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1. Executive Summary
Currently in Europe more and more people either decide to leave the safety zone of a
dependent working relationship or they are forced to do so. A rapidly increasing number of
people create their own company, but because they are not familiar with the new
unchartered waters they are diving in, they are led to failure. Thus, the current report
attempts to examine the issue for a specific age group, 45+, which consists of people, either
unemployed or in the redundant part of their working life cycle. It examines the issue by
taking into account, the current and future demographics of Europe, the social factors that
are affecting the citizens 45+, the European challenges and of course the facts about selfemployment or entrepreneurship on a European level. The report then moves on to the
learning style each and every person has and ends with the EntreComp framework, the
European Commission´s initiative aiming to foster the entrepreneurial capacity of European
citizens, officially launched the 12th May 2017.
On one hand, we have the fact that a larger and larger part of the active workforce should
stay longer in the market, on the other, we have the notion of the immobile working age,
combined with working conditions and the needed skills for the 21st Century. All of them
create an environment that is very difficult to be handled by a person, who is at the same
time facing the transitions on several levels of their life.
In order to provide viable solutions to the above issues, the current report attempts a) to
point out all of the factors that someone needs to know and understand, in order to feel
secure and ready to take the necessary steps and actions leading to taking entrepreneurial
actions. This is reinforced by b) tips and advice, how the learning process someone should
follow, based on their personal characteristics should be structured. Finally, c) we present in
detail the EntreComp conceptual model which is made up of three main areas: "ideas and
opportunities", " resources" and " into action". Each of these is in turn made up by a
number of competences (altogether 15) and 8 levels of proficiency, which make up the
building blocks of the entrepreneurship as a competence for all citizens.
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2. Introduction
This report is elaborated in the context of “Returning to the labour market through
Entrepreneurship” Project Acronym: Re-Enter with Approval Number: 2017-1-HR01KA204-035423. The current report "Entrepreneurial Development Practices in
Europe", which is the first Intellectual Output of the above-mentioned project, will serve as
a starting point and pillar for the implementation of the rest of the project activities.
The current report has a twofold objective: (i) to analyse the demographic trends regarding
the workforce 45+ at European level and (ii) to set the framework upon which the target
group can gain the needed skills set to undertake entrepreneurial actions.
The report attempts to reveal the situation as it currently is, in the European Member States
by using information from Eurostat and other European monitoring instruments, for
presenting the learning style and characteristics of the 45+ workforce. The presentation of
the EntreComp Framework, is focused on how to (re)enter the job market as an employee
or as a self-employed person, and on starting up own ventures (cultural, social or
commercial).
The report has been mainly developed by ECWT with the active contribution of the project
partners and through taking into account the current employment situation in the project
partner’s countries.
There is no publication available similar to the current report, so it is our hope, that the
report can serve in many different levels for broad number of subjects that are considering
implementation of adult education for people 45+, who want to engage in an entrepreneurial
working path.
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3. Re-Enter in a Nutshell
3.1.

Description of the Project

According to Entrepreneurship 2020 Action Plan, to bring Europe back to growth and higher
levels of employment, Europe needs more entrepreneurs. It confirms once more that one of
the most important factors for success of a start-up is the entrepreneurial knowledge, skills
and will of its founder or entrepreneurial founding team. RE-ENTER addresses the needs of
older entrepreneurs (45+) for improved entrepreneurial skills and support, in different phases
of entrepreneurial venture - from developing a business idea and plan, to establishing a
company and during its first steps in the market, and taking full advantage of
intergenerational learning through interaction with young entrepreneurs.
“Older workers have a wealth of skills and experience, e.g. 400,000 unemployed over 45
have on average around 25 years of experience each, we are missing out on 10 million years
of experience.” This enormous wealth of skills and experiences, that are not only beneficial to
the economy, but will help to teach the next generation of workers.
The project aims to understand the motivation and the skills most needed by the potential
and new entrepreneurs of people 45+, particularly in the partner countries.
The 45+ entrepreneurs have good knowledge of their sector and relevant expertise in their
line of work, they lack, however, the specific skills and knowledge for starting-up and running
a successful and sustainable business, so they need more exposure to entrepreneurship, they
have the skills and experience to make a success of their new enterprise and, more
importantly, this in combination with their maturity can reduce the risk of failure.

3.2.

The Objectives of Re-Enter

The objectives of RE-ENTER include building up of “Entrepreneurial Development” Practices
for unemployed and workers over 45 through a needs analysis process; exchange of
experiences and best practices in entrepreneurial development, training and support;
combining innovative approaches and development of a new Entrepreneurial Development
Programme. At the same time, the Re-Enter Community will provide an innovative and
inspiring learning environment through ICT, which includes creativity exercises, diversity
management and other tools; providing direct and virtual networking opportunities to starting
entrepreneurs. Motivational aspects will be addressed, with the aim of customizing the
programme for the different motivations of the target group.
Supporting unemployed people or ones at risk of becoming redundant, especially when they
are over 45 is one of the major challenges in the EU, one which is present across all
countries. Even when unemployment levels of these groups show differences across the
participating countries, they are always significantly higher than the national averages.
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4. The Framework of the Re-Enter Approach
4.1.

Demographic Context

Aging of the workforce has become in the last decades a crucial phenomenon for the
European Societies since it affects dramatically both the active workforce in the occupations
they are performing, as well as the social security systems of the Member States. It is of
great significance for the sustainable future of the European societies.
Demographic change in Europe over the last 30 years has seen Europe’s population age
significantly. The widely acknowledged drivers of increasing life expectancy and lower rates
of mortality mean individuals in Europe are living longer than ever before. This, combined
with fertility rates that are lower than those required for countries to naturally re-populate,
means there is a decline in the number of younger people and an increasing number of older
people.
The above two factors have led to a steady rise in the number of adults aged 50+
in employment or seeking employment across Europe. Over the last 10 years, there has been
a general increase in the employment rates of older adults across Europe. As Figure 1 shows,
the increases vary significantly indicating a great deal of diversity across Member States. Only
36,6% of 50-64 year olds in Croatia were employed in 2010 compared with 70% in Norway.
All countries with the exception of Greece and Cyprus saw an increase in the employment
rate of workers aged 50-64, while Greece and Cyprus experienced a decline in employment
rates for 50-64 year olds (Eurostat, 2017).
Employment Rate 50-64 years
80.00
70.00
60.00
50.00
40.00
30.00
20.00
10.00
.00
2007

2008
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Figure 1: (Generally) rising employment rates of workers (50-64), 2007 – 2017
Source: Eurostat Labour Force Survey, 2017
The above presented increase in employment rates of adults 50-64 is projected to continue in
the future, presenting significant challenges for older workers remaining in the workplace.
Barriers such as employer attitudes and fear of failure have to be overcome and changes to
legislation, which may force individuals to re-consider their point of exit from the labour
market will have to be factored in. Examples of such measures are presented more often in
the Member States and several new policies and Directives of the European Commission have
been launched the last 5 years. In addition, financial circumstances (austerity measures in
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several EU countries) may also mean that for many, early retirement is not an option any
longer.
Actions aiming to encourage older workers to remain active in the labour market later in life
should consider the differences and challenges of individual industry sectors as well as
cultural differences that exist across Europe. Interventions made in Scandinavian countries
may be less successful, when implemented in other parts of Europe. It is also important to
consider the different challenges that exist between the public and private sector. In
Scotland, there is a high proportion of older workers present in the public sector with 33.6%
of employees over the age of 50 (Loretto, 2011). It is important, therefore, particularly for
the public sector to understand the challenges of an ageing workforce and devise strategies
for managing it in the future.
Many Member States are in the process of implementing policies and reforms that encourage
older adults to work longer in later life and the employment rate of older workers is expected
to increase significantly over the next decades. Action and interventions are required to
support older adults to update their skills and knowledge and to help them re-engage with
learning and enhance their employability to ensure both economic and personal needs are
met. “Taking no action would weaken the EU’s ability to meet the future needs of an ageing
population” (European Commission, 2009: 3).
This challenge has led governments and policy makers across Europe to introducing
measures, such as increasing statutory pension age that encourages older workers to remain
longer in working life. Paradoxically, many organisations, particularly in a time of economic
recession, adopt strategies which adversely affect older workers, for example, through early
retirement / redundancy programmes. The true value of the older worker, the tacit
knowledge and hidden skills which often exist, can be lost to the labour market. Moreover,
older adults, who exit the labour market at 50+ are less likely then their younger
counterparts to re-enter employment (TAEN, 2009). To ensure growth and economic
prosperity in the future, employer attitudes and views of older workers must change. For this
to be achieved assistance must be provided to help employers and individuals understand the
wider implications of exiting the labour market.
On a national level countries most engaged in awareness raising about these issues and
actively taking actions to support entrepreneurs 50plus are: Austria, France, Germany,
Ireland, Poland and the United Kingdom. These countries have launched and operate the 50+
EPE – European 50+ Entrepreneurship Platform: http://www.50plus-europe.eu/an-agenda/
and community.

4.2.

Ageing Workforce

During the following years the number of people entering working age will be considerably
lower. In contrast to economic traditions, from now on we are going to define population as
people in the age group of 20-64 instead of 15-64. According to the above-mentioned newest
EUROSTAT population projection, if we focus only on the changes which will be taking place
during the next decade, we will perceive a small decrease in the number of working people
amounting to 2.6 million or 0.8% in comparison with 2010 Table 1 on page 10.
In a longer term, when all baby-boomers reach retirement age, the number of working age
people will be decreasing. The decrease will amount to around 10 million people or 3-3.5%
each decade. As a result, during half a century the percentage of people in the age group of
20-64 in the EU will be a mere 13.8%.
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Figure 2: Population pyramids, EU-28, 2001 and 2016 (% of the total population)
Source: Eurostat (demo_pjangroup)

These changes will differ depending on the territory, because in the case of 6 countries there
is expected a small increase in the number of people entering the working age (Belgium,
Cyprus, Sweden, the United Kingdom, Ireland & Luxembourg), while in many countries we
will see at least a 1/3 decrease (Bulgaria, Lithuania, Latvia, Poland, Romania & Germany) –
Table 1.
As a consequence of the coexistence both of the increase in the number of older people and
the decrease in the number of working age people, the costs incurred by an average
employee related to the ageing of the population will be significantly increasing.
Simultaneously, the workforce will also be ageing. To describe the changes taking place, let
us refer to the notion of the immobile working age. This term is used to describe people at
the age group of 45-64, who, because of the specific period of their lives, are characterized
by lower mobility defined in three dimensions1:
•
•
•

qualifications - they are less willing to undertake the effort of additional and
vocational training;
vocational - they are less willing to change their professions, even when they are
unable to find a job and are unemployed for a long time,
spatial - when required, they definitely tend less often to move to another place of
residence.

1

Adecco Group White Paper, It’s time to manage age. Overview of labour market practices affecting older workers in Europe,
http://www.adecco.com/en-US/Industry-Insights/Pages/Issues.aspx
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Country
European Union
(27 countries)
Belgium
Bulgaria
Czech Republic
Denmark
Germany
Estonia
Ireland
Greece
Spain
France
Italy
Cyprus
Latvia
Lithuania
Luxembourg
Hungary
Malta
Netherlands
Austria
Poland
Portugal
Romania
Slovenia
Slovakia
Finland
Sweden
United Kingdom
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for

2010

2020

2030

2040

2050

2060

306.954.160

304.336.840

294.487.891

283.752.910

273.474.830

264.673.627

6.496.880

6.726.411

6.716.839

6.829.380

6.976.999

7.069.924

4.795.191

4.245.225

3.772.511

3.432.881

2.998.937

2.727.708

6.797.569

6.504.443

6.346.238

6.134.233

5.625.583

5.312.503

3.279.633

3.278.413

3.251.190

3.176.399

3.230.756

3.225.283

49.560.809

47.837.086

42.856.845

38.697.882

36.274.346

33.400.637

827.108

779.078

721.264

696.221

638.285

583.179

2.733.641

2.723.726

2.969.079

3.177.776

3.203.465

3.501.073

6.967.653

6.857.568

6.667.359

6.292.212

5.814.720

5.679.537

29.130.991

29.215.008

29.534.119

28.510.159

26.833.829

26.700.202

37.989.976

37.779.599

37.600.045

37.461.421

37.780.014

37.903.908

36.688.560

37.324.687

36.902.079

35.013.846

33.964.852

33.389.736

505.718

542.641

566.478

604.896

611.450

598.259

1.405.268

1.315.484

1.184.348

1.087.195

947.551

802.356

2.054.264

1.957.576

1.731 511

1.631.955

1.516.212

1.338.222

313.105

356.136

370.209

378.000

385.064

389.203

6.270.192

6.030.248

5.808.456

5.477.717

4.944.295

4.527.476

259.816

247.524

235.715

232.805

218.151

198.776

10.108.327

10.013.219

9.582.107

9.113.408

9.083.719

8.885.288

5.153.255

5.271.090

5.073.760

4.860.076

4.814.285

4.672.627

24.694.019

23.759.537

21.887.668

20.994.660

18.337.300

16.006.829

6.553.241

6.479.391

6.335.442

5.964.258

5.509.308

5.293.945

13.739.952

13.174.064

12.457.820

11.275.029

9.796.295

8.540.008

1.315.701

1.298.981

1.224.353

1.175.794

1.081.447

1.024.554

3.560.285

3.544.964

3.350.736

3.210.255

2.848.246

2.539.334

3.218.027

3.110.012

3.011.688

3.033.544

3.011.074

2.958.731

5.461.930

5.660.530

5.725.290

5.823.586

5.987.317

5.910.125

37.073.049

38.304.199

38.604.742

39.467.322

41.041.330

41.494.204

Table 1: Number of people in working age in EU countries, 2010-2060
Source: http://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=proj_10c2150p&lang=en
According to the newest EUROSTAT population projection, during the next two decades we
will perceive a slow increase of the percentage of people at the age of 50 among all people in
the working age – Table 2.
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Country

2010

2020

2030

2040

2050

2060

European Union (27 countries)

43,1

46,6

47,6

47,2

45,8

46

Belgium

44,8

46

45

44,4

43,5

43,7

Bulgaria

43,6

46,6

51,9

51,8

46,2

47,2

Czech Republic

42,1

43,6

49,8

50,3

45

46

Denmark

45,3

46,4

44,4

43,6

44,8

44,5

Germany

46

50,8

48,7

48,4

48,7

47,4

Estonia

41,8

43,9

47,3

49,8

44,8

45,2

Ireland

37,1

43

45,8

40,3

38,9

43,9

Greece

42,2

48,4

53

49,9

46,3

47,8

Spain

39,3

47,4

51,4

48,1

45,6

48

France

44,4

46

44,8

43,9

44

44,5

Italy

43,9

49,9

50,4

47,7

47,3

48,2

Cyprus

39,6

39,5

43,1

47,1

45,4

44,3

Latvia

41,5

44,9

48,6

53,8

49,3

48,2

Lithuania

41,4

45,1

46,5

50,1

47,3

45,7

Luxembourg

41,4

44,3

45,5

45,5

45,2

44,6

Hungary

42,1

43

48,9

51

48,5

48,3

45

41,4

44,1

49,2

47,9

45,9

Netherlands

45,7

47,9

45

44

45,3

44,5

Austria

43,4

48

46,3

46

46,6

45,7

Poland

42,3

41,6

48,3

52,9

48,5

47,9

Portugal

42

46,6

49,8

48,7

48,1

49,1

Romania

38,4

43,6

50,3

52,9

50,1

49,6

Slovenia

43,5

46,7

50,7

50,4

45,9

46,5

Slovakia

40,4

42,1

49,4

53,1

48,8

48

Finland

47,9

44,9

44,7

45,8

44,4

44,1

Sweden

44,1

44,1

44,1

45,4

43,5

42,7

United Kingdom

42,5

44

42,6

42,9

42,3

42,1

Malta

for

Table 2: People in immobile working age in the EU countries, 2010-2060 (as % of
people aged 20-64)
Source: http://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=proj_10c2150p&lang=en
In the case of 12 countries, the percentage of people in the category of the immobile working
age will surpass the level of 50% in the coming decades, amounting to 53-54% in Slovakia,
Poland, Romania and Latvia.

4.3.

Social Factors

For many individuals over the age of 50, working in later life has always been in the distance
with little or no planning made on how to live beyond their working life. For some, the
financial reality comes into focus and the necessity of working beyond statutory retirement
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age becomes a real must. This is the reality for people in the former communist countries
that now are EU Member States or candidate for membership. For others, their career is their
life, with little or no interests outside their work.. The trauma this uncertainty brings to many
can be paralysing, with a real fear of the future and what lies ahead. The response by many
is “wait and see”, often to do nothing and hope for the best (Smith, 2011a).
There are a range of social factors which impact on the individual’s capacity for working and
learning in later life. McNair (2009) highlights the increasing challenge of unpaid caring
responsibilities, either for elderly parents, partners or grandchildren. Declining personal health
as well as changes in family circumstances such as children leaving home, bereavement and
divorce can also be contributing factors. These transitions after 50 (Figure 3) are succinctly
described by Phillipson (2002), who concludes that individuals who leave work early often
experience growing disillusionment and exclusion from society.

Figure 3: Transitions after 50
Source: Phillipson, 2002
For individuals, support and encouragement that will assist with planning and changing
career trajectory in later life may be crucial, as well as appropriate advice and guidance on
opportunities to re-skill, re-train and access appropriate learning and career opportunities to
help realise goals and encourage individuals, where appropriate, to remain working longer
and later in life (Smith, 2011a).
Financially, paid employment remains a significant factor in determining the transitions in
later life (Phillipson, 2002). Moreover, older adults may find it increasingly more difficult to
sustain their chosen level of lifestyle in the future making employment a greater necessity
than in previous generations. Of course, there are major variations depending on the type of
job an individual is employed to do. Manual and unskilled workers will more likely suffer from
the need to continue working for financial reasons, then those who are in skilled or
professional positions.
A further social dimension is the growing prevalence of caring among older adults. Older
workers are becoming increasingly more involved in the care of others such as grandchildren,
disabled or elderly family members and friends. Many workers can expect to become a carer
at some point in their lives and moreover, caring responsibilities often arrive unexpectedly.
However, caring can also start in a less demanding way with shopping, practical tasks and
over time these can become more frequent. It is expected, that e.g. in the UK, by 2037 .
9.1 million carers could be combining work and care (Management Issues, 2004). Options to
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remain in the workplace under these circumstances often rely on employers offering flexible
working schemes or the above individuals to have created their own company, which will
allow older workers to remain in the labour market longer and help provide a work-life
balance.
The peak age for having eldercare responsibilities is 45-64 and affects a fifth (1/5) of men
and a quarter (1/4) of women. Many will have significant skills and experience, which may be
lost from the market unless they receive support. Many older adults in Spain have caring
responsibilities for grandchildren due to a lack of nursery provision. A study found that 72.5%
of older people with grandchildren have taken care of grandchildren at least once, 24.9%
take care of grandchildren while parents work, 43.3% of older people take care of
grandchildren every day and 30.9% do it several times a week (Traido et al, 2007).
A key dimension of caring that employers have to be made aware of is that the type of
flexibility required by older workers looking after children compared with caring for other
adults differs significantly and often the emotional impact is quite distinct (Smeaton et al,
2009).

4.4.

The European Challenge

4.4.1. The European Commission´s Point of View
According to European Commissioner (2014-2019) Marianne Thyssen, Responsible for
Employment, Social Affairs, Skills and Labour Mobility, “While the population of Europe will

increase in the coming years, the working age population will shrink: from 306 million today,
to 267 million in 2060…. a whole new economy is arising to make it possible for people to
work longer, be independent longer, to be active longer. This so-called silver economy
creates opportunities and jobs for all….. the development of Silver Economy brings important
job opportunities. In the health and social services sector alone, one million new jobs are
projected by 2020”. 2
And she continues: “But creating jobs is not enough. The longer people are out of work, the

more vulnerable they become. And even for those who are in work, life-long learning is an
absolute necessity. Because skills quickly become obsolete in a fast-changing economy. This
is why, second, we must focus on skills. There is no work or profession which is unaffected
by technology. You are just as exposed to the changes that gig and shared economy bring if
you a plumber, an accountant, a researcher or – for that matter- a politician.
If we want competitive and resilient economies; and if want our people- old and young- to
have quality jobs and be able to fully participate in today’s economy and society; investing in
and lifelong learning for everyone is the only way. With our New Skills Agenda we aim to get
skills in line with labour market demand. We also aim to better understand current and future
skill needs. We want to tackle one of the biggest challenges that Europe is facing: 70 million
Europeans lack basic skills. For the very weakest on the labour market, our Upskilling
Pathways initiative aims to boost basic literacy and numerical skills and digital skills.
Older people have much to teach, thanks to their knowledge and experience built up during a
lifetime at work. Enabling them to stay at work longer, allows for a more successful and
smooth succession and transfer of this precious experience and knowledge“.

2

Keynote speech given by Commissioner Marianne Thyssen in "Encouraging longer working life and
ability to work", Active Ageing Conference, Lisbon, the 22nd of September 2017
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4.4.2. Exploring self-employment in the European Union
The working world as it is today, is completely different then what it was 20 years ago.
Entrepreneurship has become a key driving force and the traditional dichotomy of employee
and self-employed is insufficient to capture the wide diversity of self-employed workers in
Europe today. The Eurofound 2017 report reveals, based on data from the sixth European
Working Conditions Survey (EWCS) and the European Union Labour Force Survey (EU-LFS),
that the majority of self-employed workers enjoy high levels of job quality. However, there
are concerns in relation to so-called ‘economically dependent workers’: while they are classed
as self-employed, they lack both the autonomy that self-employment usually offers and the
social protection granted by regular employment. The report highlights that there has been
an increase of the self-employed workers in the services sector as well as in the proportion of
self-employed people who do not employ workers. Also among the key findings of the report
are stated the following:
Ø Diversity of the self-employed: Most of the self-employed deliberately chose to

become self-employed, but one in five reported having no alternatives for work.
Those who became self-employed out of necessity rather than choice are more likely
to report that they do not enjoy being their own boss or find it difficult to bear the
responsibility of running a business. More than half report that they are not
financially secure in the case of illness.
The diversity of the self-employed is only partially captured in the established
distinction between the self-employed with employees and the self-employed without
employees. An empirical estimation based on 2015 data from the sixth European
Working Conditions Survey has identified five distinct clusters of self-employed and
compared job quality for each of these groups.

Ø Nearly half show high levels of job quality: Two clusters – labelled ‘employers’

and ‘stable own-account workers’ – together comprise nearly half of all the selfemployed. While the first group generally employs staff and the latter does not, both
are economically independent and have autonomy in their work. Both groups
generally became self-employed out of opportunity: they enjoy being their own boss
and do not find it difficult to bear the responsibilities attached.

Ø One in four provides reason for concern: Two other clusters – labelled

‘vulnerable’ and ‘concealed’ – comprise a quarter of all self-employed and give more
reason for concern. Their situation is characterised by economic dependence, low
levels of autonomy and financial vulnerability. So-called ‘economically dependent
workers’ and the ‘bogus self-employed’ are likely to be found in these groups.
Those classed as ‘vulnerable’ are particularly economically dependent because they
rely on a very small number of clients. The ‘concealed’ group is most strongly
characterised by low work autonomy
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5. The Learning Style of Workers 45+
5.1.

The Eight Learning Styles

As each individual has a unique and distinctive personality, they also have different learning
styles. During recent years, through the learning analytics approach, several researches have
been undertaken on different existing learning styles. It has been proven that different
people learn in different ways.
In the RE-ENTER project, partners have agreed to use instead of the VARK model (visual,
auditory, reading/writing, and kinaesthetic), the approach adopted by the psychologist
Howard Gardner, who in his theory of multiple intelligences, identifies eight (8) different
learning styles:

Figure 4: The Eight Learning Styles
•
•
•
•
•

The linguistic learner is one who learns best through linguistic skills including
reading, writing, listening, or speaking.
The naturalist learns by working with, and experiencing, nature.
The musical or rhythmic learner is one who learns using melody or rhythm.
The kinesthetic learner is a person that learns best by actually doing
something.
A visual or spatial learner is a person who learns best if there are visual aids
around to guide the learning process.
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The logical or mathematical learner must classify or categorize things.
The interpersonal learner is someone who learns by relating to others.
The intrapersonal, as opposed to interpersonal, learner is someone who works
and learns best when they are alone.

Every different type of learner needs different tools that will enhance their retention.
Ø The Linguistic Learner will:
ü Take thorough notes.
ü Go over old tests.
ü Reread and rewrite your notes.
ü Make summaries of your notes.
ü Create lists with key words and phrases to help you remember concepts.
ü Use acronym mnemonics to assist in recall.
Ø The Naturalistic Learner will:
ü Imagine your learning material is a new ecosystem you must understand through
the recognition of patterns.
ü Identify and classify different plants and animals.
ü Pick topics that are related to daily life, Nature or people to increase your interest
in the subject matter.
ü Approach your learning environment as you would field research: Observe and
record data.
The Musical Learner will:
ü
ü
ü
ü
ü
ü

Participate in discussions and debates.
Read aloud.
Memorize material.
Listen to music while you go over material.
Use jingles or rhymes to remember new material.
Use mnemonic devices.

Ø The Kinesthetic Learner will:
ü Need Hands-on lessons as the ideal method of learning.
ü Review and recite notes while doing other physical activities, such as walking,
jogging or riding a stationary bike.
ü Use role playing or mime games to act out subject material.
ü Teach someone else the material.
ü Turn lessons into art projects.
ü Make graphs, pictures and maps to involve all the senses
Ø The Visual Learner will:
ü Use charts, graphs, maps, diagrams, time lines and infographics.
ü Implement digital tools and technology to assist learning.
ü Replace words with colors and images.
ü Create outlines with different levels instead of blocks of text.
ü Highlight important points in text.
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Ø The Logical Learner will:
ü Try to understand the key concepts behind lessons. Don’t just memorize.
ü Extract key information from notes such as statistics and facts to create lists.
ü Turn material and lessons into strategic mind games.
ü Stimulate your mind by playing computer math games and solving brain teasers.
ü Create specific goals and incentives and record your progress.
Ø The Interpersonal Learner will:
ü Seek cooperative learning settings.
ü Use role playing to enhance learning.
ü Teach others what you have learned.
ü Engage in language exchange programs.
ü Join a volunteer or service-oriented group.
ü Interview others to learn about their perspectives.
Ø The Intrapersonal Learner will:
ü Find a quiet but comfortable place to study alone.
ü Establish personal learning goals and track your progress regularly.
ü Keep a learning journal or log.
ü Reflect on what you have already learned and think through new material.
ü Find connections between what you have already learned and new material.

5.2.

Learning Methods for 45+

Since 2012, the Active Ageing European Year, a lot of publications have emerged that are
discussing and presenting learning methods that will maximize the effect of the results for
people 45+. The majority of them focus on specific type of approaches that can be applied
regardless of the above presented learning styles. These are:
Ø They prefer more practical and job-orientated knowledge
Ø They value the real-life application of their new skills and want to apply them
immediately
Ø Learning by sharing experiences and learning on the job are mentioned as most
liked, while self-study and classical learning are least preferred
Ø They want to have a systematic feedback on their learning process
Ø They prefer to work under a recognizable conceptual framework
Ø They want to learn within an adapted social context
Ø They want to learn within an adapted logistic context
Ø They want to learn new things
Ø Many workers 45+ stated that on formal learning activities they learn most from
colleagues at informal moments
Ø Discussing work, sharing grieves and problems and hearing how others deal with
similar problems/situations is very informative to them
Ø Coffee breaks during training activities are important moments where such
information is exchanged
Ø A striking detail is that colleagues from the same organization learn from each other
only when they go on training together, because there is no time for this in everyday
work
Ø The structure of the learning has to be clear to the participants
Ø Learners 45+ prefer a bite-sized learning format
Ø There has to be a good balance between theory and practice
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Ø Time has to be reserved to exchange experience between the participants
Ø Time has to be reserved to take initiatives and formulate suggestions and questions,
to exercise and rehearse to make oneself familiar with new information
Ø Smaller groups (5-10 persons) are more attractive to workers 45+ because there are
more opportunities to be actively involved in the learning sessions and to ask
questions.
Ø It is more attractive when there are participants from similar organisations
Ø Workers 45+ prefer to learn in heterogeneous age groups. Taking part in a group
where participants have similar professional experiences is more stimulating than
group members with the same age.
Ø An enthusiastic and successful trainer is someone who introduces himself not as the
‘teacher’, takes the time to get to know the people, tries to get insight in the specific
background of the participants, proceeds from the students’ experiences and
knowledge and translates theoretical concepts to their working environment.
Ø Showing interest in the workers’ learning needs and recognizing what workers have
learned by creating the opportunities to implement and practise what they have
learned.
Ø Willingness to listen and openness to ideas, suggestions and questions of the (older)
workers
Ø Acceptance of mistakes: an atmosphere where nobody is perfect and mistakes can
happen, only practice makes perfect
Ø 45+ citizens learn most by doing, but still they need direct and accessible support
and advice when they experience a problem.
Ø Use a positive approach: Start from the present capabilities of the workers, the things
they are good at and suggest how they can improve themselves
Ø It is very discouraging to follow a training activity and not be able or allowed to apply
what one has learned.
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Entrepreneurship

Competence

Already 10 years ago, the European Commission has identified entrepreneurship as one of
the 8 key competences necessary for a knowledge-based society through lifelong learning
actions and as one of the key policy objectives for the EU and Member States. The recent
years, as already pointed out in the current report, a major trend is the development of the
entrepreneurial capacity of European citizens and organisations.
In 2016 the European Commission and in specific the Joint Research Centre, has published a
report on entrepreneurship and the EntreComp Framework. The issue was further enhanced
by a large stakeholder conference organised in 12th of May 2017 in Brussels where the
EntreComp Framework was presented together with the DigComp (the Digital Competence)
Framework.
The EntreComp Framework aims to build consensus around a common understanding of
entrepreneurship competence by defining 3 competence areas, a list of 15 competences,
learning outcomes and proficiency levels, which current and future initiatives can refer to.
Developed through a mixed-methods approach, the EntreComp framework is set to become a
reference de facto for any initiative aiming to foster entrepreneurial capacity of European
citizens. The framework can be used as a basis for the development of curricula and learning
activities fostering entrepreneurship as a competence. Also, it can be used for the definition
of parameters to assess learners’ and citizens’ entrepreneurial competences.

6.1.

Entrepreneurship as a competence

The framework describes entrepreneurship as a transversal competence, which can be
applied by citizens to all spheres of life from nurturing personal development, to actively
participating in society, to (re)entering the job market as an employee or as a self-employed
person, and to starting up ventures (cultural, social or commercial). EntreComp is made up
by the 3 interrelated and interconnected competence areas (‘Ideas and opportunities’,
‘Resources’ and ‘Into action’) and 15 competences which, together, constitute the building
blocks of entrepreneurship as a competence as illustrated in the figure below.
In the context of the EntreComp study, entrepreneurship is understood as a transversal key
competence applicable by individuals and groups, including existing organisations, across all
spheres of life. It is defined as follows: Entrepreneurship is when you act upon

opportunities and ideas and transform them into value for others. The value that
is created can be financial, cultural, or social (FFE-YE, 2012).
The EntreComp conceptual model is made up of two main dimensions: the 3 competence
areas that directly mirror the definition of entrepreneurship as the ability to turn ideas into
action that generate value for someone other than oneself; and the 15 competences that,
together, make up the building blocks of the entrepreneurship as a competence for all
citizens. These competences are listed in Table 3. Each one is accompanied by a hint or an
exhortation to the learner to put the competence into practice and a descriptor, which breaks
it down into its core aspects.
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Figure 5: Areas and competences of the EntreComp conceptual model
The table below provides an overview of the EntreComp conceptual model, showing how the
entrepreneurship competence has been broken down into its constituent parts within the
framework.
Areas
1. Ideas and
opportunities

Competences
1.1 Spotting
opportunities

Hints
Use your
imagination
and abilities
to identify
opportunities for
creating value

1.2 Creativity

Develop creative
and purposeful
ideas

1.3. Vision

Work towards
your vision of
the future

Descriptors
•
Identify and seize opportunities to
create value by exploring the social,
cultural and economic landscape
•
Identify needs and challenges that need
to be met
•
Establish new connections and bring
together scattered elements of the
landscape to create opportunities to
create value
•
Develop several ideas and opportunities
to create value, including better
solutions to existing and new challenges
•
Explore and experiment with innovative
approaches
•
Combine knowledge and resources to
achieve valuable effects
•
Imagine the future
•
Develop a vision to turn ideas into action
•
Visualise future scenarios to help guide
effort and action
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2. Resources

Practices

1.4 Valuing
ideas

Make the most
of
ideas
and
opportunities

•

1.5 Ethical
and sustainable
thinking

Assess
the
consequences
and
impact of ideas,
opportunities
and
actions

•

2.1
Selfawareness
and self-efficacy

Believe
yourself
and keep
developing

in

•

•
•
•
•
•
•

2.2 Motivation
and
perseverance

Stay
focused
and
don't give up

•
•
•

2.3 Mobilizing
resources

2.4 Financial
and economic
literacy

2.5. Mobilizing
others

3. Into action

3.1 Taking the
initiative

Gather and
manage the
resources you
need

•

Develop
financial
and economic
know how

•

Inspire, enthuse
and get others
on
board

•

Go for it

•
•
•

•
•

•
•

•
•
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Judge what value is in social, cultural
and economic terms
Recognise the potential an idea has for
creating value and identify suitable ways
of making the most out of it
Assess the consequences of ideas that
bring value and the effect of
entrepreneurial action on the target
community, the market, society and the
environment
Reflect on how sustainable long-term
social,
cultural and economic goals are, and the
course of action chosen
Act responsibly
Reflect on your needs, aspirations and
wants in the short, medium and long
term
Identify and assess your individual and
group strengths and weaknesses
Believe in your ability to influence the
course of events, despite uncertainty,
setbacks and temporary failures
Be determined to turn ideas into action
and satisfy your need to achieve
Be prepared to be patient and keep
trying to achieve your long-term
individual or group aims
Be resilient under pressure, adversity,
and temporary failure
Get and manage the material, nonmaterial and digital resources needed to
turn ideas into action
Make the most of limited resources
Get and manage the competences
needed at any stage, including technical,
legal, tax and digital competences
Estimate the cost of turning an idea into
a value creating activity
Plan, put in place and evaluate financial
decisions over time
Manage financing to make sure my
value-creating activity can last over the
long term
Inspire and enthuse relevant
stakeholders
Get the support needed to achieve
valuable outcomes
Demonstrate effective communication,
persuasion, negotiation and leadership
Initiate processes that create value
Take up challenges
Act and work independently to achieve
goals, stick to intentions and carry out
planned tasks
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3.2 Planning
and
management

Prioritize,
organize
and follow-up

•
•
•

Set long-, medium- and short-term goals
Define priorities and action plans
Adapt to unforeseen changes

3.3 Coping
with uncertainty,
ambiguity
and risk

Make decisions
dealing with
uncertainty,
ambiguity and
risk

•

Make decisions when the result of that
decision is uncertain, when the
information available is partial or
ambiguous, or when there is a risk of
unintended outcomes
Within the value-creating process,
include structured ways of testing ideas
and prototypes from the early stages, to
reduce risks of failing
Handle fast-moving situations promptly
and flexibly
Work together and co-operate with
others to develop ideas and turn them
into action
Network
Solve conflicts and face up to
competition positively when necessary
Use any initiative for value creation as a
learning opportunity
Learn with others, including peers and
mentors
Reflect and learn from both success and
failure (your own and other people’s)

•

•
3.4 Working
with others

3.5. Learning
through
experience

Team
up,
collaborate
and network

•

Learn by doing

•

•
•

•
•

Table 3:overview of the EntreComp conceptual model
Source: EntreComp: The Entrepreneurship Competence Framework (2016)

6.2.

Progression Model

Entrepreneurship as a competence is developed through action by individuals or collective
entities to create value for others.
The progression in entrepreneurial learning is made up of two aspects:
1. Developing increasing autonomy and responsibility in acting upon ideas and
opportunities to create value;
2. Developing the capacity to generate value from simple and predictable contexts up to
complex, constantly changing environments.
The EntreComp Progression Model provides a reference for the development of proficiency
starting from value creation achieved through external support, up to transformative value
creation. It consists of four main levels: Foundation, Intermediate, Advanced and Expert.
Each level is in turn split into two sub-levels, as illustrated in Table 4. At Foundation level,
entrepreneurial value is created with external support. At Intermediate level, entrepreneurial
value is created with increasing autonomy. At Advanced level, responsibility to transform
ideas into action is developed. At Expert level, the value created has considerable impact in
its reference domain.
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Foundation

Practices

Intermediate

for

Advanced

Expert

Relying on support
from others

Building independence

Taking responsibility

Driving
transformation,
innovation
and growth
Taking
Contributin
responsibilit
g
y
substantiall
for
y to the
contributing
developme
to complex nt of a
developmen
specific
ts
field.
in a
specific
field.

Under
direct
supervisio
n.

With
reduced
support
from
others,
some
autonomy
and
together
with my
peers.

On my own
and
together with
my
peers.

Taking and
sharing some
responsibilitie
s.

With
some
guidance
and
together
with
others.

Taking
responsibili
ty
for making
decisions
and
working
with
others.

Discover

Explore

Experiment

Dare

Improve

Reinforce

Expand

Transform

Level 1
focuses
mainly on
discoverin
g
your
qualities,
potential,
interests
and
wishes. It
also
focuses on
recognisin
g
different
types
of
problems
and needs
that can
be solved
creatively,
and
on
developin
g
individual
skills
and
attitudes.

Level 2
focuses
on
exploring
different
approaches
to
problems,
concentrati
ng
on
diversity
and
developing
social
skills
and
attitudes.

Level 3
focuses on
critical
thinking and
on
experimentin
g
with creating
value,
for instance
through
practical
entrepreneuri
al
experiences.

Level 4
focuses
on
turning
ideas
into action in
‘real
life’ and on
taking
responsibility
for
this.

Level 5
focuses on
improving your
skills
for
turning
ideas into
action, taking
increasing
responsibility
for
creating value,
and
developing
knowledge
about
entrepreneursh
ip.

Level 6
focuses
on working
with
others,
using the
knowledge
you
have
to
generate
value,
dealing
with
increasingl
y
complex
challenges.

Level 7
focuses on
the
competence
s
needed to
deal
with
complex
challenges,
handling
a constantly
changing
environmen
t
where the
degree
of
uncertainty
is high.

Level 8
focuses on
emerging
challenges
by
developing
new
knowledge,
through
research
and
developme
nt
and
innovation
capabilities
to
achieve
excellence
and
transform
the
ways
things are
done.

Table 4: EntreComp Progression model
Source: EntreComp: The Entrepreneurship Competence Framework (2016)
The full EntreComp 442 learning outcomes that make up an operational reference tool for
those actors interested in bringing entrepreneurship competence to life can be found at the
Annexes of the Current Report.
A new guide – EntreComp Engage - to be released by the Commission in the first quarter of
2018 will intend to inspire more actors across Europe and beyond to get involved and to join
a community of practitioners committed to embedding these competences for life into
education, communities, work and enterprise.
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7. Conclusions
Higher participation rates, beyond the age of 55 in the workforce population group, will be
crucial to sustain and prevent Europe from shrinking. To some extent this transition should
happen naturally. Nonetheless, since the future competitiveness of the European Economies
and of the companies operating within them, will be based on the productivity and active
involvement of the people 45+ and the effective use of their skills, focused actions and
activities should be taken. To an extent this is happening, in some European countries, since
the current demographic change is driving this. Still it is crucial for the European Commission
and more and more Member States to encourage innovative strategies focusing on the needs
of the above-mentioned target group, which will lead to address the future challenges faced
by them in terms of skills and needed knowledge by today’s market.
The aim of this report was to provide a comprehensive overview of why it is needed for
people 45+ to have an entrepreneurial involvement at the market, since this active
involvement will help extremely their National Economies both in terms of innovation
generation as well as in fiscal terms. Additionally, the report also presents the needed skills
for people 45+ to be successful in their entrepreneurial journey and finally how they could
gain these. The next stage in the process is to drill deeper into the issues and consider ways
of transforming these issues into specific practices and actions.
To achieve this, it is recommended that an analysis is made through a questionnaire
approach of the most important elements of the above that will offer practical and effective
tools that can be implemented in order to gain the needed entrepreneurial skills. This process
of operationalization will contribute to transforming learning concepts into practices, that can
then be systematically monitored and measured.
Moreover, the report analyzing the questionnaires should examine and analyze previous
research and projects regarding entrepreneurial skills acquisition from the 45+ target group,
as well as existing age management structures at a European level, to identify the key
dimensions that an effective learning strategy for the examined target group should
incorporate.
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