especially in the Public Administration sector. Education and training can play a 
pivotal role towards this objective, as the development of the public servants’ skills and 
competences through an effective competent-based learning platform will assist to the 
enhancement of the organization’s operational and administrative capacity, in regard to the 
labour market needs. 
 
Under this general scope, the transformation of Public Organizations into Learning Organizations 
can support the move towards the transition to a knowledge-based economy and society. The 
current study will attempt to suggest an education and training plan that could assist a Hellenic 
State Public Organization towards the achievement of highest operational capacity and 
efficiency. It is envisaged that the results obtained will contribute to the development of a long 
term education and training strategy in the Hellenic Public sector. 
 



University of Crete 

Department of Political Science  

MSc Political Analysis of Public and European Policies 

 

 

 

 

Public Organizations as Learning Organizations:  

The case of the  

Hellenic State Scholarships Foundation (IKY) 

by Panagiota Rigopoulou  

 

 

 

Supervisor: Ass. Prof. Nikos Papadakis 

 
Evaluation Committee: Prof. Dionysis Gravaris 

 

 Prof. Kostas Lavdas 

 

        

Rethymno, February 2012 

 



2 
 

Acknowledgments 

 

The initial inspiration and encouragement of my supervisor, Ass. Prof. Nikos Papadakis 

instigated this thesis. His experience and guidance have assisted me on the identification 

of the topic that would have the greater interest and value for me and, along with his 

interventions, comments and patience in listening to my concerns about the study, gave 

me confidence to continue and bring out this highly challenging task. I would like to 

further thank my Evaluation Committee, Prof. Dionysis Gravaris and Prof. Kostas 

Lavdas, for their targeted remarks that contributed in the improvement of my thesis. 

 

The current study could not have been completed without the invaluable help of Mr 

Fotios Athanasopoulos and Mrs Eleftheria Kamenopoulou from IKY. They have 

provided me with all materials necessitated for understanding the Organization’s 

structure, scope and operational procedures and invested their time and expertise in 

assisting me on the completion of my study. 

 

A word of thanks is not enough for my family, friends, colleagues and supervisors for 

providing me with all understanding, tolerance and support to overcome the obstacles 

deriving from this effort.  

 

  



3 
 

Table of contents 

 

FOREWORD .............................................................................................................................................. 4 
THEORETICAL BACKGROUND ON EUROPEAN EDUCATIONAL POLICIES AND THE ROLE OF THE LLP               

IN THE LIFELONG LEARNING STRATEGY .................................................................................................. 5 

The Lisbon Strategy ............................................................................................................................ 5 

Post-Lisbon Strategy .......................................................................................................................... 7 

SKILLS AND COMPETENCES IN THE DEVELOPMENT OF EXCELLENCE IN PUBLIC ADMINISTRATION .......... 9 

The development of an effective human resource strategic plan ........................................................ 9 

The development of a competence-based training plan ................................................................... 11 

DESCRIPTION OF THE STUDY AND METHODOLOGICAL APPROACH .......................................................... 14 

ANALYSIS PART I: MACRO LEVEL............................................................................................18 

A REVIEW OF THE EUROPEAN UNION LIFELONG LEARNING POLICIES AND VOCATIONAL EDUCATION      

AND TRAINING SYSTEMS ........................................................................................................................ 19 

Establishment of the Lifelong Learning Programme........................................................................ 21 

Innovation Union .............................................................................................................................. 23 

THE LIFELONG LEARNING PROGRAM .................................................................................................... 27 

Implementation structure of the Lifelong Learning Programme ...................................................... 27 

A view into the future: Erasmus for all ............................................................................................ 35 

THE COORDINATION MANAGEMENT OF THE LIFELONG LEARNING PROGRAMME ................................... 38 

The Education, Audiovisual & Culture Executive Agency (EACEA) ............................................... 38 

Implementation of the Programme at the National level .................................................................. 40 

ANALYSIS PART II: MICRO LEVEL ...........................................................................................49 

THE ORIENTATION TOWARDS THE ESTABLISHMENT OF LIFELONG LEARNING POLICIES AND         

STRATEGIES IN GREECE ......................................................................................................................... 50 

THE STATE SCHOLARSHIPS FOUNDATION (IKY) ................................................................................... 53 

IKY’s organizational structure ......................................................................................................... 54 

IKY’s operational procedures and activities in respect to the LLP .................................................. 57 

UNDERSTANDINGS AND OUTCOMES .......................................................................................64 

MONITORING PROGRESS OF THE LLP AT A EUROPEAN LEVEL ............................................................... 65 

AN ASSESSMENT ON THE IMPLEMENTATION OF THE LLP IN GREECE ..................................................... 69 

AN ‘INSIDE VIEW’ ON THE EFFECTIVENESS OF THE LLP IN THE GREEK CONTEXT .................................. 74 

THE DEVELOPMENT OF A TRAINING STRATEGY FOR IKY ....................................................................... 77 

CONCLUSIONS ....................................................................................................................................... 81 

REFERENCES.......................................................................................................................................... 83 

References in Greek ......................................................................................................................... 89 

  



4 
 

Foreword 

 

"Lifelong learning is the development of human potential through a continuously 

supportive process which stimulates and empowers individuals to acquire all the 

knowledge, values, skills, and understanding they will require throughout their lifetimes 

and to apply them with confidence, creativity and enjoyment in all roles, circumstances, 

and environments." (Longworth et al, 1996) 

 

Lifelong learning involves a variety of growth opportunities, either in formal, informal 

and non-formal contexts in order to foster both professional development and personal 

fulfillment and thus contribute to the enhancement of social inclusion, active citizenship, 

competitiveness and employability. 

 

The need for the development of a smart and sustainable economy should give emphasis 

on the efficient management of Human Resources to produce quality services and to 

improve governance, especially in the Public Administration sector. Education and 

training can play a pivotal role towards this objective, as the development of the public 

servants’ skills and competences through an effective competent-based learning platform 

will assist to the enhancement of the organization’s operational and administrative 

capacity, in regard to the labour market needs. 

 

Under this general scope, the transformation of Public Organizations into Learning 

Organizations can support the move towards the transition to a knowledge-based 

economy and society. The current study will attempt to suggest an education and 

training plan that could assist a Hellenic State Public Organization towards the 

achievement of highest operational capacity and efficiency. It is envisaged that the 

results obtained will contribute to the development of a long term education and training 

strategy in the Hellenic Public sector. 
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Theoretical background on European educational policies and the role 

of the LLP in the Lifelong Learning strategy 

 

Educational policy is the scientific field focusing on the analysis of public educational 

and training policies and their interrelation with other public policies (macro-economic, 

social and employment policies). Each educational policy can be analyzed in terms of 

the reform agenda setting the contents to be realized, in respect to the action measures to 

be taken towards the achievement of its goals (Hill & Bramley, 1986). The dialogue 

deriving from the reform agenda proposed should take into account the goals to be 

achieved within the context set by society and educational culture, the organizational 

capacity of the institutions that will implement the actions and probable obstacles 

deriving from educational practice (Ball, 1994). 

 

Educational policies should give special emphasis on the results obtained, with a major 

distinction among first class and second class results. First class results are considered 

those that alter the structure and operation of the system’s sectors and have an impact to 

the whole system, while second class results are linked to a) the efficiency and 

operational capacity of the system, b) access to the educational system and equal 

educational opportunities and c) the citizens’ rights and social justice (Walker 1981). 

The Lisbon Strategy 

Under this general scope, the European Commission, with the White Paper (1995), has 

emphasized on the importance for the development of education and training systems to 

promote growth, competitiveness and employment. As stated in the White Paper,      

"The internationalization of trade, the global context of technology and, above all, the 

arrival of the information society, have boosted the possibilities of access to information 

and knowledge for people, but at the same time have as a consequence changed work 

organization and the skills learned. This trend has increased uncertainty for all and for 

some has led to intolerable situations of exclusion." The same document came to 

acknowledge the need for radical changes in the inflexible education and training 

systems in the EU, at a time when the Member States envisioned a highly competitive 

economy strong enough to achieve innovation and competitiveness (Murphy, 2005) and, 
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to this respect, set the challenges to be met by the EU. "Tomorrow’s society will be a 

society which invests in knowledge, a society of teaching and learning, in which each 

individual will build up his or her own qualifications, in other words, a learning society" 

(EC 1995). 

 

The change on the relations among employment, education and training and economic 

growth created the necessity for the development of a new agenda on social integration. 

This necessity found fertile ground on the establishment of a Lifelong Learning strategy, 

as an umbrella policy towards the achievement of the European Union transformation 

policies (in economic, technological, social and employment sectors) (Aspin & 

Chapman, 2000). 

 

This strategic goal was expressed in an overall strategy which aimed at preparing the 

transition towards ‘the most competitive and dynamic knowledge-based economy in the 

world, capable of sustainable economic growth, with more and better jobs and greater 

social cohesion’, namely the Lisbon Strategy, in 2000. Education, and in particular, 

lilfelong learning was one of the four pillars of the Lisbon Strategy, complemented by an 

economic, environmental and social pillar. The Lisbon Strategy introduced the Open 

Method of Coordination (OMC) among Member States, at a time when the European 

Union had just begun to realize the wobbles incurred to its cohesion due to the dramatic 

economic crisis (Baun, 1996). This new framework on the development of education and 

lifelong learning, which was realized under the Education and Training Programme 

2010, came to guide any reforms at a national level, in a transparent and public context, 

as educational policies were asked to contribute actively in the strengthening of 

employment, with the development of ‘skills for competitiveness’ (Papadakis, 2007). 

 

The main priorities of the Lisbon Strategy on education and training for the decade 

2000-2010 included a) Lifelong Learning, b) the change in the learning paradigm, 

through the transition towards competence-based learning with a focus on the learning 

outcomes, c) the development of a key competences framework through lifelong 

learning (EC 2007), d) the upgrading of Vocational Education and Training (VET) and 
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on job related lifelong learning, e) the use of indicators and benchmarks for the creation 

of evidence-based policy making (with an example on Adult Skills Indicator) (Sorvillo, 

2010), f) the mapping of all qualification frameworks to be included in the European 

Qualifications Framework (EQF), to ensure homogeneity in evaluation and assessment 

in order to enhance mobility (through the development of common strategies, methods 

and competence accreditation tools). The above priorities were implemented with the 

active contribution of peer learning activities among Member States, expert group 

consultation and relevant stakeholders (e.g trade union associations, international 

organizations such as OECD and UNESCO) in collaboration with the European 

Commission (EC 2002).  

 

Overall, the implementation of the educational policy, in the decade 2000-2010 was 

based on a wider approach, which included the interchange of good practices and the 

development of quality assurance and accreditation tools in all education stages 

(Papadakis, 2006: 20). Even though it failed to achieve most of its targets, it set the base 

for the development of the upcoming post-Lisbon educational strategy for the next 

decade, envisioned on Education and Training 2010-2020. 

 

Post-Lisbon Strategy 

The global economic crisis left Europe with no alternative than to urgently try to meet 

the challenge to ‘deliver smart, sustainable and inclusive growth, to find the path to 

create new jobs and to offer a sense of direction to our societies’, in José Manuel 

Barroso’s words.  

 

To meet this challenge, the EU expressed these three priorities in five interrelated 

measurable targets that need to be translated and achieved at a national level by 2020, 

namely 

 75 % of the population aged 20-64 should be employed. 

 3% of the EU's GDP should be invested in R&D. 

 The "20/20/20" climate/energy targets should be met (including an increase to 

30% of emissions reduction if the conditions are right). 
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 The share of early school leavers should be under 10% and at least 40% of the 

younger generation should have a tertiary degree. 

 20 million less people should be at risk of poverty. 

 

A necessary set of actions has to be developed towards the achievement of the targets 

described above, for that reason; EU has initiated a series of seven initiatives towards 

this direction. The flagship initiatives for a smart, sustainable and inclusive growth are 

meant to be delivered through the ‘Innovation Union’, for the production and boost of 

innovation, ‘Youth on the Move’, for the development of quality education to be used by 

young people to enter the labour market, ‘A Digital Agenda for Europe’, for efficient 

and productive use of information technology, ‘Resource Efficient Europe’ to apply 

renewable energy sources and protect environment, ‘An industrial policy for the 

globalization era’, to develop a strong business and industrial environment, ‘An Agenda 

for New Skills and New Jobs’, to support employability and finally, ‘A European 

platform against poverty’, to enhance social cohesion and active citizenship. 

 

The targets and priorities described above require a strong commitment from both the 

EU and the Member States to develop strategies and policies in order to reach the EU 

priorities and targets based on a series of integrated guidelines and country-specific 

recommendations. The progress towards the achievement of this challenge will be 

monitored and reported very closely to intensify possibilities of success and to ensure the 

efficient implementation of the new strategy.   The importance of education and training 

is fundamental towards the achievement of the envisaged EU, for it is the prerequisite 

for the achievement of a strong and sustainable economy and society. 
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Skills and competences in the development of excellence in Public 

Administration 

 

The restructuring of Public Administration to increase efficiency and operational 

capacity has gained considerable ground over the last two decades. Associated with the 

recent economic crisis, and the rapidly changing socio-ecomonical, political and 

technological environments, the need for transformation in Public Administration has 

acquired significant importance in respect to the ongoing transitions in economy and 

society, ‘as organizations have been created and used to organize and facilitate human 

activities and achieve community goals’ (Farazmand 2002). 

 

Although there are significant differences in the administrative models and structures 

among countries that lie mostly on the differences in historical traditions and cultures, 

there is a common understanding that reforms in Public Administration should have as a 

main focus the efficient management of Human Resources to produce quality services 

and improve governance. This ever growing need for improved governance requires that 

the future public servants will continually need to develop their skills and competencies 

to cope with the new demands. 

 

The development of an effective human resource strategic plan 

To reach this goal, Public Organizations should create a professional training strategy 

based on an effective training approach and an effective human resource management. 

To this effect, Human Resource Management (HRM) is the design of formal systems in 

an organization to ensure effective use of employees’ knowledge, skills, abilities and 

other characteristics to accomplish organizational goals and concerns issues related to 

recruitment, selection, training, evaluation and promotion of employees. The design of 

these systems needs to take into account the legal environment as well as the social, 

cultural, generational and educational changes in order to be effective  (Pynes, 2009). 

 

The prerequisite for reaching an effective human resource strategic plan in Public 

Administration lies on the identification of skills needs in regard to economic, social, 



10 
 

cultural and technological change in order to develop a long term administrative capacity 

that will be able to meet the challenges that arise (Papadakis 2010, Pynes 2009). 

 

This Needs-in Skills Assessment and forecasting which will allow for the identification 

of needs and deficiencies in knowledge and skills has to be developed with the use of a 

combination of approaches that will lead to a reliable strategic framework. The 

methodological strategy on the development of this framework should include the 

association of two balanced approaches, a top down approach, which will aim at 

reviewing new public policies, legal framework and research studies and a bottom up 

approach that should be able to identify the demands in competencies for a Public 

Organization (Papadakis, Pechlivanides 2010).  

 

A schematic representation is provided below: 

 

 

The development of a training plan based on the approaches described above should be 

capable to lead on the transformation of Public Organizations into Learning 
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Organizations, which, in Peter Senge’s words (1990) ‘are organizations where people 

continuously expand their capacity to create the results they desire, where new and 

expansive patterns of thinking are nurtured, where collective aspiration is set free, and 

where people are continually learning how to learn together’. 

The development of a competence-based training plan 

To achieve this aim, a strong link between employability and education and training 

should be developed, which will give the basis for a competence-based learning 

platform. In line with the EU2020 strategic priorities {COM (2009) 647/3}, where 

education, research, innovation and creativity are the key features for the development of 

a smart and sustainable economy, a competence based training plan will provide with a 

more productive and efficient pattern for human resources updating of job-related skills 

combined with the development of new competences in order to be able to adapt to 

changes. 

 

The development of new competences and in particular of key competences has been a 

major concern for the European Union to provide high quality future education and 

training adapted to the needs of society. The Recommendation of 18 December 2006 

(2006/962/EC) sets the reference framework on key competences for lifelong learning. 

In this reference framework, competence is considered the combination of knowledge, 

skills and attitudes in a related context, while the acquisition of key competences brings 

on personal fulfillment and development, active citizenship, social inclusion and 

employment. It demonstrates eight key competences which include i) communication in 

mother tongue, ii) communication in foreign languages, iii) mathematical competence 

and basic competences in science and technology, iv) digital competence, v) learning to 

learn, vi) social and civic competences, vii) sense of initiative and entrepreneurship and 

viii) cultural awareness and expression.  

 

This set of key competences has become the base for the inquiry and identification of the 

key competences required from adult learning professionals in the Public Administration 

context. Danielle Bossaert has identified the competences of vital importance, as part of 

an EIPA survey on Competences in Public Administration. 
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Proposed is a framework of competences related to: 

 Social competence: referring to communication and listening skills; 

 Personal competence: including attitudes, values, personal motivation; 

 Professional competence: referring to knowledge of rules, theories and methods 

relevant to the employees tasks; 

 Strategic competence: that will allow for implementing the organization’s tasks 

and long term issues; 

 Functional competence: referring to the ability to combine all other competencies 

in a real work situation (Bossaert 2010). 

 

The above mentioned competences framework, combined with the organization’s skills-

in-needs assessment and set within a particular timeframe, should be able to develop a 

set of training activities to update existing skills, develop new skills, consolidate and 

deepen work related knowledge. 

 

Research conducted by EACEA
1
 (2010) and RCPAR

2
 
3
(2011) support the necessity for 

changing patterns of working and learning to achieve skill growth (upskilling and 

reskilling) and personal development through Continuing Vocational Training (CVT). 

Focus should be given in formal, informal and non-formal education and training 

activities. Highlighted is the fact that an individual should engage with formal and 

informal education and training throughout his working life. An important factor in the 

development of training programmes however is to keep in mind that there should be 

periods of more or less intensive learning, because, even though a CVT programme may 

be significant for performance development, there is also the need for programmes that 

develop personal fulfillment.  

 

                                                           
1 Brown, A., Bimrose, J., Barnes, S-A., Kirpal, S., Grønning, T., Dæhlen, M (2010), Changing Patterns of Working, 

Learning and Career Development across Europe, Study commissioned by the European Commission, 

EACEA/2007/07. 
2 Rava, R. (2011), Western Balcans, Community of Practitioners, Human Resources Management in the Civil Service: 

The use of competencies in job design and recruitment, UNDP Report, 
3 Rava, R. (2011), Western Balcans, Community of Practitioners, Human Resources Management in the Civil Service: 

The use of competencies in performance appraisal, training and career development, UNDP Report 
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In order for a CVT to be effective, a series of policies should be implemented, which 

comprise, adequate funding of the programmes to be performed, support and training to 

trainers and managers and networking with other organizations to exchange experiences. 

The labour market is prompted to provide information on the new trends and market 

needs. This will allow for identification of the skills requirements and to probable design 

of new job posts to support increasing needs.   

 

Continuing education and training involves the acquisition of formal qualifications, but 

should always interact with informal learning in order to achieve maximum results. 

Under this scope, informal learning should complement formal learning with a wide 

range of learning subjects related to the acquisition of knowledge on the organization’s 

tasks and policies. Modules that could contribute to the organization’s operational 

efficiency are those linked with EU integration, public management, strategic planning, 

budget management, human resources management and knowledge management. 

 

Particular focus is given on continuing learning within the working environment (in-

service training), through the engagement in challenging work (substantive knowledge 

related to performance on work duties), the interaction with colleagues, networking and 

sharing experiences with peers. In-service training is considered important, for it allows 

for the development of self-oriented learning at work (with taking advantage of learning 

opportunities according to ones learning needs). 

 

The combination of the three learning patterns described above, within a given 

timeframe and in constant interaction between policy makers and in respect to the 

economic and social needs, can play an important role in the advancement of the 

effectiveness of Public Administration’s operational capacity and performance.  
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Description of the study and methodological approach 

 

Education and training play a key role in the achievement of the ‘Europe 2020’ strategic 

objectives, for a smart, sustainable and inclusive development. The European strategy’s 

main priority is to provide all citizens with the necessary skills and competences 

required from the economy and the society in order to remain innovative and 

competitive, while promoting social cohesion and inclusion. 

 

The Agenda on ‘Europe 2020’ includes, among others, the flagship initiative on ‘New 

Skills for New Jobs’. The initiative points out the need for the development of the 

competences that will contribute to the promotion of employability, through the Lifelong 

Learning framework. The education and training systems of all Member-States are asked 

to address the needs in skills and competencies required by the labour market, in an 

ultimate goal to develop ‘skills for competitiveness’. 

 

The Hellenic State Scholarships Foundation (IKY) has undertaken a very important role 

towards the achievement of this goal, as it has been selected by the Hellenic Ministry of 

Education, Lifelong Learning and Religious Affairs to coordinate and manage the 

European Lifelong Learning Programme - LLP (and its sub-programmes, Erasmus, 

Leonardo, Grundtvig, Comenius and Leonardo da Vinci). The Lifelong Learning 

Programme is considered the most integrated response to address issues related to 

development, employability and social inclusion.   

 

The main incentive towards the undertake of this study was provided by a former 

research conducted by the Hellenic State Scholarships Foundation (IKY) in 2010 and 

which inquired on the organizational structure, operational capacity and impact analysis 

from the implementation of the European Commission’s Lifelong Learning Programme 

by IKY. The main findings of the study involved the benefits and profits deriving from 

the implementation of the Programme in the Greek context, but also revealed the main 

problems and weaknesses reported during individual and focus group interviews. The 

study proposed a set of grounded action measures and policy initiatives towards the 



15 
 

effective resolution of the obstacles observed. The results obtained involved the students, 

professors, teachers, trainers and learners that participated in the LLP but also gave input 

on improving IKY’s operational capacity and effectiveness. 

 

The current study will focus on the detection and identification of the training needs for 

the development of the skills and competencies required from IKY’s staff members in 

the pursuit of providing high quality services while at the same time, will attempt to 

propose an operational plan that will be capable of meeting the ever-growing needs 

deriving from the implementation of the LLP sub-programmes.   

 

Case study research was selected as a tool to verify the theory suggesting that Public 

Organizations should be transformed into Learning Organizations in order to achieve 

higher operational capacity. Even though such a method is often used in ‘least likely’ 

cases to confirm hypothesis, the selection of IKY as a critical case for the study was 

based on the rationale that it is an Organization of the Hellenic Public Sector that could 

be used as a ‘typical’ case (Yin, 2003, Flyvbjerg, 2006) with the prospect of generalizing 

findings to other Organizations of similar nature.  

 

At the same time, IKY has been considered an intrinsic case, in R. Stake’s (1995) words, 

for it provided a particular interest as the Organization being the mediator between the 

Hellenic Ministry of Education, Lifelong Learning and Religious Affairs and the 

European Commission for the promotion of lifelong learning. This particularity gave the 

incentive to inquire both its uniqueness (as an Organization of the Hellenic Public Sector 

operating under European Commission guidelines and operational framework) and 

commonality, as a typical case of a Hellenic Public Organization for understanding how 

can education and training assist in the achievement of excellence in Public 

Administration in Greece.  

   

The methodology suggested involves a composite strategy addressed through a bottom 

up - top down approach, with a combination of desk research. The study is 

complemented by a semi-structured interview with the Director of the International 
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Scholarships Unit of IKY, Mr Fotios Athanasopoulos. Mr Athanasopoulos, who with an 

expertise of 22 years in the Organization, is considered the most appropriate person to 

highlight the impact of the LLP in Greece, to provide a clear view on IKY’s operational 

capacity, the training needs required for that purpose and to suggest appropriate strategic 

actions so that IKY can meet its actual and future operational requirements. 

 

The top down approach will depict the evolution of the institutional and strategic 

framework for the implementation of educational policies in Europe which led to the 

Lifelong Learning Programme initiative. This description will be followed by a detailed 

analysis of the progress, scope and structure of the LLP, providing information on its 

sub-programmes’ operation and activities. Further, focus will be given in the delineation 

of the structure, activities and responsibilities of the Organizations entrusted with its 

implementation, both at a centralized and a de-centralized level.  

 

The bottom up approach will present the implementation of the LLP in Greece and the 

specific priorities set by the Hellenic Ministry of Education, Lifelong Learning and 

Religious affairs concerning the issue of lifelong learning. The Organization that has 

been assigned with the execution of the LLP, IKY, will be described in detail, in terms 

of organizational structure and operational capacity. This analysis will provide with a 

comprehensive view on the European and national context in which the LLP is 

developed. 

 

The outcomes will focus on the findings provided by the previous research of 2010 and 

in the strategic actions proposed and which lie on the improvement of the services 

provided, the dissemination of innovation, the development of networks to be used as 

‘think tanks’, the strengthening of IKY’s operational and administrative capacity and 

finally, on the development of higher quality services. The results obtained by the 

research will be complemented and revised by the findings deriving from the interview 

with Mr Athanasopoulos on the Organization’s skills and competencies requirements 

and education and training activities that could assist towards the achievement of the 

Organization’s efficiency. The main aim will be to identify the education and training 
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activities required from IKY’s staff members to ensure that it will be able to provide 

high quality services in the implementation of the LLP. 

 

It is envisaged that the results deriving from the current study will be proved effective 

for the successful operation of the LLP in Greece; however, the main scope of the study 

is to provide Public Organizations with a useful tool to be implemented for the 

identification of their staff members’ education and training needs. The upskilling or 

reskilling of public servants could constitute a pivotal factor that could lead on the 

transformation of Public Organizations into Learning Organizations, thus improving 

their operational and administrative capacity. 
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Analysis Part I: Macro level 
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A review of the European Union lifelong learning policies and 

vocational education and training systems 

 

The European Union, even since the Lisbon Agenda (2000), has emphasized on the 

importance of education and training as a critical factor for Europe to become "the most 

competitive and dynamic knowledge-based economy in the world, capable of sustainable 

economic growth, with more and better jobs and greater social cohesion".  

 

In this regard, the Education Council, in its report of February 14, 2001 (5980/01, 

EDUC23), set the concrete future objectives for education and training systems, to be 

submitted to the European Council in Stockholm, on March 2001. The Education 

Council revealed the challenges for future education and training, taking into account 

society’s main demands from education, which lie i) on the individual, in order to live a 

full and fulfilled life, ii) on the development of a society free from exclusions and 

discriminations and, finally, iii) on ensuring the skills and competences needed from the 

labour force to develop a competitive and sustainable economy.  

 

Taking into account the transformations in working life, with lifelong learning being a 

leading feature for effective employability, the education and training systems in Europe 

are challenged to increase their quality and effectiveness, facilitate access to all and open 

up to the wider world, for the development of a knowledge-based society.  

 

Under this general scope, the Communication from the Commission on 21 November 

2001 on "Making a European Area on Lifelong Learning a Reality" (COM2001, 678) 

aimed at establishing a European area of Lifelong Learning, in which coherent and 

comprehensive strategies would be developed among the Member States, in order to 

create a new learning culture. The Communication stressed once again the importance 

for a transformation of the traditional education and training systems within the context 

of the European Employment Strategy (Joint Employment Report 2001). The measures 

identified as important for the promotion of this new learning culture included: a) 

valuing and rewarding learning, especially informal or non-formal learning, b) raising 



20 
 

awareness about the benefits of learning, c) providing adequate funding, d) promoting 

the role of information, guidance and counseling providers, e) facilitating enterprises to 

become learning organizations, f) encouraging public service organizations, voluntary 

and community groups, employers and trade unions to promote learning opportunities 

tailored to meet their particular needs.  

 

The Copenhagen Declaration of November 2002 underlined the need for a European 

dimension in education and training, and invited all involved actors to increase voluntary 

cooperation so as to recognize, validate, develop and adapt the vocational competences 

and qualifications required for the changing demands in society. The priorities set by the 

Declaration included the promotion of mobility and transnational initiatives, 

transparency through the implementation of common tools and networks (Common 

European framework of reference for languages, Europass), dissemination policies 

regarding the promotion of lifelong learning within the Member-States (with the 

involvement of social partners at sectoral level) and adoption of common credit transfer 

systems for vocational education and training. The Copenhagen Declaration’s progress 

and objectives were set to be reviewed every two years by the Ministers responsible for 

vocational education and training. 

 

The investment in education and training, as a prerequisite for the achievement of the 

social, economic and environmental goals set at the Lisbon Agenda, has further been 

stated in the Work Programme "Education and Training 2010", Joint Report of the 

Council and the Commission in 2004 (6905/04, EDUC 43). In regard to the challenges 

set above, the Work Programme constituted the strategic framework in order to make the 

education and training systems "A world reference for quality by 2010". The Work 

Programme supported the Open Method of Coordination (OMC), to allow Member-

States to define their indicators and benchmarks in order to achieve coherence between 

national policies. 

 

In 2006, the Communication from the Commission "Adult learning: It is never too late 

to learn" (COM2006, 614) stressed the need for investment in adult learning to achieve 
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benefits both in the social and economic environment. The Communication highlighted 

the fact that adult learning can trigger greater employability, increase productivity, lead 

to better quality employment, reduced expenditure in areas such as unemployment 

benefits, welfare payments etc. and at the same time, it can improve civic participation 

and active citizenship, personal fulfillment, better health and it can lead to less 

criminality. Further, the Communication invited policy makers to make use of all 

relevant stakeholders and settings of the adult learning systems (Ministries, social 

partners, public providers, churches, NGOs, regional and local communities), to define 

their priorities and implement better coordination and partnerships.  

 

Establishment of the Lifelong Learning Programme 

The European Commission’s Directorate General for Education and Training, faced with 

the needs of the labour markets for vocational education and training, has been 

addressing the above mentioned challenges through a series of initiatives. One of the 

main instruments for the implementation of the Education and Training 2010 Work 

Programme is considered the Lifelong Learning Programme 2007-2013, as the successor 

of the Comett, Erasmus, Petra, Youth for Europe, Lingua, Eurotechnet, FORCE, 

Socrates and Leonardo Da Vinci Programmes which ran from the early 1980’s. Decision 

No 1720/2006/EC of the European Parliament and of the Council, of November 15, 

2006 has established an action programme in the field of lifelong learning. This action 

programme, which hereafter is called Lifelong Learning Programme (LLP) was set to 

realize the Community’s main objectives, for the development of a knowledge-based 

society with sustainable economic development, more and better jobs and social 

cohesion, while at the same time, ensuring that the cooperation between education and 

training systems within the Community would enable them to become a world quality 

reference.  

 

As described in the establishment Decision, the specific objectives of the Lifelong 

Learning Programme include a) contribution to high quality lifelong learning and 

promotion of high performance, b) establishment of a European area for lifelong 

learning, c) improvement of the opportunities available for lifelong learning within the 
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Member States, d) fostering of lifelong learning to achieve social cohesion, active 

citizenship, intercultural dialogue and personal fulfillment, e) promotion of creativity, 

competitiveness and employability, f) participation in lifelong learning from people of 

all ages, including those with special needs and disadvantaged groups, g) promotion of 

foreign language learning, h) support of ICT learning, i) creating understanding and 

respect to human rights and democracy, j) promoting cooperation in quality assurance in 

all sectors of education and training and finally k) exchange of good practices, results 

and products to improve the quality of education and training. 

 

These objectives are implemented through four sectoral, one transversal programme and 

the Jean Monnet Programme. The sectoral sub-programmes set by the Decision are: the 

Comenius Programme, in regard to teaching and learning needs of the preschool and 

school education, the Erasmus Programme, focusing on the learning needs of higher and 

vocational education and training at tertiary level, the Leonardo Da Vinci Programme, 

taking into account the needs in vocational education and training other than at tertiary 

level and the Grundtvig Programme, addressing the teaching and learning needs of all 

forms of adult education. The Transversal Programme aims at supporting policy 

development and cooperation in lifelong learning, with the promotion of language 

learning and ICT-based educational practices and by implementing support activities for 

the dissemination of the lifelong learning innovative products and practices.  The Jean 

Monnet Programme is supporting actions relevant to teaching, research and reflection 

activities aiming to lead to European integration studies, with main focus on the 

production of excellence in these fields. 

 

The variety of initiatives for vocational education and training, includes among others, 

the European Qualifications Framework (EQF), which is considered a common 

reference framework for skills and competencies in EU and the Quality Assurance in 

Vocational Education and Training (EQAVET), which provides a reference framework 

for ensuring quality in education and training systems among the relevant stakeholders. 
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The Communication of December 2008 on "New Skills for New Jobs: Anticipating 

labour market and skills needs" (COM2008, 868, SEC 2008, 3058) set the priorities for 

the education, training and employment policies to provide better learning opportunities 

to all, in order to create highly skilled employees that will be able to respond and adapt 

to the changes in the labour market needs. To be effective, these policies should take into 

account the demographic changes produced by the "ageing effect" in the population and 

the trend of immigration. The new job openings expected up to 2020 will have greater 

requirements in skills, mainly at the services sector, where professionals will have to 

develop transversal key competences (including management, linguistic competences, 

ICT use, problem solving, and communication skills). In order to address these needs, 

the European Commission, assisted by Cedefop and the European Foundation of Living 

and Working Conditions will provide assessment reports by sector, occupation and 

country, and urge the Lifelong Learning Programme to develop new ways for measuring 

competences. At the same time, businesses, organizations and social dialogue 

committees are invited to play a crucial role in this procedure, through the promotion of 

communication among the stakeholders and their involvement in the recognition of skills 

needs and training schemes. 

 

Innovation Union 

The changes in the labour markets caused by the socio-economic crisis called for an 

updated strategic European framework on education and training. Four new strategic 

objectives have been set for the New Strategic Framework for European Cooperation in 

Education and Training (ET2020) in the Council Conclusions of May 12, 2009 (2009/C 

119/02),  namely: 

 

 Making Lifelong Learning and mobility a reality, by developing education and 

training systems which will be more responsive to the changes of the wider world. 

More specifically, there is a need for the development of national qualifications 

frameworks based on the learning outcomes and linked to the European 

Qualifications Framework. Focus should be put on the implementation of adult 

learning initiatives and to making learning more attractive through the 



24 
 

development of new forms of learning and the use of new teaching and learning 

technologies. The importance of mobility, as a means to enhance people’s 

employability, is also highlighted. 

 Improving the quality and efficiency of education and training; this sets the need 

for efficiency of Europe’s educational and training systems to ensure 

employability. There is a major challenge to provide acquisition to key 

competences to everyone, at all levels of education. In order to obtain sustainable 

results, importance should be given in basic skills such as numeracy and literacy 

while at the same time, ensure high quality teaching, improve governance and 

leadership in education, through the promotion of evidence-based policy. 

 Promoting equity, social cohesion and active citizenship, promoting inclusiveness 

in respect to education and training for all citizens, which should be capable of 

promoting intercultural and demographic values, combating discrimination and 

raising respect for fundamental rights and the environment. 

 Enhancing creativity and innovation, including entrepreneurship, at all levels of 

education and training, which is an objective facing two major challenges: the 

first is related to people acquiring the competences acknowledged for personal 

and economic development (digital competence, learning to learn, sense of 

initiative and entrepreneurship and cultural awareness) and the second is related to 

the sustainability of the fundamental triangle of education-research-innovation. 

 

Based on the objectives set above, the European Framework for Education and Training, 

while respecting the national educational policies, emphasizes on the use of OMC from 

the Member-States in order to a) acquire common reference tools and approaches, b) 

make use of good practices and peer learning, c) perform reporting and monitoring of the 

policies applied, d) take into account the data projected by international and European 

organizations, associations and European networks. In addition, emphasis is given on 

quality assurance, mobility, transparency, networking among stakeholders, cooperation 

among EU initiatives in education and training, with main focus on the triangle of 

education-research-innovation. Progress will be monitored in 3-year cycles in order to 

review and update the priority areas and objectives.     
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Following the Copenhagen Declaration of 2002, the Bruges Communiqué in 2010 comes 

to review the achievements that have been made in the vocational education and training 

(VET) in the 8 years of cooperation and to propose a set of strategies that will lead 

Europe to become smarter, more sustainable and more inclusive. The Communiqué 

acknowledges the need for high level skills to meet the changing labour needs and 

suggests transparency and quality assurance in VET as a resolution for employability, 

economic growth and social cohesion. The investment in VET should be made by all 

relevant stakeholders, which will act in cooperation to achieve innovative solutions and 

adequate funding. It is stressed that VET can be an important element in the targets set 

by "Europe 2020", which are the reduction of early leavers from education to less than 

10% and the access to tertiary or equivalent education to at least 40% of the population. 

The strategic objectives setting a global vision on VET for 2020 are focusing on the 

development of highly qualified trainers making use of innovative learning methods to 

provide high quality initial (I-VET) and career-oriented (C-VET) VET. The 

effectiveness of those systems should be based on unified systems of qualifications and 

competences evaluation and shall provide transparency and accessibility to allow 

citizens to manage their own learning and career choices. These objectives shall be 

supported by tools such as the Lifelong Learning Program (networking with Leonardo 

da Vinci), the EQAVET framework (EU Quality Assurance in vocational education and 

training), the European Qualifications Framework (EQF), Europass with the support 

and assistance of the European Commission, Cedefop, professional associations, 

research institutions and national agencies. 

 

The creation of excellent, modern education systems in all EU Member States is 

therefore the ultimate priority for the development of a true "Innovation Union", by 2020 

{COM (2010) 546 final, SEC (2010) 1161}. The strategic objectives of the Innovation 

Union initiate integrate research and innovation as a prerequisite to meet the challenges 

faced by the European economy and society. The aim is to create progress in research 

and innovation for the development of a sustainable and effective economy and better 

lives. 
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The collaboration between educational institutions, local and regional authorities, 

associations and policy makers with the business actors, towards the development of a 

creative and efficient system in research and innovation through knowledge intensive 

activities, will result in the circulation of knowledge, and will contribute excellence in a 

European Research Area which will provide excellence for the economy and society in 

the European Community.      
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The Lifelong Learning Program 

 

The most updated instrument for the implementation of the Education and Training 

Programme 2010 is the Lifelong Learning Programme (hereinafter called LLP). The 

LLP is considered the successor of the previous European Commission funding schemes 

coming from the early 1980s until 1995, namely, Comett, Erasmus, Petra, Youth for 

Europe, Lingua, Eurotechnet, FORCE. For the period 1999-2006 these seven 

programmes have been merged into two, Socrates for education and Leonardo da Vinci 

for vocational training. The LLP has been established in 2006 (Decision No 

1720/2006/EC), with a period of implementation of 5 years (2007-2013) and a total 

budget of 7 billion Euros to be allocated in four sub-programmes. 

 

The LLP sub-programmes cover all levels of education and training and address all 

society’s demands regarding the need for the development of a knowledge-based 

society. The LLP’s four sub-programmes are: Comenius, Erasmus, Leonardo da Vinci 

and Grundvig and are complemented by Transversal Actions and the Jean-Monnet 

actions. Below follows a table describing the implementation structure of the LLP and a 

brief description for each funding scheme. 

Implementation structure of the Lifelong Learning Programme 

Implementation 

body 
Main tasks 

European 

Commission  

(DG EAC) 

 

Ensuring the effective and efficient implementation of the LLP as 

a whole (regularly monitoring and evaluation of the LLP against 

its objectives, establishment of appropriate supervisory controls 

by overseeing and coordinating the operation of the whole system 

and reviewing the systems of national controls, etc.). 

The LLP 

Committee 

 

Assisting the European Commission in the implementation of the 

LLP 
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National 

Authorities 

 

Monitoring and supervising the National Agencies and providing 

assurance to the European Commission on the proper 

management by the National Agencies of the European Union 

funds for decentralized actions and the LLP. 

 

National Agencies 

Operational management of the decentralized actions of the LLP 

at the national level 

 Publication of any national calls for proposals or 

deadlines complementing the European call for proposals 

on the LLP; 

 Providing information on and promoting the Programme’s 

actions, counseling potential applicants; 

 Reception, assessment and selection of grant applications; 

 Taking the grant award decision for approved grant 

applications; 

 Issuing grant agreements and payments to beneficiaries; 

 Reception and treatment of contractual reports from 

beneficiaries; 

 Monitoring and support to programme beneficiaries; 

 Desk checks and on the spot control and audit of 

supported activities (so called primary checks); 

 Dissemination and exploitation of results from supported 

activities; 

 Analyzing and providing feedback on programme 

implementation and impact in their country. 

The Education, 

Audiovisual and 

Culture Executive 

Agency in 

Operational management of the LLP centralized actions 

 Publication of specific calls for proposals and calls for 

tender; 

 Receipt of grant applications and organizing the 
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Brussels (EACEA) assessment and project selection; 

 Issuing project grant agreements and decisions, making 

grant payments to beneficiaries; 

 Acceptance and treatment of contractual reports from 

beneficiaries; 

 Monitoring and support to programme beneficiaries; 

 Desk checks and on the spot control and audit of 

supported projects. 

Source: European Commission 

 

The Comenius Programme 

The Comenius Programme is addressed to school education, including pre-school, 

primary and secondary education, including the staff involved in the educational 

procedure. Apart from pupils and educational staff, it involves all relevant stakeholders, 

such as teacher and parent associations, regional and national authorities, research 

organizations and policy makers. It mainly focuses on the development of basic skills 

and competences, having as a main goal the improvement and increase of the mobility of 

students and educational staff while at the same time it aims at increasing the 

collaboration through partnerships among the EU Member States. Further, the Comenius 

Programme, through its actions, is promoting creativity, foreign language learning, ICT 

based learning and enhances the quality in teaching techniques and pedagogical 

approaches.  Particular focus is given in disadvantaged pupils and minority groups with 

migrant background, in an attempt to promote inclusion, increase literacy and reduce the 

percentage of early school leaving, as highlighted in the ET2020 strategic framework. 

 

The actions supported by the Comenius Programme address a variety of subjects and 

interested parties. The Comenius Individual Mobility Action is enhancing transnational 

mobility in student level, by allowing secondary pupils to be hosted to another institution 

and family abroad for a period of up to 10 months. The Comenius School Partnerships 

Action brings together teachers and pupils across Europe with joint activities and visits 

to partner schools with the main aim of exchanging experiences, teaching and learning 
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cultures, foreign language learning, increased collaboration among people from diverse 

cultural backgrounds. The Comenius Regio Partnerships gives the opportunity to 

regional and local communities to work together in order to enhance cooperation and 

educational performance. e-Twinning is considered a very important tool among the 

Comenius actions, for it allows teachers to collaborate and share experiences and 

pedagogical approaches through an electronic platform so far accessed by more than a 

hundred thousand teachers. Through this platform, teachers may improve their ICT and 

language skills, enhance collaboration and transfer the knowledge acquired to hundreds 

of thousands of pupils. The Comenius Multilateral Projects are a tool for school 

education organizations or organizations training educational staff to collaborate and 

share experiences, having as an ultimate goal the exchange of good practices and the 

development of new educational approaches in regard to each country’s learning and 

training needs. Finally, the Comenius Networks involves policy makers from Member 

States to exchange expertise and develop recommendations to be implemented for the 

improvement of education throughout Europe. 

 

The Comenius projects are managed either by the National Authority of each country 

(for individual partnerships, regional partnerships and school partnerships) or by the 

European Union’s Education, Audiovisual and Culture Executive Agency (EACEA) for 

large scale projects such as Multilateral projects, Multilateral Networks and 

Accompanying Measures. 

 

The Erasmus Programme 

The Erasmus Programme is considered the most successful programme the European 

Union has ever launched, with more than 2.2 million students and 250.000 educational 

staff participating in it since 1987. It has an annual budget of 450 million Euros and a 

large network of about 4000 institutions in the 33 countries participating. The 

coordination of the Programme is implemented by the Directorate for Education and 

Culture while the national agencies coordinate the decentralized actions (individual 

mobility actions) and EACEA is in charge for the centralized ones (such as networks and 

multilateral projects).  
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The Erasmus Programme is EU’s flagship on higher education, including advanced 

vocational education and training and implements actions for students, higher education 

institutions, educational staff and enterprises participating in collaborative projects. The 

aim of the Programme is to foster transnational mobility, in an attempt to reinforce the 

higher education systems so that they can reach the objectives of the EU2020 Strategy 

and the ET 2020 for cooperation and innovation among educational institutions.  

 

One of the leading objectives of the Erasmus Programme is to support the development 

of a European Area of Higher Education, as expressed in the Bologna Process 2020, 

Communiqué of the Conference of European Ministers Responsible for Higher 

Education, in Leuven and Louvain-la-Neuve, 28-29 April 2009. The European Area of 

Higher Education is considered a main element for the realization of an innovative and 

creative Europe of knowledge, for it is recognized to promote the cultural and social 

developments in our societies which now strive for economic recovery. The 

Communiqué acknowledges the necessity for higher education institutions to be 

equipped with all the resources necessary in order to promote students with the skills and 

competencies that are essential for personal fulfillment and development, as well as 

active citizenship that can lead to creativity and innovation. The mobility of students and 

educational staff, as expressed through the Erasmus Programme, sets the base for the 

fulfillment of the objectives set by the higher education systems. Further, the objectives 

of the Erasmus Programme highlight the need for increased mobility and quality 

collaboration among higher education institutions across Europe that will also lead to the 

attainment of advanced and transparent vocational education qualifications and the 

development of new pedagogic approaches and ICT based curricula. 

 

The Erasmus Actions include a wide range of beneficiaries in a broad range of subjects, 

all in regard to transnational mobility. The funding opportunities involve students, 

professors or other higher education staff but also, they are addressed to enterprises who 

wish their employees to study or work abroad. At the same time, the Programme 

provides funding for collaboration among higher institutions for transnational projects.  
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EACEA is responsible for the management of the centralized actions, which include 

Multilateral Projects, Multilateral Networks and Accompanying Measures. The 

decentralized actions, which are addressed to individual mobility of students, 

educational staff and enterprises, are managed by the national authority in each country. 

These decentralized actions include the Erasmus Intensive Programs and the Intensive 

Language Courses. 

 

The Leonardo da Vinci Programme 

The Leonardo da Vinci Programme is linked to the funding of projects concerning 

vocational education and training, and derives from the Copenhagen process in 2002. Its 

main objective is to promote quality and performance in vocational education and 

training, with a main focus on the development and implementation of the common 

European tools leading to transparency and recognition of key competences, such as the 

European Credit System for Vocational Education and Training (ECVET), the European 

Qualifications Framework (EQF), the European Quality Assurance Reference 

Framework. 

 

Leonardo da Vinci is set to engage participants in training activities leading to new 

knowledge and skills, in order to attain personal fulfillment and entrepreneurialism, 

improve mobility and cooperation between training institutions, enterprises and social 

partners, in an attempt to increase innovative practices in vocational training in fields 

other than at tertiary level (which is the case of the Erasmus Programme).The Leonardo 

da Vinci Programme supports the acquisition and recognition of competences deriving 

from informal and non-formal learning, and encourages among others, foreign language 

learning and ICT based curricula, services and pedagogies in vocational education and 

training. 

 

The Leonardo da Vinci Programme is funding a series of actions related to vocational 

education and training. These funding schemes can be categorized in three distinct areas, 

namely, Mobility, Partnerships and Multilateral projects. 
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Mobility actions support individual training or learning experiences in other countries. 

Sub-actions of Mobility are a) People in initial vocational training (IVT), b) People in 

the labour market (PLM), c) Professionals in vocational education and training 

(VETPRO), d) mobility certificates and preparatory visits. These actions support the 

mobility of persons (including trainees) as well as of professionals. 

 

Partnerships involve organizations providing vocational education and training in 

collaboration with the labour market, in small scale projects, focusing mostly on the 

involvement of Small Medium Enterprises (SMEs) on vocational education and training. 

 

Multilateral projects are large scale actions involving organizations which provide 

vocational education in the development of good practices and innovative approaches in 

the field of vocational education and training. The projects funded in this category are 

either centralized (Development of innovation) or decentralized (Transfer of innovation) 

and include the Development of Innovation projects, Transfer of innovation, Thematic 

Networks and Accompanying Measures.  

 

The Transfer of Innovation priority supports the necessity for continuous vocational 

education and training in response to the changing labour market needs. Its aim is to 

enhance awareness in regard to the notion of "learning with working" for the acquisition 

and improvement of skills and competences. The collaboration of different stakeholders 

in the field of education and training supports the exchange of good practices and the 

implementation of innovative training methods in regard to the needs in skills required 

from the labour market. Additionally, it supports the training of the VET trainers, 

teachers and tutors having as a main aim, their contribution to the development of new 

curricula regarding vocational education and training as well as the development of the 

capacities necessary to provide quality guidance to trainees. 

 

Further, the Transfer of Innovation actions put emphasis on the transfer of the methods, 

tools and learning outcomes deriving from the implementation of the vocational training 

activities. This transfer of knowledge is aimed for the development of understanding 
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about the importance of VET to the relevant stakeholders and policy makers, while 

developing common quality assurance strategies and approaches on VET at a European 

level. 

 

The Development of Innovation actions within the Multilateral actions supports the 

development of vocational training systems in national and sectoral levels, with the 

incorporation of guidelines, assessment, validation and dissemination methods acquired 

from the training’s learning outcomes in formal, informal and non-formal contexts in 

order to develop a common European quality assurance reference framework in 

vocational training. This type of actions involve different stakeholders that take into 

account the systemic market changes in skills needs as well as companies and social 

partners in VET to provide integrated methods and approaches in working environments 

and increase mobility through collaboration among stakeholders. 

 

Grundtvig 

As per the EU2020 Strategy, the European Union has to raise the percentage of adults 

participating in lifelong learning to 15% by 2020 (with an average of 9,3% in 2009). The 

Grundtvig sectoral programme comes to address this priority in adult learning, and in 

particular to adults who left school early or to senior adults who wish to participate in 

lifelong learning. Adult learning is acknowledged (see Adult Learning: It is never too 

late to learn, Communication 2006) to favor employability, acquisition of key 

competences, mobility and social inclusiveness.  

 

Its main objective lies on the accessibility of adults, coming mainly from vulnerable 

social groups (i.e minority or disadvantaged groups) to adult education of high quality 

while at the same time, increasing collaboration among adult education institutions for 

the development and dissemination of innovative methods and approaches regarding 

adult learning pedagogies, ICT based content and practices. The Programme includes 

centralized and decentralized actions implemented through Mobility, Partnerships and 

Multilateral projects which lead to the acquisition and development of key competencies 

by improving attractiveness and motivation towards adult learning while providing 
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quality assurance through the development of trainers’ qualifications. The networking 

activities focus on the promotion of social cohesion and social inclusion, as they are 

addressed to migrants, ethnic minorities, prisoners and ex-offenders, seniors and people 

with special needs. 

 

The Transversal Programme 

The Transversal Programme supports funding opportunities relevant to all levels of 

education, ie, language learning, ICT learning, cooperation in policy making as well as 

dissemination and exploitation of project results. It aims at promoting the notion of 

lifelong learning in fields covered by two or more sub-programs and at supporting the 

quality of education and training provided by the educational systems of the Member 

States. The Programme’s objectives are implemented through a series of four key 

activities, related to a) policy cooperation and innovation – implemented through 

mobility, integration, networking, policy making actions, b) language learning, c) ICT 

for learning and d) dissemination and exploitation of results, to support the development 

of key competences. 

 

The Jean Monnet Actions 

The Jean Monnet Actions include key activities relating to the teaching, research and 

reflection activities that lead to excellence in these fields, while supporting European 

integration. The overall aim is to support higher institutions, researchers and academics 

in the development of cooperation and interaction within the academic community.  

 

A view into the future: Erasmus for all 

Erasmus for all is the new programme regarding education and training that has been 

proposed as the successor of the Lifelong Learning Programme for the period 2014-

2020. It has been proposed by the European Commission on November 23, 2011 {COM 

(2011) 787 final} and is now under discussion from the Parliament and the Council. 
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Education and training are considered, now more than ever, the key for the development 

of an innovative, sustainable and productive society. The Programme’s main focus lies 

on the ability of people to acquire the new skills and competencies necessary in 

accordance to the labour market needs, while ameliorating the effectiveness of the 

existing educational systems Europe.  

 

The proposed Programme lies on the principles described on the Youth on the Move 

flagship initiative for smart growth. The smart growth initiative supports a triangle of 

actions that will allow people to learn, study and develop skills and competencies, foster 

research and innovation and develop a digital society, with the use of information 

technologies. Youth on the move is set to help young people study abroad, provides them 

with efficient skills to enter the labour market, and enhances the performance of 

universities and other educational institutions in all levels of educations. Its objective 

goals lie on reaching the target of 75% employment in people (men and women aged 20-

64), reducing school leavers to 8% and the acquisition of tertiary education by at least 

40% of the population aged below 40. 

 

Erasmus for all is the proposed answer to the challenges set at the Europe 2020 strategy 

regarding smart growth. It plans to merge all current lifelong learning programmes into 

one, to improve efficiency and simplicity in the application for grants.  

 

The operational targets involve the increase of support of all forms of learning 

throughout the education and training systems, the enhancement of partnerships among 

education actors, enterprises and all relevant stakeholders, and provision of flexibility in 

funding in respect to the impact and performance obtained. 

 

Three types of actions will be supported by the Programme: a) Learning mobility of 

individuals, which will provide opportunities for learning abroad (including studying, 

training, working, volunteering, traineeships), with the possibility of extending actions 

beyond the European borders, b) Cooperation for innovation and good practices, 

enhancing collaboration between institutions, NGOs, businesses, regional and local 
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authorities for the development of innovating policies regarding education and training 

and c) Support of policy reforms in Member States, with the cooperation among 

stakeholders lying mostly on evidence-based policy making and exchange of good 

practices. Cooperation with non-EU countries will also be possible. The Programme will 

be complemented by a loan scheme for MSc students and the creation of 400 

"knowledge alliances", or "sector skills alliances", which are large scale partnerships 

among education and training providers and businesses in order to promote 

employability.  

 

Erasmus for all will associate its brand name with the main education sectors it will be 

involved, i.e. Erasmus Higher Education, Erasmus Training, Erasmus Schools, Erasmus 

Youth Participation. Specific actions include the Jean Monnet Activity, which will 

continue as a separate activity, and Sports Action.  

 

Erasmus for all is considered the investment of the European Union in education and 

training, with a proposed budget of 19 billion Euros, over 5 million mobility 

opportunities, and more than 20.000 partnerships in 100.000 institutions.     
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The coordination management of the Lifelong Learning Programme 

 

The coordination management of the Lifelong Learning Programme has been assigned to 

the Member States, at a national level, and to the Directorate General for Education and 

Culture for centralized actions, such as networks and large-scale projects. As per 

Decision No 1720/2006/EC for the establishment of an action programme in the field of 

lifelong learning, the National Agencies of each Member State participating in the 

Programme shall manage decentralized actions related to i) mobility of individuals,      

ii) bilateral and multilateral partnerships, iii) unilateral and national projects and           

iv) multilateral projects in the LLP sub-programmes. The Commission has been assigned 

with the coordination management of centralized actions related to i) unilateral and 

national projects, ii) multilateral projects and networks, iii) observation and analysis of 

lifelong learning policies and systems, iv) the development of material related to LLL 

(such as publications, statistics, surveys etc). 

 

The Education, Audiovisual & Culture Executive Agency (EACEA)  

The Education, Audiovisual and Cultural Executive Agency (EACEA) is part of the DG 

for Education and Culture. It has been assigned by the European Commission with the 

coordination management of a number of Community actions in the fields of education 

and culture.  

 

The establishment of the EACEA has been launched with Decision 2009/336/EC in 

April 20, 2009, following the Council Regulation No 58/2003 for the establishment of 

European Agencies in the management of certain tasks within European programmes. 

The decision for setting up an Agency for the management of certain centralized actions 

regarding education and culture programmes laid down to the fact that their use for 

certain tasks of programmes’ management would be beneficial both in financial and in 

non-financial terms. Policy making however, in the fields of education and culture, 

remained the responsibility of the European Commission.    
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EACEA has been entrusted with the management of the Lifelong Learning, Erasmus 

Mundus, Tempus, Culture, Youth in Action, Europe for Citizens and Media, as well as 

several international Cooperation Agreements in the field of higher education. The tasks 

entrusted to the Agency include the publication of Calls for Proposals, the collection and 

evaluation of applications, the selection of beneficiaries and signing of relevant 

agreements, the financial management and overall monitoring of projects throughout 

their life spam of implementation. Further responsibilities include the provision of 

information and guidelines to applicants and beneficiaries, the dissemination and 

exploitation of projects’ results in regard to the development of knowledge and expertise 

in the fields of education and culture and providing feedback to the Commission.  

 

The EACEA is a public body operating in Brussels since 2006 under the supervision of 

the Directorates General of a) Education and Culture, b) Communication and                 

c) EuropAid Development and Cooperation. It is structured in 10 operational units (as 

per programme), and 3 horizontal units (Human Resources, Accounting and 

Informatics). The organizational structure of the Agency in 2011 is depicted on the 

diagram below:     

 Source: EACEA  
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Other activities of the EACEA include the coordination of the Eurydice Network for the 

analysis and data collection on education systems and policies in Europe and the 

procurement of programmes related to ICT in Education, Multilingualism and Mobility 

of cultural workers. The Agency is also activated in the field of specific publications in 

regard to the implementation of the programmes it has been assigned with.  

 

Implementation of the Programme at the National level 

With the establishment of the Lifelong Learning Programme, Member States have been 

entrusted with the implementation of the decentralized actions of LLP in their countries. 

Their objective aim has been to ensure the successful running of the Programme, in 

respect with the European and national regulations. It is noted that  National Agencies 

have to allocate more than 85% of the annual budget provided through the Programme. 

 

Under this scope, each Member State’s National Authority responsible for the 

implementation of the LLP has to establish or designate an appropriate structure for the 

implementation of the programme, including its financial procedures, hereinafter the 

National Agency. The National Agency shall have a legal personality in respect to the 

national law. Its staff has to be adequate in number and possess professional, linguistic, 

ICT, administrative, management, financial and communication capacities, as well as the 

infrastructure required in order to cope with the Programme’s requirements. 

  

The National Authority shall entitle the National Agency with every authorization 

entailed in order to comply with the contractual obligations to the Commission as well as 

to the beneficiaries, both in administrative and financial terms, by proving them with 

financial capacity to manage the Community funds and with assurance for their effective 

administrative implementation. The National Authority shall also provide the 

Commission with annual audits and all other information collected regarding the 

Agency’s activities in respect to the Programme. 

 

More specifically, the responsibilities of the Commission, the National Authorities and 

the National Agencies in respect to the LLP as well as the relations among them are 



41 
 

described in the Decision of the European Commission of 26 April 2007 {EC(2007) 

1807 final (non publishable)}. 

 

The designation or establishment of the National Agency is made by the National 

Authority, which provides the Commission with all necessary material attesting its legal 

and effective operation. The material to the Commission is followed by an annex 

describing the procedures and systems performed by the Agency in respect to the 

successful implementation of the Programme. The Commission evaluates the proposed 

material and confirms or rejects the designation of the Agency. However, either the 

Commission or the National Authority have the right to recall the designation of the 

Agency at any stage, on substantiated reasons (e.g. deficiency on implementation, fraud 

etc). 

 

In respect to the relationships among the Commission, the National Authorities and the 

National Agencies, the following actions are foreseen:  

 

The relationship between the Commission and the National Agency lies on the signing of 

an annual, financial agreement, in which the distribution of funds and the Commission’s 

contribution towards its support to the Agency’s operation requirements are allocated. 

The contract includes an annual workplan to be followed by the National Agency where 

all activities that have to be performed by the Agency are described in detail. The 

Commission reserves the right to amendments or suspension of the contract based on the 

audits performed. Further, the Commission has to organize meetings with the National 

Agencies on a regular basis, to enhance cooperation and networking and to schedule 

visits to the National Agencies under the scope of monitoring their activities according 

to the workplan.  

 

National Authority and National Agency: The National Authority is responsible for the 

effective management of Community funds for the implementation of the Programme, 

for that reason, it provides the Agency assigned with this mission with all legal, 

administrative, financial and infrastructural means required for this cause, while at the 
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same time, ensures there is sufficient financial and administrative audit in order to 

monitor the contractual requirements set by the Commission regarding the Programme’s 

operational objectives. The National Authority is in constant cooperation with the 

Commission in respect to the implementation and audit of the Programme and provides a 

reporting system on the activities and/or possible irregularities occurred. The reporting 

system includes a declaration for the reliability of the Agency regarding its efficiency on 

operational and financial capacity and provides insurances that the funds allocated have 

been used for the purposes forecasted in the annual contract. Each National Agency has 

to collaborate with the Commission on issues related to the development of more 

sophisticated methods in respect to the more efficient monitoring and evaluation of the 

Programme as well as for the modernization of operation systems.  

 

It should be remarked that there is a strict audit system on the coordination management 

of the LLP, which is conducted through a series of activities performed by all three 

stakeholders (the Commission, the National Authority and the National Agency) in 

accordance with the annual contracts signed, with the Commission being responsible to 

evaluate all audits performed.  

 

Structure and activities of the National Agency 

The National Agency is entitled by the National Authority to coordinate, monitor and 

evaluate the management of the LLP actions, budgetary actions included. It is suggested 

by the Commission that the tasks related to the above activities are entrusted to one sole 

Agency, in order to ensure efficiency and continuity.  

 

The structure and activities of the National Agency are described in full detail in a 

document following as an annex the annual contractual agreement between the 

Commission and the Agency, namely the Guide for National Agencies. The Guide 

describes the minimum requirements of the Agencies in respect to the implementation of 

the Lifelong Learning Programme and it is contractually binding to them. The present 

analysis makes reference to the Guide for NAs for the year 2012 

(LLP/NA/DIR/2011/106). The Guide is divided in seven distinctive chapters covering all 
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the activities required during the implementation of the Programme. These chapters refer 

to a) Standards for internal control for the Agency, b) Management of projects’ lifecycle 

for the decentralized actions, c) Actions related to the management of centralized 

actions, d) Use of EU funds, e) Reporting and contractual obligations, f) Detailed role in 

the implementation, as per sub-programme, g) Model and Standard documents to be 

used (grant agreements, annexes, quality assessment forms, eligibility checklists, report 

forms, assessment handbooks, evaluation and assessment roadmaps, financial statements 

reports etc). 

 

Provisions related to the Agency’s composition and operational capacity 

More specifically, the Standards of internal control aim at ensuring the efficient 

management of EU funds as well as the Programme’s good reputation. For that reason, 

the Agency shall provide its staff with a set of specific and binding rules on ethics and 

integrity which shall form the rights and obligations of each staff member towards the 

Agency and the Commission.  

 

In what concerns the composition of staff, this shall be able to provide quality work in 

the areas of dissemination and exploitation of LLP’s results, project evaluation and 

management, financial management and audit controls, human resources, office and IT 

management. Further, the Agency’s staff shall be able to sustain constant 

communication with the Commission as well as to perform networking activities with 

National Agencies of other Member States in the Commission’s working languages and 

for that reason possess adequate knowledge on education policies both at a European and 

international context.  

 

The recruitment of the Agency’s staff members shall abide by the rules forecasted by 

national regulation. The staff shall be informed on their obligations and main tasks at the 

recruitment stage and shall have all the competences necessary for the fullfillment of the 

tasks they are expected to deliver. Adequate training shall be provided by the Agency to 

ensure effective implementation of the activities requested.  
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In respect to its organizational structure, the Agency shall develop and update an 

organizational chart (organogram) and inform the Commission on any alterations linked 

to the management of the LLP, such as changes in the legal representatives, management 

staff or the Agency’s structure. The structure shall be organized in a way that facilitates 

internal control of the activities performed. To this respect, it is very important that an 

individual member of staff shall not be assigned with combinations of duties, such as 

advisory of applicants and evaluation of applications, authorizing of payments and 

reporting payments to Commission reports, or internal control with any other operational 

activity. The Agency shall be able to supervise activities at all operational levels and 

ensure there are sufficient measures to ensure continuity of business, even in the event of 

major catastrofic situations. All operational procedures performed by the Agency shall 

be included in a manual developed for this cause.  

 

The Guide includes provisions related to the financial procedures the Agency has to 

perform, which require the setting up of an accounting system in which there will be 

systematic reporting of all financial operations (pre-payments, pre-financing from the 

Commission, reimbursements etc) and provide all supportive documentation for each 

one of the procedures performed. Every transaction shall also be registered to the 

LLPLink software tool provided by the Commission and reported in hard and electronic 

copy in a regular basis. Specific instructions are also provided regarding the bank 

accounts that should be maintained by the Agency.  

 

The Agency’s operational capacity involves the ability to perform procurements and 

sub-contracting, the establishment of an effective IT department and the ability to 

provide all necessary infrastructure required. 

 

Provisions related to the management of LLP actions 

The Agency is contractually binded to perform a series of tasks related to the LLP 

activities. These tasks start from the invitation of candidates to apply for support from 

the Programme, with the publication and dissemination of the European Call for 

Proposals. In the event of national calls for proposals, these shall abide by all 
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Commission criteria and provide specific information on the scope and activities of the 

projects to be funded, the evaluation criteria, all procedures and deadline for submission 

and grant award procedures. 

 

The Calls for Proposals publicity, as well as other information and dissemination 

activities, shall be performed through strategic promotional activities, those comprising 

an updated website, networking with the media, sectors of education and training and all 

possible interested parties in order to provide information regarding funding 

possibilities. The promotional and information activities shall comprise the organization 

of conferences, meetings and seminars, the production of information material (such as 

leaflets, brochures etc) and counselling services to possible candidates. 

 

The procedure following the closing of the Call for Proposals encloses a number of 

highly important activities to ensure high quality assessment of the grants awarded 

funding. These activities include the collection and registration of grant applications, the 

provision with acknowledgement of receipt to all applicants, the registration of all 

applications in the Commission management tool, the setting up of a peer review system 

for the evaluation of proposals (with the help of trained and independent experts) on the 

eligibility of each application, and the usage of checklists to report all procedural stages.  

 

The first eligibility check shall be based on the exclusion or eligibility criteria set by the 

Call for Proposals, the meeting of the submission deadline included. This first check is 

followed by the quality assessment of the applications, in respect to the objectives set by 

the Call. For the grant awarding decision to be reached, the Agency shall designate an 

evaluation committee consisting of at least three members, which, in case they are not 

NA staff, shall represent at least two organizational entities. The evaluation committee 

shall take into account the results provided from the eligibility and quality assessment 

and then develop a list of accepted proposals. They should report on their selection 

methods in full detail for all stages of their evaluation procedure. The grant awarding 

decision is made by the person or body authorized to sign the grant agreement on behalf 

of the NA. The decision shall include the applications awarded, as well as those put on 
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reserve list or rejected. The Agency is obliged to inform all applicants on the award 

decision within six months of the end of each selection round. The prodecure following 

the award decision is the issuance and signing of the grant agreement by the Agency and 

the beneficiary respectively and a first installment of the amount alocated transfered to 

the beneficiary. 

 

In order to ensure the quality assurance of the activities funded by the Programme, the 

Agency has to perform a series of activities, the so-called "primary checks". These 

primary checks involve the analysis of the reports (interim, final) provided by the 

beneficiaries at various stages of the project’s implementation period, desk checks of all 

supporting materials accompanying the reports, on the spot audits during the lifespam of 

the project as well as system audits on recurrent beneficiaries. All activities shall comply 

with the detailed instructions provided by the Commission in the Guide for National 

Agencies. The Agency reserves the right to recover total or part of the funding allocated, 

locate and report irregularities or frauds and monitor the activities performed by the 

beneficiaries. 

 

An important obligation of the Agency lies on the dissemination and exploitation of the 

funded projects’ results. The Agency has to develop a dissemination policy including the 

creation and development of networks within relevant stakeholders, the organization of 

informative events, such as conferences, meetings, etc and the distribution of 

information material. The Agency shall provide the Commission with all material 

collected by the beneficiaries on the supported activities funded.   

 

Even though the Agency is not responsible for any centralized activities of the LLP, its 

contribution is crucial in respect to the counseling and information at a national level to 

all interested parties, as well as in respect to the dissemination and exploitation of results 

obtained through the activities of the projects’ implementation.  Under this general 

scope, the Agency is prompt to organize a series of activities such as monitoring 

meetings and thematic conferences with the participation of interested parties and 

beneficiaries. 
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Provisions related to the management of allocated funds  

The Agency is responsible for the distribution of the funds available on an annual basis, 

according to the agreement signed with the Commission. To this respect, the Agency 

shall be provided with all necessary resources from the National Authority in order to 

undertake the contractual agreement foreseen. The distribution of funds should take into 

account any actions supported with national co-funding and provide analytical reporting 

to the Commission for all transactions performed. 

 

Provisions related to the reporting of implemented actions 

In  the framework of fulfilling its contractual obligations, the Agency shall provide the 

National Authority with annual reports on the basis of the actions implemented on the 

previous calendar year. The report provided to the National Authority shall record all 

information available on the activities implemented in respect to the Programme, the 

impact of the Programme in its country as well as the Agency’s performance and 

compliance in view of the minimum requirements defined in the Commission-NA 

agreement. Further, it should be accompanied by all financial data for the reference 

period and a list of the checks performed to the beneficiaries throughout this period. This 

yearly report shall be used by the National Authority to develop its Yearly Declaration 

of Assurance to the Commission. 

 

Requirements from the National Agency as per sub-programme activities  

The Guide for National Agencies is describing the eligibility criteria and procedures that 

have to be followed by the Agency in respect to the successful implementation of the 

Programme. The Guide sets the framework for the selection procedures, award criteria, 

grant rules, funding procedures, reporting activities, evaluation criteria and 

dissemination activities to be followed by the Agency as per sub-programme. The Guide 

also provides with a full range of template documents to be used during the 

implementation of the LLP activities.  
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The annual grant agreement between the Commission and the National Agency 

The requirements and provisions described as per the Guide for National Agencies 

above make part of the annual contract signed between the Commission and the National 

Agency for the operational implementation of the Lifelong Learning Programme. 

 

The agreement’s main objective purpose is to describe the activities that have to be 

undertaken by the National Agency during the period of one calendar year. It contains a 

wide range of articles covering all aspects of the Programme’s implementation and 

setting up the principles for: i) the tasks required for the successful management of 

decentralized actions, ii) the time frame for activities to be performed, iii) the European 

Union financing of a) the National Agency’s operating costs and b) the action grants as 

per sub-programme, iv) the submission and analysis of reports to be delivered to the 

Commission, the Yearly NA Report included, v) the financial reporting to be delivered, 

vi) the analysis of the financial arrangements concerning the allocation of funding to the 

decentralized action grants, possible recoveries included, vii) bank account and contact 

details, viii) applicable laws and competent courts, ix) data protection, liability measures 

and conflicts of interest, x) evaluation provisions, suspension of the NA tasks and force 

majeure, xi) provisions for contract termination, financial corrections or amendments to 

the contract, xii) checks and audits provisions. The agreement is complemented by a 

calendar setting the exact dates for the delivery of the tasks requested, the Guide for NAs 

and the annual work programme. 
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The orientation towards the establishment of lifelong learning policies 

and strategies in Greece 

 

The promotion of lifelong learning as a means towards an active and reliable society has 

been a major concern and a challenge for the Hellenic Ministry for Education, Lifelong 

Learning and Religious Affairs. To this effect, a strategic policy orientation framework 

has been developed, in order to increase participation to lifelong learning activities from 

all. The objective aim of this strategic policy lies on the establishment of an integrated 

framework for the promotion of Lifelong Learning. 

 

The Law 387 (Official Gazette No 163, 21/10/2010) on the Development of Lifelong 

Learning, sets the base for the foundation of lifelong learning through the recognition of 

alternative learning pathways, networking among the relevant stakeholders and the 

provision of quality assurance and transparency, in order to achieve the highest degree of 

relation between lifelong learning and employability. The activities that will be 

developed shall take all necessary provisions in order to be accessible to all people and 

in particular to those belonging to sensitive social groups. The government institutions 

entrusted to develop and manage the Lifelong Learning Strategy for Greece include the 

General Secretariat for Lifelong Learning, the operational units of the Regional 

Authorities, the operational units of the Municipal Authorities, the National 

Accreditation Centre for Continuing Vocational Training (EKEPIS), the National Centre 

for Accreditation of Qualifications and Vocational Training (EOPP), the National Centre 

for Vocational Orientation (EKEP) and the National Centre for Public Administration 

(EKDAA). 

 

The implementation of the lifelong learning activities has been assigned to the National 

Network for LLL, which is comprised from Centers and Institutes for vocational 

education and training as well as trade union associations and relevant actors, having as 

a main objective the provision of activities related to initial and continuous vocational 

training and activities for general adult education. The National Network on LLL shall, 

with the use of information activities, networking, collaboration and recommendations 



51 
 

provided by the interested parties, inquire on the education and training needs required 

by the labour market and to that effect set up the necessary actions to fit that cause and 

provide accreditation to the knowledge and vocational skills obtained through these 

actions (as per the European Qualifications Framework). 

   

Under this general scope, the Ministry of Education, Lifelong Learning and Religious 

Affairs, in strong collaboration with the National Network on LLL and the Ministry for 

Development, Competitiveness and Shipping, and in accordance with the strategic 

priorities set at the EU2020 Strategy (on employment, innovation, education, social 

inclusion and climate/energy) is implementing the operational programme on education 

and training, "Education and Lifelong Learning", under the National Strategic Reference 

Framework (NSRF) 2007-2013, which provides funding opportunities for education and 

training activities. 

 

The Ministry for Education, Lifelong Learning and Religious Affairs is the National 

Authority in charge for the coordination, monitoring and evaluation of the European 

Commission Lifelong Learning Programme, which has been assigned to the State 

Scholarships Foundation (IKY - National Agency) for coordination management. The 

Ministry has to assist the National Agency with all resources required for the successful 

implementation of the Programme and is responsible for reporting on the Agency’s 

activities to the Commission. 

  

The National Authority is in charge of establishing the Yearly Declaration of Assurance 

for the National Agency to declare that the activities performed by the National Agency 

throughout the year are in accordance with the annual grant agreement signed between 

the National Agency and the Commission. In order to provide the Yearly Declaration 

Assurance, the Ministry takes into account the reports provided from the NA for that 

purpose but also ensures that there is constant communication with the Agency 

throughout the year, in order to monitor its activities and provide counseling when 

required. 
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In conclusion, and in respect to the efficiency on the implementation of the Lifelong 

Learning policies within the Greek context, it should be remarked though, that, although 

progress has been made to meet the challenges on the participation of higher percentages 

of people to lifelong learning activities, little progress has been made, as is reported in 

the Communication {COM (2009) 640} Progress towards the Lisbon objectives in 

education and training. Various actors are contributing in the promotion of the lifelong 

learning activities but it is highlighted that there is need for supportive and 

administrative structures and counseling services devoted to that purpose in order to 

meet the target of 15% adult participation in lifelong learning (when the percentage for 

2009 was 2,9%).   
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The State Scholarships Foundation (IKY) 

 

The State Scholarships Foundation (IKY) is a decentralized public entity supervised by 

the Hellenic Ministry of Education, Lifelong Learning and Religious Affairs. It has been 

established in 1951, under the scope of providing postgraduate scholarships to young 

scientists. From then on, IKY has been developing a series of activities aiming at the 

promotion of education, science and culture in compliance to the needs of the modern 

society. Its contribution to the promotion of highly qualified researchers and 

professionals is considered of outmost importance. 

 

In the framework of its activities, IKY, as the State Scholarships provider, has been 

planning and implementing a wide range of scholarships programmes within Greece and 

abroad.  The scholarships programmes implemented include the European co-funded 

programmes "Education and Initial Vocational Education and Training" and the 

"Operational Programme for Education and Lifelong Learning", funded by the European 

Social Fund and the Public Investments Programme. Further, it implements scholarships 

programmes provided by European and International Organizations, such as ESA, 

CERN, Boston College and DAAD. 

 

Since 1987, IKY has been entrusted with the coordination management of the Erasmus, 

Lingua, Socrates I and II European Programmes on Education. Since 2006, IKY has 

been assigned by the Hellenic Ministry for Education, Lifelong Learning and Religious 

Affairs as the National Agency to coordinate, manage and implement the Lifelong 

Learning Programme 2007-2013. 

 

The Decision for the first appointment of IKY as the National Agency implementing the 

LLP has been published in the Official Gazette No 1718 of November 24, 2006 and it 

provided for the coordination management of the LLP sub-programmes Comenius, 

Erasmus, Leonardo Da Vinci, Grundtvig, the transversal programme and the Jean 

Monnet actions to IKY for a period of one year. The assignment has been renewed later 

during the implementation of the LLP in the Official Gazette No 1282 of July 2, 2008. 
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The duration of IKY’s appointment as the National Agency implementing the LLP was 

subject to the establishment of a new public entity to be created to this effect, namely 

"Solon". However, in practice, no further progress has been made on the establishment 

of the new entity. 

 

IKY’s organizational structure 

IKY is supervised by the Hellenic Ministry of Education, Lifelong Learning and 

Religious Affairs; however, it constitutes a separate, decentralized public entity. Under 

this scope, it has an organizational structure that enables it to accomplish the activities it 

has been entrusted with. 

 

The legal entity and decision making body of IKY is the Board of Directors. The Board 

of Directors comprises of the Chairman, Vice-Chairman, members and runner up 

members and it is supported by a legal adviser. The organizational structure of the 

organization is divided in three major Units, namely, the Unit for Scholarships, the Unit 

for International Scholarships and the Unit for Administrative and Financial 

Management. A detailed organogram of the organization, as per December 2011 follows 

below: 
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The Department responsible for the coordination management and execution of the LLP 

is the Department of European Union Programmes, which makes part of the Unit for 

International Scholarships. The Department of European Union Programmes is 

structured as per the organogram below: 

 

STATE SCHOLARSHIPS FOUNDATION 

HELLENIC NATIONAL AGENCY 

DEPARTMENT OF EUROPEAN UNION PROGRAMMES-LIFELONG LEARNING PROGRAMME 

BOARD OF DIRECTORS 

DIRECTOR 

INTERNAL AUDITOR HEAD OF UNIT LEGAL ADVISER 

ERASMUS 

Coordinator 

Staff members 

 

COMENIUS 

Coordinator 

Staff members 

 

L.D.V. 

Coordinator 

Staff members 

GRUNDTVIG-SV 

Coordinator 

Staff members 

 

FINANCES 

Coordinator 

Staff members 

 

MANAGEMENT FEES – 

SUPPLIES 

Coordinator 

Staff members 

ΙCΤ - LLP 

Coordinator 

Staff members 

 

ADMINISTRATIVE-FINANCIAL SUPPORT 

Director 

Supervisor 

Staff members 

Staff categories 

1.
 Permanent employees 

2.
 Employee with indefinite contract 

3.
 Transferred employee 

4.
 Employee with definitive contract 

5.
 Contract 

6.
 Stage 

7.
 External collaborator 
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The organizational structure of IKY is in compliance with the regulations set by the 

Commission regarding the operational capacity of the National Agency implementing 

the LLP, as described in the Guide for National Agencies.  

 

The organization and procedures of IKY, in respect to the fulfillment of the LLP, are 

described in detail in the Operations and Procedures Manual of the National Agency 

implementing the LLP Programme, hereinafter called the Manual. The Manual is a 

concrete guidance tool for the instructions that have to be followed by the organization’s 

staff in order to achieve full accordance with the Programme’s objectives and 

operational guidelines. The organization’s operational objectives described in the 

Manual are complemented by the a) Guide to NAs, b) European Council Regulation 

1605/2002, c) Hellenic Code for Public Servants Conduct N3528/2007, d) Guidelines on 

Public Servants’ Behaviour of the Hellenic Ministry of Internal Affairs, 2007, e) Public 

Procurement Regulation of 2007, f) Decisions made by the IKY Board of Directors 

regarding aspects of operation and conduct. 

 

IKY’s operational procedures and activities in respect to the LLP 

All operational activities of IKY are in accordance with the recommendations set by the 

Commission for the efficient operation of the National Agency, as these have been 

described in the Guide for NAs.  

 

In what concerns the selection and recruitment of staff, this shall have the linguistic, 

ICT, project management, communication skills and knowledge on the European 

framework related to education and training issues. There are several categories of 

personnel with permanent, temporal, contractual and traineeship positions. A number of 

tasks can be assigned by the Agency to external collaborators. 

 

The Manual also provides a detailed description of the tasks allocated to the main 

operational and management positions within the organization. The distribution of tasks 

and responsibilities lies as follows: 
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The Board of Directors: Approves the workplan of the National Agency and decides on 

issues relating to the operation of the organization. The members of the Board of 

Directors may represent the organization in meetings and activities of IKY abroad. 

 

The Chairman of the Board of Directors: He is the legal representative of the National 

Agency and the person responsible towards the European Commission. He is entitled to 

sign the grant agreements between IKY and the Commission. In collaboration with the 

Units’ Coordinators, he plans the strategic orientation of the organization. 

 

The Director: He is entrusted with a wide range of tasks covering areas of: 

 planning of work activities and monitoring of staff;  

 providing incentives to the staff members; 

 evaluating and coordinating the staff members according to their formal 

qualifications, skills and professional capacity. 

 making provisions for adequate training activities to the staff for the acquisition 

of skills related to the development of the organization’s operational efficiency;   

 signing of grant agreements and individual mobility agreements (following the 

authorization from the Board of Directors); 

 signing of all reporting material addressed to the European Commission; 

 representing the NA in meetings in Greece and abroad; 

 authorizing the distribution of funds to the beneficiaries, as per the approval from 

the Evaluation Committee; 

 

The Internal Auditor: His tasks are described in detail in the Guide for NAs and 

comprise the following activities: 

 monitoring of the organization’s operational activities and updating the Board of 

Directors on all issues regarding IKY’s operational capacity; 

 performing of internal control procedures, as described in the Guide for NAs; 

 reporting of any deficiencies in the organization’s operational activities and 

providing recommendations for corrective actions; 
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The Head of Unit   

 substitutes the Director in his absence; 

 is authorized to bring issues for approval to the Board of Directors; 

 is authorized with the drafting of the organization’s workplan and with the 

reporting to be provided towards the Commission and the Hellenic Ministry of 

Education, Lifelong Learning and Religious Affairs; 

 monitors the administrative procedures related to the implementation of the 

sectoral programmes and proposes actions for their improvement; 

 is responsible for the drafting of the Annual Call for Proposals, in collaboration 

with the sub-programmes coordinators; 

 monitors and audits the distribution of allocated funds; 

 signs the authorizations for the distribution of funds to the beneficiaries, in the 

absence of the Director; 

 drafts the training activities schedule in collaboration with the sub-programmes’ 

coordinators. 

 

Sub-programmes’ Coordinators (Erasmus, Comenius, Leonardo da Vinci, Grundtvig, 

Transversal programme, Jean Monnet Actions): The sub-programmes’ Coordinators 

organize their staff members in the implementation of the following procedures: 

 drafting of the Annual Call for Proposals (under the supervision of the Director 

and in collaboration with all Coordinators and the Coordinator for 

Communication and Exploitation of Results); 

 drafting of informational and promotion material (under the supervision of the 

Director and in collaboration with all Coordinators and the Coordinator for 

Communication and Exploitation of Results); 

 participating in the development of information and promotion activities 

material (under the supervision of the Director and in collaboration with all 

Coordinators, the Coordinator for Communication and Exploitation of Results 

and the Financial Department); 

 providing information to the public through telephone, email, in person and 

during promotional events organized from IKY or other organizations; 
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 drafting and/or translation editing of application forms, grant agreements and 

reports of the beneficiaries to IKY; 

 contributing in the evaluation of applications of candidate reviewers and 

proposing successful candidates (under the supervision of the Director and in 

collaboration with all Coordinators as well as with the Coordinator for 

Communication and Exploitation of Results Responsible). Their proposed 

suggestions should be approved by the Board of Directors; 

 distribution of allocated funding on individual actions, in accordance with the 

Guide for NAs and the agreement signed with the Commission; 

 monitoring of the absorption of funding available throughout the lifespam of the 

Programme and proposing actions for re-distribution in order to achieve the 

highest possible absorption of funds  (under the supervision of the Director and 

in collaboration with the Financial Department); 

 Collecting and performing eligibility checks for the applications submitted, 

drafting of the eligibility checklist and forwarding the eligible applications for 

evaluation; 

 providing information to the evaluators on the Programme’s scope and selection 

procedures (communication over the phone, through email or during information 

meetings); 

 drafting of the report towards the Evaluation Committee and providing all 

necessary information regarding the selection criteria applied for accepted, 

rejected and on reserve list applications; 

 collaborating with the respective National Agencies to reach common approval 

on the Consortia; 

 drafting, sending, proofreading and signing of the grant agreements and 

forwarding the signed grant agreements to the relevant administrative 

department; 

 collaborating with the Financial and Administrative Department for the transfer 

of the first installment to beneficiaries; 

 auditing of the reports provided by the beneficiaries and forwarding reports to 

the Financial Department for financial reporting; 
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 planning and performing on the spot visits or meetings/events in the framework 

of the Programme; 

 drafting of an annual report concerning the decentralized actions of the sub-

programme, selection notes, final reports and statistical data to the Commission 

(under the supervision of the Director and in collaboration with the Financial 

and Administrative Departments); 

 participating on meetings with other NA representatives from other Member 

States, conferences related to the Programme and seminars devoted to the 

identification of new partners; 

 monitoring of the Programme’s implementation, suggesting strengths and 

weaknesses remarked, proposing suggestions to the Commission for the 

development of more efficient procedures on the Programme’s implementation 

and the production of common informational material (under the supervision of 

the Director and in collaboration with all sub-programme’s Coordinators). 

 

In addition to the tasks described above for the Coordinators of the sub-programmes, the 

Erasmus Coordinator has to perform a series of complementary tasks related to: 

 representing the organization in all events related to higher education issues, 

mobility as per the Bologna process, European policies, and promotional 

activities; 

 drafting the Annual Call for Proposals, ensuring publication to the IKY’s website 

and providing information to possible beneficiaries (under the supervision of the 

Director and in collaboration with the persons responsible for individual actions, 

the Coordinators of sub-programmes and the Coordinator for Communication 

and Exploitation of Results); 

 drafting of the report towards the Evaluation Committee and providing all 

necessary information regarding the selection criteria applied for accepted, 

rejected and on reserve list Institutions and Organizations; 

 collaborating with the Financial Department on the efficient allocation of funds 

among Institutions; 
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 drafting of recommendations for the organization of meetings and information 

events; 

 

The Coordinator for Communication and Exploitation of Results: 

 plans and implements NAs strategies relating to the communication, promotion 

dissemination and exploitation of the LLPs results (in collaboration with the 

Director and the sub-programme’s Coordinators); 

 plans and coordinates the organization of the NAs events; 

 is responsible for updating the NAs website; 

 

The Financial Management Coordinator:  

 performs allocation of funds of the Erasmus Programme to the Institutions and 

cooperates with the Comenius and Grundtvig Coordinators regarding the 

allocation of their sub-programmes’ funds; 

 sets the requirements for the financial terms provided on the grant agreements; 

 ensures that the organization’s bank accounts have the resources available to 

cover funding to the beneficiaries; 

 cooperates with the National Bank of Greece in order to manage effectively the 

funding resources provided from the LLP; 

 cooperates with the Coordinators of the sub-programmes on the second 

installment and final payment of the beneficiaries; 

 performs financial audit on the bank account statements; 

 collaborates with the sub-programmes’ Coordinators on the drafting of the 

Interim and Final Reports towards the Commission as well as reports on the 

undistributed funds; 

 collaborates and performs on the spot sample and scheduled financial audits and 

drafts the final report on financial audit towards the Commission; 

 

The Accountant and Treasury Management:  

 performs payments for the activities and events organized by the NA; 
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 performs audits and ensures accounting agreement with the organization’s bank 

accounts; 

 drafts relevant budgets; 

 performs payments of the beneficiaries through bank transfers; 

 performs tax payments 

 updates the accounting software for sub-programme management, SOFT 1; 

 is responsible for supplies procedures; 

 

The IT Coordinator:  He has to organize his staff members in the implementation of the 

following procedures: 

 registering of candidate beneficiaries that have applied for funding of a proposal; 

 printing of administrative forms (eligibility forms, evaluation forms etc); 

 drafting of tables, lists, statistical data for administrative use; 

  updating the organization’s website; 

 Providing with technical assistance in events, meetings, seminars etc. 
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Understandings and Outcomes 
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Monitoring progress of the LLP at a European level    

 

A detailed description on the impact and effectiveness deriving from the implementation 

of the Lifelong Learning Programme lies on a) the information and assessment provided 

by the Interim Evaluation Report of the Lifelong Learning Programme 2007-2013 of 

February 2010 (Service Contract no 2009-5173-PPMI) which was based on the national 

reports provided from the 31 countries participating in the Programme and further 

research activities conducted by the reporting committee, and b) the Report from the 

Commission of July 7, 2011 {COM (2011) 413 final), which discusses the findings 

deriving from the Interim Report. Both reports aimed at evaluating the effectiveness and 

utility of the Programme and propose recommendations on making better use of the 

results obtained, on enhancing the interaction between sub-programmes and actions and 

on developing a more efficient and effective management system. 

 

The main findings of both reports lie on the importance of the LLP in the development 

of education and training throughout Europe, which, in its absence, would be in a much 

smaller scale, due to, mostly, lack of resources available. However, while progress has 

been made in individual and institutional levels, the impact of the LLP in policy making 

has been rather weak. Evident however is the fact that the LLP is in line with the 

strategic objectives on education and training set by the Commission in regard to the 

creation of a European area in lifelong learning. 

 

The reports discussed on the extend that the objectives of the LLP are in line with the 

needs of the target groups they address to and conclude that there is relevancy in meeting 

individual needs such as language learning and ICT based learning. However, it has not 

been as successful in the acquisition of skills relating to employability and 

entrepreneurialism.  

 

In regard to Mobility through the LLP, the reports acknowledge its contribution towards 

a common European identity, but on the other hand, recognize the difficulty of the non-

established educational institutions to be informed and participate in the activities of the 
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Programme. Beneficiaries of all actions have strongly pointed out the level in which the 

mobility activities helped them in their career development. Mobility and Networking 

through the LLP have shown remarkable increase throughout the years of its 

implementation. However, the reports point out that there is still room for the strategic 

objectives of ET2020 to be reached. 

 

The management of the LLP is conducted either through a network of 40 National 

Agencies or by the EACEA, for larger scale projects. It is recognized that there have 

been difficulties in the management of the Programme in its first years of 

implementation; however, progress has been made in this area. Worth mentioning 

though is the fact, that there is insufficient use of the electronic management tools 

provided, i.e. the LLPlink database for decentralized actions and Saykiss for the 

centralized ones, used for monitoring and management. In regard to financial aspects, 

adequate absorption of the funding available has been attained, but more simplified 

methods of costs calculation are proposed for effectiveness in budget allocation. It is 

also suggested that the Grundtvig Programme is allocated with more funding, in order to 

attract more stakeholders and support more actions.  

 

The reports propose a series of recommendations for the improvement of the LLP 

Programme which lie on the focus that should be given in the context of the ET2020 

aims and objectives. These include the integration of the implementation tools and 

strategies to all sub-programmes while pursuing the involvement of all stakeholders of 

formal, informal and non-formal learning to achieve high quality performance and key 

competences for all. Finally, they propose that the cooperation between EACEA and 

National Agencies should become closer and more concrete, while they stress the need 

for the administrative simplification of the finances (calculation on the basis of fixed 

costs).  

 

Overall, it was concluded that the beneficiaries of the Lifelong Learning Programme and 

sub-programmes feel that they have benefited from their participation in LLP actions. A 

conclusive remark lays on the development of more effective methods on the 
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dissemination and exploitation of the results obtained and on better monitoring of the 

impact of LLP in policy making. This solution lies on the beneficiaries of the 

Programme to allocate funding in regard to this activity. As the dissemination and 

exploitation of results seems to meet obstacles, mostly after the termination of a project 

or activity, but at the same time, there is general consensus about their importance for 

creating synergies and collaboration between projects and beneficiaries, a European 

observatory, under the auspices of either the Directorate General for Education or 

EACEA, for the dissemination and exploitation of results is proposed.     

 

In what concerns the preparation of the successor of the LLP Programme, after 2013, the 

reports focus on 

 the necessity of reducing the specific objectives set by the Programme, which 

should provide concrete outputs that will promote collaboration and mobility; 

 the provision of concrete actions for access and participation to those who are 

‘out’ of the formal learning systems, with actions such as engaging more SMEs 

to participate in lifelong learning activities; 

 enforcement of synergies between sub-programmes, supporting of transversal 

activities; 

 the introduction of better guidance and monitoring and the introduction of 

special calls for proposals addressed to disadvantaged education sectors; 

 connection of formal, informal and  non-formal learning with specific 

objectives (ie mobility and partnerships); 

 creation of an observatory for the dissemination and exploitation of projects’ 

results; 

 paying more attention in linguistic diversity; 

 maintaining of the current management system in order to ensure continuity; 

 simplifying procedures for the participation of secondary schools into the 

Programme; 

 simplification of bureaucratic procedures; 

 development of the Programme’s monitoring indicators, to ensure efficiency; 

 further funding of the Grundtvig Programme 
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 expansion of transversal programmes (eg. Comenius actions of Regio 

partnerships into eTwinning). 
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An assessment on the implementation of the LLP in Greece 

 

The Lifelong Learning Programme has been created to support the move towards the 

transition to a knowledge-based economy and society in Europe. Its successful 

implementation plays a key role in meeting this challenge. Under this scope, the Hellenic 

State Scholarships Foundation (IKY), as the institution responsible for the Programme’s 

coordination and implementation, has carried out an evaluation report on the impact 

(strengths, weaknesses, lessons learned, best practices) resulting from the 

implementation of the LLP in the Greek context.   

 

To this effect, a composite methodological strategy has been followed, to develop an 

evidence based impact assessment focused on the organizational structure as well as on 

the beneficiaries of the Programme. Thus, the research involved individual interviews 

and focus group interviews with both staff members of IKY and end users (beneficiaries) 

of the LLP along with desk research (comprehensive study of EU documents, lifelong 

learning strategies, LLP yearly reports and workprogrammes). 

 

The research questions posed focused on the beneficiaries’ assessment deriving from 

their participation to the Programme (difficulties met, actual benefits) on the one hand, 

and on actions proposed from the actors involved to resolve problems and ameliorate the 

Programme’s efficiency. The results were categorized as per sub-programme and per 

Programme stage (before, during and after) and were followed by proposed actions for 

improving the execution of LLP. 

 

In respect to the participation of students on Erasmus, the obstacles derive from 

stereotypic perceptions for a delay in the completion of their studies, whereas, for 

teachers/professors, lie on insufficient information on the Programme as well on the 

absence of motives for participation. It was also reported that international relations 

offices are understaffed or inadequately informed, and for that reason, cannot provide 

efficient services towards the promotion of the Programme. 
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The weaknesses reported from both students and teachers during their participation to 

Erasmus lay on practical issues, such as the difficulty to locate accommodation or the 

inexistence of modules in the English language (which creates difficulties to students 

who wish to come to Greece as well). 

 

The most significant complication encountered after one’s participation to Erasmus lies 

on the mismatch of curricular titles and subjects among countries. Therefore, there is no 

recognition of the participant’s involvement in several of the activities. 

 

Besides the weaknesses reported though, a sentiment of fulfillment was remarked by all 

participants of Erasmus, for they were given the chance to acquire experience in new 

cultures, allowing for the creation of a new learning paradigm shift. In some cases, this 

experience has been proven catalytic for a participant’s selection to continue studies 

abroad.  

 

The set of recommendations towards the resolution of the weaknesses related to the 

participation in the Erasmus Programme lies on the following actions: 

 

 The improvement of information and counseling services, with a targeted 

selection of staff; 

 The creation of motives for teachers/professors, with the development of a 

motivational system in institutional level;  

 The development of electronic platforms for e-booking of accommodation; 

 The development of modules for learning Greek to incomers as well as provision 

for modules to be taught in English; 

 The increase on a) the flexibility of mobility programmes, b) on the scholarships 

accepted for funding, c) on funding, including actions of alternative funding. 

 

In what concerns the Leonardo da Vinci Programme, the main deficiency lied on the 

increased bureaucratic procedures (the administrative burden involves several 
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organizations providing permission for participation), in combination to limited or 

delayed funding. 

 

Further inhibits from the participation to the LdV concern the absence of a network used 

for the dissemination of projects’ results, thus, there is no diffusion of the important 

experiences acquired from the engagement to the Programme, that could attract new 

participants. 

 

Apart from the weaknesses reported though, the respondents felt their experience would 

have long-term benefits. These include networking with institutions abroad, allowing for 

systematic transfer of knowledge, upgrading in skills and competences related to ICT 

use and foreign language use, enhancing mobility through training practice, connection 

with different working cultures leading to changes in the learning habitus. 

 

The set of recommendations for the improvement of the operational capacity of the LdV 

Programme involves actions related with IKY to a large extend. It is suggested that the 

National Agency should be reinforced in sectors such as information-counseling, 

dissemination of results, quality assurance with development of selection-audit and 

assessment criteria and accreditation tools. 

 

The Grundtvig Programme encountered similar difficulties to the other sub-programmes’ 

which were related to funding, lack of information and bureaucracy. A particular remark 

though lied on the Programme’s low achievement, due to the low social and economic 

background of the participants. However, it is highly acknowledged that Grundtvig is 

contributing to a large extend on the involvement of people belonging to vulnerable 

groups to the same activities as everyone else, and for that reason enhancing their self-

esteem, competences and socialization.  

 

The ‘remedies’ proposed lie on the increase of funding, the use of English speaking 

trainers and the development of a Grundtvig network as a support tool for the 

Programme’s activities.   



72 
 

The Comenius Programme encounters a significantly smaller number of weaknesses, for 

there is extensive experience on its implementation. The most important features 

remarked involved, as in the Erasmus Programme, lack of information and indifference 

to participate. Other problems deriving from its implementation were mostly linked to 

communication problems, bureaucracy and involvement besides school hours, 

xenophobic reactions. Their involvement, though, in the Programme, contributes to the 

resolution of these problems to a large extend.      

 

It was suggested that better information and counseling should be pursued by IKY, to 

provide information to eventual applicants and to disseminate good practices acquired 

from participation. 

 

Overall, the report concludes on the beneficial effects from the implementation of the 

LLP in the Greek context. For the participants, these lie on the development of skills and 

competencies related to language and ICT use, which are considered of vital importance 

in the key competences framework set by the EU; on the development of different 

learning habitus, that may result in personal and professional development; and on 

personal fulfillment, that is strongly related with social integration, especially in respect 

to the integration of vulnerable social groups into society. The overall benefits related to 

teachers and trainers lie on their professional development, with the development of 

skills and competencies and their ‘in praxi’ involvement in competence-based learning 

contexts. Last, but not least, the report provides functional input on IKY’s operational 

capacity, for it suggests remedies related to the amelioration of its services with the use 

of good practices leading to the strengthening of IKY’s administrative and operational 

capacity and the dissemination of innovation with the setting up of networks operating as 

a ‘pool of knowledge’ for the future implementation of the Programme. 

 

The weaknesses observed and the necessity for resolving actions focus mostly on the 

simplification of the bureaucratic procedures related to the implementation of the 

Programme, which result mostly from the centralized nature of the Hellenic Public 

Administration, the inadequate funding provided and the inability to seek alternative 
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funding sources and last, but not least, on the lack of flexible activities that could lead to 

a more effective and targeted dissemination of the Programme’s actions and results, thus 

contributing to the promotion of lifelong learning in Greece, despite the serious efforts 

implemented from IKY to reach this goal. In order to achieve optimum results from the 

implementation of the LLP in our country, it is suggested that IKY should obtain an 

upgraded role, in institutional and operational level. 

 

The report’s conclusional remarks are in line with the Hellenic Operational Programme 

2007-2013 for the Reform of Public Administration, in respect to the simplification of 

bureaucratic procedures related to the operation of the Operational Units to ‘upgrade the 

institutional environment of Public Administration and rationalize current 

administrative structures’ to provide quality services to all citizens. This goal is to be 

achieved by a series of actions focusing on the restructuring of Public Administration but 

mostly, emphasis is given on the upskilling and competence development of the public 

servants, through targeted education and training activities.  
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An ‘inside view’ on the effectiveness of the LLP in the Greek context 

 

A comprehensive view on the effectiveness and impact of the Lifelong Learning 

Programme in the Greek context could not fail to take into account the experience and 

perspectives of the Organization implementing the Programme. For that reason, it was 

deemed necessary to inquire on the Organization’s self assessment regarding its 

operation and efficiency. The Director of the International Scholarships Unit, 

Department of European Programmes of IKY, Mr Fotios Athanasopoulos was 

considered the most appropriate person to provide a clear view on the ‘inside’ 

procedures and structures, as well as to suggest effective strategic actions to overcome 

weaknesses and improve IKY’s administrative and operational capacity. 

 

Mr Athanasopoulos expressed a deep belief and conviction that the LLP is one of the 

most favorable EU Programmes while its beneficial role lies both on the individuals and 

the institutions at a national and European level. The fact that the Programme initiatives 

are 100% funded allows the beneficiaries to take full advantage of the experiences and 

benefits resulting from their participation. 

 

The Hellenic Ministry of Education, Lifelong Learning and Religious Affairs, as the 

National Authority responsible for the implementation of the LLP in Greece, provides 

IKY with all the resources necessary, in policy level, to ensure the Organization’s 

efficiency in regard to the Programme. An example was given on the Organization’s 

understaffing or on work contracts renewal delay, problems which could not be resolved 

for a long period of time – mainly due to the economic crisis- but the Ministry has 

fostered towards this action.  

 

The Ministry essentially acts as a mediator between the Commission and the National 

Agency, to ensure the efficient implementation of the LLP, in accordance to the grant 

agreement and the annual workplan. For that reason, it collaborates very closely with 

IKY on the procedures and audits implemented every year, to ensure accuracy and 

accordance with the contractual obligations of Greece. The confirmation to the 
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Commission that the yearly workplan and contract have been executed successfully is 

provided with the Yearly Declaration of Assurance for IKY.  

 

In what concerns the management of the LLP, it was pointed out that IKY is trying to 

implement a highly demanding project being a Hellenic Public Organization that has to 

operate in terms of a European Organization. This has not always proved an easy task, 

taking into account the weaknesses of the Public Administration system in Greece. 

However, the operational procedures regarding the implementation of the LLP are 

common for all National Agencies and described in detail with the use of the Guide for 

NAs and the Annual Grant Agreements, for that reason, a Member State who wishes to 

participate in the Programme has no alternative but to comply with the requirements 

necessitated.  

 

This achievement is mainly due to the people working for the LLP. Mr Athanasopoulos 

acknowledged the fact that the implementation of the Programme would never be as 

efficient if the management personnel was not adequately qualified, but most of all, not 

eminently dedicated in the success of the Programme. The development of a relative 

stability in the operational management core personnel has been a crucial factor towards 

this achievement. 

 

The work tasks assigned to an average employee at the Department of European Union 

Programmes involve a variety of responsibilities that entail both formal and non formal 

skills and competences to be executed. Skills concerning foreign language and 

information technologies use in an above than average level are considered a 

prerequisite. Some members of staff have also been trained in project management 

software to produce highly professional work. It is emphasized though that formal 

qualifications and experience would not be sufficient for the workflow if the employees 

did not have increased zeal and love for what they do, especially when the management 

of new programmes is entrusted to IKY (adding even more workload to the same staff 

members). 
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The everyday workload is complex in terms of multiple tasks to be delivered in very 

strict deadlines. For that reason, each and every one engaged in the implementation of 

the LLP has to be equipped with a variety of skills to achieve positive results. An 

example is given on a typical day when an employee is asked to perceive situations, 

monitor procedures, produce administrative material, communicate with the 

Commission, beneficiaries, potential applicants and public by telephone, email or in 

person and at the same time organize calls for proposals, check the eligibility of 

applications, evaluate and validate results to be sent for confirmation to the European 

Parliament.  

 

IKY is also responsible for informing and counseling potential applicants as well as 

beneficiaries on the LLP. The actions taken towards this goal involve the organization of 

thematical meetings and seminars at least twice a year for each sub-programme, the 

production and distribution of leaflets and information material, newsletters, invitations 

to other Institutions (e.g Chambers of Commerce), project management meetings, web 

site releases etc.  

 

The Organization, realizing the necessity for its staff members’ constant upskilling and 

reskilling is participating or organizing thematic seminars at a regular basis. For 2011 

those included the training of administrative personnel in the INEP-GSEE (Trade Union 

Association) and the organization of a seminar on educational policies and structures in 

Europe. Similar training activities have also been planned for 2012. 

 

Highlighted is however the need for the development of a systematic training policy, 

focusing not only on the Organization at a systemic level, but efficient enough to cover 

tailored needs (a competence-based training system); however, it is very difficult to 

develop such an activity, in such a difficult economic situation. It was suggested though 

that it would be useful for employees to be trained in new information technologies, on 

specific software focusing mainly on project management.  
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The development of a training strategy for IKY 

 

The development of a competence based training plan shall 

 have measurable indicators at the level of objectives of Human Resource 

development and their achievement; 

 be associated with a particular timeframe in which it will be reviewed and 

updated; 

 have sufficient documentation as to why each training action is provided 

(Papadakis, Pehlivanides, 2010) 

 

Under this general guideline, the current study will attempt to identify the specific skills 

and competences to be developed based on a) the strengths and weaknesses reported 

from the implementation of the LLP in all Member States, as these were described at the 

Interim and Commission reports for 2007-2009, b) the impact analysis on the LLP’s 

implementation in the Greek context, c) the interview with the Director of the 

International Scholarships Unit of IKY and d) on the job descriptions, as those were 

presented in the Operations and Procedures Manual of the National Agency 

implementing the LLP Programme (Manual for IKY). 

 

Based on the above, the tasks and activities performed for the implementation of the 

LLP from IKY can be divided in four distinct but interrelated categories, in respect to 

the competences framework suggested by D. Bossaert (2010) and which refers to social-

personal-professional-strategic and functional competences: 

 

Coordination, Leadership, which entails the efficient execution of tasks related to 

 evidence-based policy making 

 strategic planning and coordination of activities 

 coordination and evaluation of staff, allocation of staff according to 

qualifications and competences 

 monitoring and evaluation of procedures 
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Competent knowledge of business management, legal framework and knowledge of 

education policies at a European and National level are a precondition for the 

implementation of the above mentioned tasks. 

 

Systematization, Teamwork, involves tasks related to 

 knowledge of the Organization’s responsibilities, scope and procedures 

 resource management 

 problem solving 

 simplification of bureaucratic procedures 

 collaboration, teamwork 

 drafting of official documents (reports, assessments etc) and information material 

 consultation 

 

This set of tasks requires efficient knowledge of administrative and financial procedures, 

analytical thought and problem solving capacity, communication skills, time 

management, and language and information technologies competence. 

 

Customer Services, Networking, Communication, is related to 

 organization of promotion/dissemination/information activities 

 counseling 

 communication with the public (by email, telephone or in person) 

 networking with National Agencies in other Member States and other 

stakeholders 

 

These procedures require high level communication skills, in Greek and in foreign 

languages, social competence and non-discrimination values, and organizational skills to 

meet strict deadlines, efficient use of information technologies. 

 

Technical and Administrative tasks refer to 

 use of accounting software 

 use of electronic management tools (e.g software for project management) 
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 website development and update 

 knowledge of administrative procedures 

 technical assistance (for meetings, conferences etc) 

 

The successful implementation of the tasks described above requires efficient knowledge 

of information technologies and software, technical skills, competent foreign language 

use, accuracy and organizational skills.  

 

This list of tasks sets a useful guide for the development of a training programme that 

will update the existing skills but also develop and consolidate related knowledge. 

Proposed is a training plan that will be reviewed and updated every calendar year and 

which will focus: 

 

 on the organization/participation on seminars related to legal and financial issues 

in national and European level; 

 on the organization/participation on seminars on business management, project 

management and public relations; 

 on the organization/participation on information technologies seminars 

 on the participation to the European Commission information, dissemination 

activities; 

 in-service training at a regular basis for monitoring procedures and on updating 

on new procedures regarding the Programme’s implementation 

 

This set of actions can be complemented by the participation on seminars or modules for 

the development of key competences, such as language and ICT use, and administrative 

development. In addition, a meeting among each Department’s staff members is 

proposed on a monthly basis. This meeting will provide with a review on the month’s 

activities completed, problems identified during implementation and action measures 

taken towards their resolution and discussion among staff members to improve 

collaboration and systematize work. The meeting will also set the plan with the 
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operations that have to be executed and the targets to be achieved in the following month 

and discuss strategic actions for its successful implementation.    

 

The proposed training plan aims at highlighting the key competences required for the 

successful implementation of the LLP from IKY in order to increase its operational 

capacity and administrative efficiency but also sets the requirements that will be 

necessitated for the successful management of the future lifelong learning Programme, 

Erasmus for all, which will start on 2014 and which will demand equally and even 

increased management efficiency on the part of the National Agencies. 
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Conclusions 

 

The transformation of Public Organizations into Learning Organizations in order to 

achieve excellence in Public Administration has gained popularity in the organization 

management policies (Maden, 2011). The development of specific education and 

training programmes towards this scope within each Organization and in respect to its 

specific operational needs is considered a prerequisite to be accomplished. 

 

Greece has recently acknowledged the need to effectively transform its Public 

Administration system so that it can adapt to the modern society and labour market 

needs. Many efforts have been made for reaching this goal; however, the results from 

this effort have not yet been visible. 

 

IKY is a Hellenic Public Organization that has to operate within a European context, for 

that reason, its structure and operational procedures are defined and described in detail to 

guarantee effectiveness. The training plan proposed in this study has taken into account 

the needs-in skills of its staff members to successfully carry out the Organization’s 

responsibilities not only towards the Commission, but also in respect to the Greek 

society.  

 

The Organization’s success in the implementation of the LLP has been largely based on 

the expertise and devotion of its staff members, thus, their need for upskilling and 

reskilling has been a priority. Several initiatives are taken towards the achievement of 

this goal every year, with the organization of thematic seminars or the participation on 

training activities. However, even though a systematic education and training strategy 

focusing on IKY’s specific needs is considered a key factor for its successful operation, 

it has yet not been developed, mostly due to the lack of resources required. IKY however 

has made serious efforts towards the identification of its training needs and is planning 

to work towards the development and implementation of a sustainable training strategy.  
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In this regard, it is considered that every Organization of the Hellenic Public Sector 

should be given the opportunity to make an individual assessment of its operational 

needs and under this scope develop education and training plans that would be in 

compliance to its specific objectives. Greece is implementing a centralized governance 

approach in Public Administration which is providing the strategic goals, general 

objectives and framework for the State; it is suggested though that some level of 

decentralization should be applied within each Public Sector Unit in order to meet its 

individual needs and goals. A decentralized approach will be allowing for a higher level 

of adaptability to different tasks and may lead to different approaches and exchange of 

good practices (Bossaert, 2010). 

 

It is our belief that it is for the Hellenic Public Administration’s benefit to try to develop 

relevant structures and action plans within each Organization, in order to meet specific 

needs and challenges. Excellence in Public Administration could be a key factor in the 

country’s struggling effort to come out of the recent economic crisis and walk strong 

into the future.  
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