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Introduction

Since 1989, the Czech Republic has experienced a process of radical social and economic change. The transformation of the totalitarian political and social structures and of the state-controlled national economy into democratic society has necessarily led to a transformation of the whole domain of lifelong learning and adult education, too. The fact that this happened at the very peak of the transformation from industrial society to knowledge society in Europe and in the period of intensifying globalisation has added to the complexity and difficulty of the transformation.

Like other economically advanced countries, the Czech Republic is facing challenges associated with becoming knowledge society and has reached a stage when “knowledge becomes the key factor of production” (Potůček, 2003, 84), or, in other words, when “cognitive and analytic elements in manufacturing processes add more value to the products than the manipulation of the material itself” (Skovsgaard, 2006, 131). This economic transformation requires new approaches to employee training, but even more than that, it means strengthening of the importance of human resources at the cost of material and financial ones. Sustainable growth of human resources is not feasible without lifelong learning for the workplace while on the other hand learning in vocational context is an important component and stimulus for lifelong learning.

If prosperity of knowledge society is a matter of human resources, i.e. abilities, knowledge, skills and attitudes of people rather than material resources, then human resources, among other things due to the dynamism of this development, cannot be perceived as a static category. What is essential in a world whose characteristic aspects are summed up in the concept of knowledge society is continuous development and regeneration of human resources. The principal path leading to human resources development is naturally learning and education. This is also why specialized literature on human resources almost invariably embraces the concept of lifelong learning, even if different aspects of lifelong learning may be emphasized.
The situation of the Czech Republic is, nevertheless, exceptional in a sense in the European context, especially by virtue of its focus on industrial production, a relatively high share of big companies (often with foreign capital participation) and a high concentration of “production and services with low demand for knowledge and a low level of technological sophistication” comparing to European countries, as the Strategy of Lifelong Learning in the Czech Republic (Ministry, 2007, 28) claims. There are independent studies which go even further, stating that “the economy of the Czech Republic ... has been based on cheap but little qualified work and inefficient use of exhaustible natural resources” (Potůček, 2003, 84). 

There are, on the one hand, factors likely to be favourable to adult occupational education – the private sector is dominated by larger employers more ready to make investments into education, or branches of international companies bringing their proven models from abroad into the Czech Republic (comp. Pol, Novotný, Šimberová, Chaloupková, 2007). The Czech Republic is, on the other hand, an economic environment with a major share of “old economy”, the consequence being a suppressed need to invest into human resources. Both these factors strengthen the role of company training in the overall picture of adult vocational training in the Czech Republic. 

If the present paper is to explore the whole wide area of learning for workplace, we must first go to the beginnings of the recent era in adult education in the Czech Republic, which can be traced back to the revolutionary year of 1989. This discussion is divided into two parts. First, the rather uncontrolled development in the 1990s is briefly summed up. Since the beginning of the new century, the national system of adult education has been marked by the first notes of order, partly thanks to the first results of convergent forces within the European Community and partly to the legislative measures introduced by the government. This was also the time when new company training systems got stabilized and entered a period of new development and new efforts to put through a wider and “more liberal” concept of adult learning at work and in the workplace emerged, which can be subsumed under the umbrella of “workplace learning” as the concept is perceived in the Anglo-Saxon environment – despite not being used in the Czech lands. The conclusions of the paper recall the broader context of some of the findings of the study.
The impact of the social and economic transformation after 1989

The change of the political and economic system after 1989 unsettled the whole system of adult education and changed it dramatically in all respects. Education and training had to be depoliticized in all areas and not always did the existing structures survive. Non-vocational education lost a significant portion of its infrastructure as politically grounded enlightenment institutions were closing down. The system of adult education had to be built on a new economic basis, implying, for instance, a significant reduction in activities of schools at the secondary, post-secondary and tertiary levels of adult education due to a lack of finance.
The economic transformation has virtually destroyed the system of company training. The traditionally strong system of company training, which was perceived as an important component of the national economy in the era of communist political control, more or less fell apart during the period of economic restructuring. Companies were giving up, one by one, their in-house training centres as something they were able to do without as a part of the process of making its operation more cost-efficient. People who had been involved in company training until then helped to set up new educational institutions and contributed to the process of the dramatic development of the institutional basis for adult education, which was characterized – especially in the beginning – by considerable imbalance between offer and demand. The system of non-formal educational institutions that arose from this chaos however proved to be surprisingly flexible, responding to the needs of the society undergoing transformation, as new solutions to the issues of plummeting demand for specialists in certain areas (mainly economy) or the demand for growing competencies in foreign languages etc. show. The opportunity to “purchase” education in the free market was accepted by individuals and companies, but also state institutions very fast. The principle that courses offered by private institutions can be bought was – among others – accepted by the Ministry of Labour and Social Affairs and taken advantage of for the benefit of its the system of requalification courses. The Czech Republic has thus become one of the countries which – with some exceptions such as civil servant training or teacher training – do not keep their own educational institutions to provide educational services. 

The state has attempted to set the limits of the chaotic free market with education by law – and failed. In the first half of the 1990s, the Ministry of Education, Youth and Sports of the Czech Republic (referred to as the Ministry of Education below) attempted to launch a process of legislative change whose aim was to address the area of adult education. The Ministry of Education prepared an Adult Education Act but its efforts met with a negative response on the part of employers and other ministries. The resistance was to adjusting continuing vocational education and training and harmonizing the restrictions the Act would have brought about, involving need for resources to be invested by all main parties. This caused the long-lasting major gap in legislation on adult education. The Ministry of Education kept putting off dealing with the situation until legislative issues concerning initial education are dealt with, which however happened as late as 2004. 

The situation in continuing education at the national level is being complicated by lack of distribution of competencies in this area, attended to by two government departments. One of them is the Ministry of Education, the area of adult education at national and regional levels being covered by the plan of development of the system of education, and the other one is the Ministry of Labour and Social Affairs, which has made the issues part of their national and regional strategies of human resources development.  

The current state of affairs in adult education in the Czech Republic has thus been defined by several key factors. The first one is the establishment of an open market with adult education in the era of the post-1989 economic transformation. Another factor is the hazy and slowly changing role of educational-system institutions with respect to adult education. And finally, there is the limited existence of non-vocational education. The role of the state in the 1990s was close to zero.

The new era – Europeanization on-scene

It is evident that the whole area of adult education has undergone an important transformation since the turn of the century: adult education started to be perceived as a part of lifelong learning in national documents as well as in the specialized discourse. Drawing new strength from arguments presented in international documents issued as a part of the convergent European policies and elsewhere (OECD, UNESCO), the state got deeply involved in efforts aimed at intervention in lifelong learning again. 

After the process of spreading the concept of lifelong learning across documents by international institutions was launched in the middle of the 1990s, lifelong learning has provided an axis to the Czech national educational policies and has become an important element in reports and programme documents in the Czech Republic, too, after a short delay since the end of 1990s. The strategic documents issued during this period such as the National Programme for the Development of Education in the Czech Republic (Ministry, 2001), Human Resources in the Czech Republic (National, 2003a), and, last but not least, The Strategy of Lifelong Learning in the Czech Republic (Ministry, 2007), in principal agreement with the Lifelong Learning Memorandum and the connected documents, put substantial emphasis on learning motivation and guaranteeing quality in education. The last among the documents paving the path to strengthening the role of lifelong learning (and within it, adult continuing vocational education) is The Strategy of Lifelong Learning in the Czech Republic. As for the area of adult vocational education, the document is calling for dealing with the following issues in a systematic way (Ministry, 2007):

· low participation of adults in formal education;

· insufficient use of the potential of non-formal education – few courses in which adults participate;

· not really functional requalification system;

· low participation of adults in informal learning;

· relatively low educational costs of  companies;

· fragmented interventions and flawed control of the system of vocational training.

The Strategy of Lifelong Learning in the Czech Republic also evidences the significance ascribed to adult vocational training by European and Czech political and programme documents, among other things the expectations as to the role of adult education as a tool of social inclusion. This concerns equal opportunities in education, education of challenged population groups and persons with impaired access to education, senior education etc. This special attention is necessary to prevent the development of lifelong learning from paradoxically widening the gap between socially, economically and educationally successful groups and groups at risk in these respects.

There has been a major shift forward in legislation, too: selected issues in adult vocational training were addressed by the Educational Act of 2004. To improve access to educational opportunities offered by schools, the Act stipulated an opportunity for secondary schools and higher vocational schools to offer extramural, evening, distance and combined qualification programmes of studies. Scope for continuing education in schools is also provided through an opportunity to offer individual examinations and/or specialized post-secondary and specialization courses and requalification courses leading to certification in agreement with respective law and regulations.

It was as late as in the half of the first decade of the new century that legislative bills on continuing education reached a stage when the government of the Czech Republic approved the objective of the Act on Continuing Education drafted by the Ministry of Education. The objective reflected the need for integration of formal and non-formal education and informal learning based on horizontal and vertical mobility within the system, targeting primarily vocational education of adults. This Act was adopted as the Act on Verification and Validation of Results of Continuing Education. It, among other things, specifies two system norms to be developed: a National System of Qualifications and a National System of Vocations (the first drafts of the former were prepared in 2006). It was nevertheless evident at the same time that the job was restrained by many circumstances of economic nature from the very beginning, which is easy to see reading the respective justifications. The intention was based on the idea that “it is desirable to provide users of continuing education with legal regulations that would:

· enable to validate the achieved education outside the system of education in a transparent and objective way;

· propose an objective method of verification of achieved education outside the system of education;

· provide participants of continuing education with qualifications leading to their better marketability in the labour market;

· provide employers with better information on the factual value of certificates acquired by job applicants; 

· facilitate access to information on courses on offer for course participants and providers;

· and which would not present an excessive burden to the state budget.” (Ministry, 2005, 1)

In 2008, a set of legislative acts covering adult vocational education and training partly is thus available in the Czech Republic. No legal norm which would deal with the issues of the system of adult education at a more general basis, including distribution of competencies, funding of adult education and related activities from the state budget and other aspects, however exists. The picture of the incomplete relevant Czech legislation is to be further illustrated by the fact that the existing norms differ in terminology and concept definition of the area, which leads to a certain confusion about the interpretation of these norms for both legal and professional purposes.

Capacity of vocational education and training systems

The basic prerequisite for functional adult vocational education and training is the existence of sufficient capacity of the systems providing this kind of education and training or offering space for learning. They are primarily educational institutions of all kinds, from institutions of formal education through educational agencies and non-profit organizations to company education and training systems. What is positive about the whole existing system is that adult vocational education and training in the Czech Republic have very firm roots – firstly in the sophisticated system of special training and secondly in in-house training, the latter of which has a strong tradition in the Czech Republic.  

As has been said in the analysis of the legal aspects of adult vocational education and training, schools of all levels can offer formal and non-formal education for the adult population, whole studies programmes and isolated examinations. Only a small part of schools (approximately 20%) take advantage of this opportunity; another group of schools however offer the school’s capacity or rent rooms for the purpose of adult education (Institute, 2008, 5-9). These figures however concern basic and secondary schools while adult vocational education and training are open mainly to special schools’ activities. No exact quantitative data is available, but some other numbers suggest that there are at least 40% of vocational schools (with occupational focus) which are involved in adult education and training.

The number of private institutions, agencies and companies providing education and training in the Czech Republic is estimated at as many as 3,000, but some of them refer to the services they provide as counselling or consultancy rather than education and training. One negative aspect of the big number of education and training providers is that most of the corresponding institutions, agencies and companies are very small and offer only a limited range of services – 45% offer up to five courses (National, 2003a, p. 102). These structures can hardly cope well with all support activities such as identification and analysis of educational needs, information services and counselling, accreditation etc.

The existing institutional basis provides a relatively wide offer of opportunities in adult education. Zounek, Novotný, Knotová and Čiháček (2006) have analyzed the offer and arrived at a qualified estimate of the overall offer of nearly 40,000 educational and training activities in the market with adult education in the Czech Republic (Table 1). This covers only the part of the offer which is available in the market but it may be assumed that its content and form are largely identical with those of company training. The authors also say that although information on the offer is widely available thanks to computer technologies but there are no easy ways for potential participants to search in the offer (a wider database is missing) and select courses in an informed way (much information is incomplete and some is missing altogether, such as assessments of quality of the educational event in question).

Table 1: An overview of the offer of educational events, by the provider

	Provider
	Total no. of educational events in the offer

	Secondary schools
	2,543

	Higher vocational schools
	804

	Public higher education institutions
	1,370

	Private higher education institutions
	240

	Non-profit organizations
	302

	Private offer
	33,760

	Total
	39,019


Source: Zounek et al., 2006

Another important group of actors in adult vocational education and training are employers, who mostly provide vocational education and training for their employees, either using their own human resources or by outsourcing the educational and training activities to external partners – the above-described educational institutions. Research shows that in 2005, 61% of companies provided continuing education for their employees (Czech, 2008, p. 10). 

Providing education and training for their employees, companies combine internal and external providers with a trend, it seems, towards strengthening internal control of company education and training. According to surveys, over 80% of companies in the Czech Republic cooperate with a private institution in the area of education and training (National, 2003b) and most companies (60%) “opt preferentially for offering their employees training by external providers”, with only 30% of this education and training covered by their own human resources (National, 2003b) and only 9% of companies having their own training centre or sharing one with someone else (Czech, 2008). These data clearly show that company education and training in the Czech Republic is dominated by outsourcing. These findings are however in contrast with another fact – that as far as share of working time taken up is concerned, it is higher for education and training provided by internal human resources: 56% of working time as opposed to 44% of working time for outsourced company training (Czech, 2008, p.8). This paradox is nevertheless easy to explain by the different temporal frames of the different educational activities – company education and training is likely to involve bigger blocks.

One new component in the offer is the possibility of engaging educational institutions in processes of verification and validation of results of continuing education. The – incomplete – data which are available for instance show that almost 40% of schools in the Czech Republic form a part of the system or intend to do so; data on other institutions are not available. It can thus be said that the Czech Republic has an extensive and dynamic market with vocational education and training which can satisfy most of the demand. The elements missing from the system (database, quality control etc.) and lack of information however make the market very difficult to survey.

Distribution of vocational education and training among economically active population

Existing studies show that adult vocational education and training is distributed very unevenly, varying depending on the occupational segment and organization size. The share of companies providing education and training for their employees is from 60 to 100% depending on company size (Czech, 2008); the share in the category of smaller businesses is significantly lower while big businesses with 500 and more employees invariably provide company education and training. The share of companies providing vocational education and training also varies depending on the field of business activities, ranging between 46 and 90% (National, 2003a, 83).
Significant differences in the share on education and training are repeatedly found among economically active population depending on achieved level of education and kind of work. The surveys by the Czech Bureau of Statistics indicate dispersion in participation in education and training from 6 to 29% (Czech, 2004). In 1996, the “average time spent on continuing vocational education and training [was] approximately 8 days per year for managers, approximately 7 days for engineers, approximately 5 days for office staff and 3 days for blue-collar workers” (National, 1999a, p. 40).  There are also differences between people working in different occupational fields – and they are significant: the range is from 6% for people working in catering and accommodation to 36% for people working in financial services (Czech, 2004).
Research by the author of this paper (a part of team work lead by Rabušicová) confirms these findings unequivocally. The most significant is the correlation between achieved level of education and participation in non-formal adult vocational education and training. The well-known fact that participation in education correlates with previous educational history relatively strongly has been confirmed. Only 20% of economically active persons with basic education and over 25% of persons with vocational certificates participated in this kind of education while the corresponding figure was almost 62% among people with university degrees (Table 2).

Table 2: Share on vocational education and training, by achieved education
	Achieved education
	Share of people who participated in vocational education and training

	Basic school
	20.7 %

	Vocational certificate (apprenticeship) 
	26.2 %

	Secondary school 
	45.8 %

	Higher education
	61.7 %


Type of economic activity is another important variable which helps to shape participation in non-formal education in a crucial way. The group most likely to attend courses of non-formal vocational education and training are employees, whose education is strongly encouraged by their employers. This unique position of employee training is, for instance, evident when entrepreneurs and self-employed people are analyzed or, even better, people temporarily out of job. The contrast between the share of employees participating in non-formal education and the unemployed or people on maternal leave is significant (see Table 3).

Table 3: Share on vocational education and training for selected types of economic activity
	Type of economic activity 
	Share of people who participated in vocational education and training

	Full-time employees
	39.4 %

	Entrepreneurs, self-employed persons
	30.4 %

	Unemployed
	7.9 %

	Maternal leave
	7.4 %


The occupational category under which the respondent falls shows a significant relation (even statistically speaking) to the share on participation in non-formal vocational education and training, too. Lower management, specialists and higher management are among those who participate most often. This is in line with the international trend to emphasize human resources management and control (National, 1999b).  Entrepreneurs (both employers and self-employed people) are the next group to participate somewhat less often and the lowest percentages are associated with positions requiring the lowest level of education (see Table 4). It is somewhat surprising that the category of skilled blue-collar workers, who are regarded as belonging to the category of the so-called “smart staff” in some countries (such as the USA) (Centre, 2003) and who are usually expected to participate in vocational education and training.

Table 4: Share on vocational training, by occupational category
	Occupational category
	Share of people who participated in vocational education and training

	Lower management
	64.9 %

	Specialist
	62.1 %

	Higher management
	50.0 %

	Office staff
	52.6 %

	Engineer, foreman
	50.9 %

	Farmer
	41.7 %

	Entrepreneur – employer
	35.5 %

	Entrepreneur – self-employed
	30.4 %

	Skilled blue-collar worker
	28.5 %

	Manual worker in commerce
	25.0 %

	Commerce and services staff
	21.5 %

	Unskilled blue-collar worker
	18.9 %


There are significant differences in participation in vocational education and training depending on the occupational field, too (Table 5). High participation in adult vocational education and training seems to concern jobs in secondary services (see the analysis of economic development); the trend is evident for participation in non-formal education while the relation between the field and formal adult education is less consistent. The structure of occupational fields unfortunately dissipates the category of “smart staff” (computer network administrators, assistants, laboratory technicians etc.) among the other categories.

Table 5: Share on vocational education and training by occupational field

	Occupational field
	Share of people who participated in vocational education and training
	Share of people who participated in formal education and training in their adult years

	Education and training
	66.7 %
	21.3 %

	finance and banking
	57.1 %
	10.3 %

	Public administration
	53.8 %
	2.4 %

	Health care
	56.1 %
	18.3 %

	Health care
	48.4 %
	3.2 %

	Economics
	44.4 %
	8.3 %

	Military and police
	55.6 %
	25.0 %

	Technology and engineering
	33.6 %
	8.8 %

	Services
	26.0 %
	7.0 %

	Arts
	21.4 %
	20.0 %

	Other
	28.9 %
	Cannot be identified


It can thus be said that participation in adult vocational education and training is strongly conditioned by specific characteristics of the individual, regarding both their job position and social status. No correlation was found between participation in education and training and gender, income, financial status of the family or size of municipality. These variables may play a role, which is however not so crucial as to influence participation in education in a major way.
The hidden world of workplace learning

The situation as described above tells the overt story of the whole field of learning for workplace. There is however much more to what is happening in the workplace. Each workplace is a complex aggregate of interests where not everybody who is involved necessarily has the same interest in participating in learning and education. The goal of the individual is to maintain and refresh their qualification for the given work position in order to keep the employer willing them to stay. It is also legitimate for the individual to aspire to acquiring knowledge and skills to make it possible for them to switch to another employer. Another legitimate interest of the individual is achieving happiness thanks to adequate quality of professional and personal life (comp. Pojerová, Svátek, Bojanovský, 2008). Concern over adult vocational training on the part of the company or organization is underlain by the need to adjust the employee to the needs of the company and to increase work productivity. The human resources perspective can, for instance, be divided on the basis of stakeholders’ versus stockholders’ interests, i.e. interests of those who have a stake in the operation of the company versus those who have a stake in the company performance (Bierema, D’Abundo, 2004). Organizations and companies thus typically harmonize the interests of individual groups of stakeholders, which concerns learning, education and training for workplace, too.

It is unfortunately to be said that processes in the workplace have not been covered by Czech theoretical discourse sufficiently – and the empirical evidence is even scarcer. These issues are beyond the concern of all important national institutions dealing with issues of lifelong learning and human resources development and fail to be covered in any significant ways in important studies or programme documents, The Strategy of Human Resources Development for the Czech Republic and The Strategy of Lifelong Learning in the Czech Republic notwithstanding, which hinders their accessibility considerably. Only the research Continuing Professional Education of Employed Persons in 2005 (Czech, 2008) studied some attitudes to development of company employees in connection with the workplace in a systematic way (job rotation, participation in training groups or quality groups, self-study etc.). These scarce data allows us to say that the importance of these approaches is strengthening and they are starting to be perceived as a full-fledged component of adult vocational education and training. Information on these trends however must be sought in sources other than those mentioned above.
An attempt to explore the situation in workplace learning in the Czech Republic has been made by Pol, Novotný, Šimberová, Chaloupková (2006), Novotný (2008) and Šimberová (2008) using sources (mainly journals, online sources and volumes of workshop and conference proceedings) targeting authors and readers from among managers and human resources managers. The discourse concentrates on presenting the various options how human resources development can be perceived from other perspective apart from mainstream company education and training outside the workplace. They tend, on the one hand, to focus on programmatic and norm-setting statements, but the need to evidence these statements by examples of good practice and illustrations of the benefit of multiple forms of workplace learning in successful business is felt, too.

The picture of workplace learning based on what can be found in this space for knowledge and experience sharing somewhat differs from the one based on statistics and findings of more general research. Workplace learning plays the role of an extremely promising tool for supporting organizational innovation and change, the role of one of the prerequisites for innovation and transformation strategies and the role of a tool for support of flexibility and adaptability of both employees and company structures. Learning organization is the ideal and workplace learning is a part of it. This is why workplace learning has to be supported, using methods such as counselling, couching, mentoring, supervision, field assistance, action planning and action learning and many others, including support of online learning. These processes have been changing work content for managerial staff and increasing the responsibility of HR managers as far as management of learning for workplace is concerned. Workplace learning thus seems to be increasingly perceived and discussed, especially from the managerial perspective. It is however hard to overlook that the extent to which issues of workplace learning are covered by current discourse in the Czech Republic is very limited.

Firstly, an overwhelming majority of sources covering workplace learning is devoted to presentation of methods of implementation and management of learning processes (usually in the context of company policies and involving the employee in company operation). Evidence on stimulation of learning processes as such, whether creating environment for safe learning or making learning one of the conditions of career development or integrating it into the system of company benefits, is much scarcer. What is however most alarming is that there is hardly any empirical evidence on evaluation, verification or certification of workplace learning outputs. Only when we are able to follow how all of the three above-mentioned processes (learning management, learning motivation, learning evaluation) are covered, the concept of workplace learning can be regarded as firmly grounded in Czech reality.

Another fact to be considered is that optimistic reports regarding the benefits of workplace learning may tend to express the minority attitude of progressive innovation companies, where HR development is a more or less natural priority. Common companies operating in less dynamic fields on the other hand tend to use learning, education and training of employees mainly as a tool for increasing their performance. In operations management of common companies (as Nečasová, Breňová and Průcha, 2006, evidence), innovations, work organization and HRD are in reality competing priorities.

Conclusions 

Adult vocational education and training is a very important, quantitatively growing component of lifelong learning. The occupational and vocational context is a key factor determining motivation for and participation in adult education in the Czech Republic. It is unfortunately the case that the written discourse on these issues often suffers from a lack of information, which limits the interpretation potential. Much important information is missing, such as information on the nature and amount of invested resources. The areas of workplace learning and self-education in vocational context have hardly been covered.

Analysis of relevant documents, analysis of publically available statistical data as well as findings of an empirical study undertaken by the present team of authors bring evidence of the existing tensions and paradoxes associated with adult vocational training. Some tensions are obviously generated at the level of educational policies of the Czech Republic, where problems which have accumulated in the system are dealt with slowly and sometimes even in a rather random fashion depending on EU policies or potential financing possibilities. 

Our analysis of empirical data – just like much other analysis – brings evidence that the vision of lifelong learning for all as a universal holistic tool for human resources development is still a dream rather than reality. This paper documents this observation for the area of adult vocational learning. The major inequality in participation in adult education reflects, on the one hand, economic and social trends, which can be evidenced, among other things, by the differences in participation between members of different occupational groups, but which is, at the same time, a consequence of inconsistent application of the concept of lifelong learning by educational policies unable to create space for synergy of individual, organizational, and social needs. There is a risk of adult vocational learning as a part of lifelong learning becoming a tool for increasing social stratification rather than a weapon against inequality. This may threaten both goals of work in the domain of human resources development – development of human resources potential and wider social goals associated with the fundamental issues of equality of opportunities and social inclusion.

How functional the very flexible but hard-to-survey market with adult vocational education and training is, is an open issue. It is not clear to which extent the offer addresses the needs of all people generating the offer, i.e. individuals, organizations and the state. The degree to which the needs of the potential clients and the offer by educational institutions coincide is little written about and only rarely are these records based on comprehensive evaluation of educational needs of individuals, organizations or companies and evaluation of social and economic trends. 

It is a question to which extent all stakeholder groups are aware of the need to attend to their interests and accept liability for their implementation: To which extent is the employer perceived as someone who is willing and able to support education, training and lifelong learning of its employees? To which extent is the state perceived as willing and able to support education, training and lifelong learning of its citizens? And to which extent is the individual ready to bear the responsibility for his/her learning?

The unresolved questions concerning legislation and guaranteeing a functional system of adult vocational training are still numerous. The solution to them in the Czech environment must undoubtedly include

· completing legislation by adding missing articles and harmonization of current legislation;
· creating a system space for a search for synergies (between the state, non-state, and private sectors, between systems of formal and non-formal education and informal learning, between practice, educational and social policies, between managerial and educational activities);
· managing and developming human resources to make the system of adult vocational education and training work and enhance people’s expertise.
As soon as these issues are resolved, potential significant support to adult vocational education and training is more likely to lead to desirable and recognizable short-term, medium-term and long-term effects for individuals, organizations and the state.
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