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1.INTRODUCTION

Due to dynamic changes caused by technological nedwaent and globalization, contemporary
economy imposes on societies strict requirementsceraing constant update of knowledge and
modification of attitudes to entrepreneurship, ity and creativity. For the economic sphereiniiplies
undertaking activities for innovativeness. Polisbreomy is currently in the phase of developmerdgragd
at effectiveness; however, the phase of transitidhe economy driven by innovativeness is visiblence,
the features of the contemporary economy and lataoket are mobility and adaptiveness shaped, me. o
the basis of the model of lifelong learning, whistsupplemented by life-wide learnihg

As B. Urbaniak emphasized, the distance in the level of developroé Poland in comparison with
different developed countries results mainly fropsaete technology of production, insufficient ambaf
assets and insufficiently used (compared to diffeceuntries) human capital. To allow Poland taleaip
with developed countries until 2030, we should parso build long-lasting competitive predominance
based on the adaptiveness of the economy relatingnriovation and investment, creativity and
entrepreneurship whose one of the main pillars agticuous learning, especially in the light of
prolongation of professional activity to the age6@f Low level of participation in continuous leggis a
significant barrier for development of Poland; heneducational challenges for Polish society are
considerable.

In the contemporary economy, innovativeness playgreater role in the process of increasing
competitiveness, both on the level of a micro gumtee and the whole economy, also in single regidhe
adopted Strategy Europe 202(Quts emphasis on: increasing the level of emplogmencreasing
expenditures for R&D, improvement of education he tsociety (building the economy based on
knowledge), battle with social exclusion and poyerhis strategy attributes a great role to the Sid&tor
(similarly to the previous one).

It must be emphasized that the SME sector playgyarkle in Polish economy. In 2012, SMEs
constituted 99.8% of all enterprises (ca. 1.79 BIMESs). Enterprises in Poland generate almost 75% of
Polish GDP (73%-71.8% in 2011). In the structurés@iP contribution, SMEs generate 48.5%, in which
the smallest ones generate 29.7%. In 2012, the auoftpeople working in enterprises in Poland eegal
8.9 min, where 6.3 min worked in SMEs. On average2012 the number of people employed in
enterprises in equaled 6.5 min. Persons employexidro, small and medium enterprises (more than 3.9
min) constitute more than a half, i.e. 60.3% ofalisons employed in enterprides

Although the SME sector plays such an importarg inl Poland, it is characterized by a really low
level of innovativeness which is caused by mangrimdl and external factors. The first group inchude
mainly factors connected with mental attitudes, ifested by general reluctance of entrepreneursakem
changes in the entities they manage, which is oed by their passive attitude or is a resultref t
necessity to make investments, which is quite r{glocording to entrepreneurs) in the period ofi@snd
uncertainty of the future. External conditions tedtom the existence of factors which usually limi
conducting innovative activity by SMEs (e.g. hineraccess to capital, insufficient level of knovged
about company management, limited scale of demandhdw products on the market or unfavourable
assumptions of the innovation policy).

This report is based on the assumption that theatdunal policy (also in relation to continuous
learning) may play an important role in improvingnovativeness of enterprises (including SMES) in

! Urbaniak B.,Imperatyw ksztalcenia ustawicznego w gospodarcetejpaa wiedzy [win] Znajmiecka-Sikora
M., Roszko E.Podstawy ksztalcenia ustawicznego od A do Z. MafiagrWydawnictwo ego, £4d2010, p. 16.

2 Ibidem.

® Raport o stanie sektora matychsiednich przedsbiorstw w Polsce w latach 2012—-2Q1Bolska Agencja
Rozwoju Przedsbiorczaci, Warszawa 2014, p. 13 and following.

* Niedzielski P., Stanistawski R., Stawasz E. (eB9lityka innowacyjna péstwa wobec sektora malych i
srednich przedgbiorstw w Polsce — analiza uwarunkawa ocena realizacji Zeszyty Naukowe Nr 654,
Ekonomiczne Problemy Ustug Nr 70, Szczecin 2015, p.



Poland. Currently, the policy is not favourable fentrepreneurship, innovative attitudes among
entrepreneurs and their employees.

The aim of this report is to characterize and asgessystem of continuous learning and the innowat
policy towards SMEs in Poland that have existedhdntb. Furthermore, the report proposes essential
changes in the system of education in the contextnproving innovativeness in enterprises, espgcial
small, medium and micro enterprises which playnapartant role in the structure of Polish economy.



2. CONTINUOUS LEARNING IN POLAND

2.1. System of continuous learning

The term "continuous learning” is often interchatgg used with the following terms: further
learning, permanent learning, permanent educatioiceasing learning, lifelong education, lifelong
learning. All these expressions suggest that this iprocess of continuous update, improvement and
development of general and professional qualifizatiof an individual during the person's whole’life

In the Council Resolution as of 27 June 2002, difigl learning "must cover learning from the pre-
school age to that of post-retirement, including ¢imtire spectrum of formal (schools or other ftied of
the educational system), non-formal (outside thetesy of education) and informal (natural) learning.
Furthermore, lifelong learning must be understogdlalearning activity undertaken throughout Iiféth
the aim of improving knowledge, skills and competn within a personal, civic, social and/or
employment-related perspective. Finally, the pptes in this context should be: the individual be t
subject (gf learning, highlighting the importanceaof authentic equality of opportunities, and qyailit
learning”.

In Polish legislation, continuous learning has eowa definition: "education at schools for adulis,
well as acquiring and supplementing general knogdedskills and professional qualifications outside
schools by persons who have completed obligatangagibn”.

Continuous learning may be realized in the follayviforms: formal, informal and non-formal
(incidental, self-educatiofy)

Formal education is education in the school systerprimary schools, junior high schools
(gimnjazjum) basic vocational schools, secondary schools,timtd secondary schools, post-secondary
schools, universities and PhD studies. It affdntsi¢vel of education.

Non-formal education is understood as all organieellicational activities that are not school
education, i.e. they are not provided by formalaadional institutions. It comprises all kinds ofdédnal
education and training outside the school systérdoés not affect the level of education. It isallgu
provided in the form of courses, training, instioist (at a workplace or not), seminars, conferences,
lectures, private lessons (e.g. foreign languagesyvell as "remote" learning (e.g. e-learning).

Informal education (self-education) is independeratning in order to gain knowledge and improve
skills. It should occur without a teacher's assistaand outside organized school and out-of-scluopis.
The methods of self-education include: family, ideand co-worker support, printed materials, saféwa
and the Internet, educational programs broadcast\boor on the radio, visiting museums with a guide,
visiting research centers and using informatiooueses available there.

The responsibility for continuous learning in Palais mainly borne by the Ministry of National
Education and the Ministry of Labor and Social &gltherefore the legal grounds are included ifeceht
documents. They include mainly:

1. Act on the system of education as of 7 Septemb8d JP@stawa z dnia 7 wrZeia 1991 r. 0
systemie fwiaty - Dz.U. 1991 nr 95 poz. 425

® Wiktorowicz J.,Obraz ksztalcenia ustawicznego w Polsce na tle sialgmh krajow Unii Europejskigjiin:]
Znajmiecka-Sikora M., Roszko BPodstawy ksztalcenia ustawicznego od A do Z. MaiagrWydawnictwo ego,
£6dz 2010, p. 44.

® Ibidem.
" Ustawa o systemieswiaty z dnia 7 wrzénia 1991 r. art.3 ust.17.

® Urbaniak B.,Bariery udziatu polskiego spoteamtwa w ksztalceniu ustawicznyfim:] Kotlorz D., Raczaszek
A. (ed.), Polityka edukacyjna wobec rynku pracgtudia Ekonomiczne. Zeszyty Naukowe Wydzialowe,1h5,
Uniwersytet Ekonomiczny w Katowicach, Katowice 20£2181.



2. Act on promotion of employment and institutionshe labor market as of 20 April 20Qdstawa z

dnia 20 kwietnia 2004 r. o promocji zatrudnienianstytucjach rynku pracy - Dz. U. z 2015 r.
po0z.149).

They describe issues connected with education, sedimg and vocational guidance for the unemployed
and persons looking for a job.

Rules and conditions concerning vocational quatfans of adults and general educational
development are formulated in some legal acts ésbydoth ministries, e.g.:

1.

6.

Regulations of the Minister of Education and Scieas of 11 January 2012 on continuous learning
in non-school settingsREzporzdzenie Ministra Edukacji i Nauki z dnia 11 styczg@@l?2 r. w
sprawie ksztatcenia ustawicznego w formach pozasaito.

Regulations of the Minister of National Educatienad 7 February 2012 on the core curriculum of
educating in profession&®ozporzdzenie Ministra Edukacji Narodowej z dnia 7 lutefil? r. w
sprawie podstawy programowej ksztatlcenia w zawodach

Regulations of the Minister of Labor and Sociali®ohs of 14 May 2014 on detailed conditions of
execution, modes and methods of providing laboketagervicegRozporzdzenie Ministra Pracy

i Polityki Spotecznej z dnia 14 maja 2014 r. w speaszczegotowych warunkdéw realizacji oraz
trybu i sposobu prowadzenia ustug rynku pracy).

Regulations of the Minister of Labor and Sociali®olas of 14 May 2014 on grants from the
National Training FungRozporzdzenie Ministra Pracy i Polityki Spotecznej z dbamaja 2014
r. w sprawie przyznanigodkéw z Krajowego Funduszu Szkoleniowego).

Regulations of the Minister of Labor and Social iBolas of 11 April 2014 on occupational
preparation of adults. Act as of 27 August 1997 caeupational and social rehabilitation and
employment of the disable(Rozporzdzenie Ministra Pracy i Polityki Spotecznej z driih
kwietnia 2014 r. w sprawie przygotowania zawodowdgmstych. Ustawa z dnia 27 sierpnia 1997
r. o rehabilitacji zawodowej i spotecznej oraz zanieniu 0s6b niepetnosprawnych).

Labor Code.

Continuous learning in Poland may be organized dnosdance with the rules specified in the
provisions on economic activity (so called commeadreules) or the rules resulting from the act oa th
system of education. Training institutions may asetdheir activity on the basis of different ruld$ie act
on the system of education defines both formal slchducation and non-school education. It presestss
and obligations of schools and non-school educatamilities, both public and private. The act also
regulates matters connected with pedagogical sigpemy i.e. responsibilities of school governing
authorities (institutions of self-government adrstration, companies/private persons), boards ofatthn
and regional examination boatds

The market of educational services of continuoasnieg is created by, e.g. educational, social and
branch associations; foundations; universitieshéigeducation facilities; schools for adults; reska
development institutes; centers of lifelong leagnicenters of practical training; centers of vomasi
training and educational companies.

In the Polish system, lifelong learning school settings (formal)may be organized as full-time,
extramural and remote in different schools for tslahd other facilities (public and private) on basis of
curricula for a given level. It leads to acquiriggalifications and being awarded diplomas specified
relevant provisions by the Ministry of National Eation. Continuous learning in school settingsiedrr
out by public facilities is gratuitous.

° Wilczynska B.,System ksztalcenia ustawicznego w wojewddztwieglid] [in:] Tomanek A. (ed.)Narzdzia
polityki flexicurity. Poradnik dobrych praktykzba Rzemiénicza i Przedsbiorczaci w Biatymstoku, Biatystok
2010, p. 82 and following.



Lifelong learning is organized and carried out’hy

— schools for adults - education for adults is comedién all types of schools on ISCED levels 2-4, in
compliance with the provisions of the act on thstey of education as of 1991. Schools for aduéts ar
meant for persons who have not attained the degénel of education in the time and conditions
planned for education of children and young pers8ogh people have an opportunity to supplement
general education and gain new occupational qaoatiins. Adults may participate in full-time
education, remote education and prepare themsklvéaal exams;

— continuous learning facilities, practical trainifggcilities, supplementary education and vocational
education centers whose statutory obligations igr¢g@nize and conduct continuous learning (on the
basis of core curricula effective in the whole doyinboth in a full-time form and in the form of
preparing for final exams. In Poland there are ¢86tinuous learning centers, 137 practical training
centers and 24 vocational education centers;

— higher education facilities, Polish Academy of &cies scientific and research units conducting post-
graduate studies to allow students to supplemenimprove their qualifications and knowledge
essential to perform an occupation (e.g. pedagbgmanagerial or medical studies, etc.), to gain
qualifications in related occupations or completetdral studies;

— Association of Polish Crafts - adults may completieication in an occupation at a company if they
want to be a journeyman, qualified worker or master

Having completed a level of education, studenta pfimary school, junior high school or secondary
school receive a diploma certified by the natiomathorities and a diploma certifying occupational
qualifications. Graduates from secondary schooteive a diploma of completing a secondary school.
Representatives of handicraft chambers hold examnsjourneymen and masters and issue relevant
certificates.

A reform of vocational education introduced in $splber 2012 a new gratuitous form of education -
gualification vocational courses instead of voaadicschools for adults. On such courses, adultedst 18
years old) may obtain 251 qualifications irrespectdf their previous education (Regulations of the
Minister of National Education as of 23 DecemberlD0 Such courses provide education in 162
professions attributed to 7 areas of education. ddrve curriculum for each occupation has the same
structure and consists of the same elements. Ctimplef a given course enables a person to talexam
in scope of a given qualification. Each course aaducted in accordance with a program which is in
compliance with the core curriculum provided by Mmistry. Having completed a qualification course,
person receives confirmation of course complefidgren, the person takes an external exam confirming
gualification in an occupation and receives a dioconfirming the qualification, which issued by a
regional examination board. If a person obtainsgaklifications for a given occupation (one, twadan
sometimes three - K1, K2, K3) and has secondargathmn, he or she can be awarded the title of a
technician.

Qualification vocational courses may be conductgdpliblic schools providing vocational education
for given occupations, non-public schools having tlghts of public schools and providing vocational
education for given occupations, continuous leaytacilities, practical training facilities, suppbentary
education facilities and vocational education cenytmstitutions of the labor market specified irtiéle 6
of the act as of 20 April 2004 on promotion of eaywhent and institutions of the labor markBiz( U. z
2008 r. Nr 69, poz. 415as amended) which provide education and trairémgties conducting activity
connected with education on the basis of the adtemdom of business.

Continuous learningn non-school settings(informal) may be provided as: training, workshops
conferences, seminars, correspondence courselearmdng. It is not supervised by any central arities;
thus, it is hard to indicate its general goals worjiies. First of all, it responds to current demcies, a
general policy of continuous learning and needbieflabor market. The enrolment criteria are spetiby
educational facilities, usually on the basis ofrseuobjectives. The costs of informal learning asaally
covered by participants. The only two exceptiors @urses financed by the European Social Fund and

19 Ksztatcenie i szkolenie zawodowe w Polsce. Chanaitigka og6inaCEDEFOP, Luksemburg 2011, p. 37 and
following.



courses for the unemployed financed by the LaboidF&inancial means for informal continuous leagnin
usually come from state funds, Labor Fund, strattiunds or the costs are covered by participanteir
employers".

Informal vocational and continuous learning is oigad by:

— public educational facilities (centers of contingolearning and practical training), centers of
supplementary education and vocational educatiogdrizing short training programs and different
occupational courses;

— centers of supplementary education and vocatiahatation run by branch associations;

— higher education facilities, Polish Academy of &cies research units, research facilities organizing
training, seminars, workshops, etc.

— labor market institutions, including voluntary lalsmrps;

— private training companies;

— enterprises (employers);

— associations, foundations, corporate bodies andalgiersons.

The weakness of Polish system of continuous legrisitack of a system of validation and recognition
of qualifications/abilities gained during informialarning. Different sectors apply their own solago For
example, external exams held by regional examinaboards enable adults to obtain a diploma of
completing junior high school or general secondseiiool without attending them. However, external
exams confirming occupational qualifications araikable only for persons who have graduated from
specific vocational schools. In the planned refainvocational education connected with the national
qualification framework, occupational exams willveaa unified form, irrespective of the fact if edtion
has taken place in school or non-school settings

One of the tools of the labor market which showdtdbute to dissemination, increasing an access to
and improvement of the quality of training serviteshe Register of Training Services (RPSRTS was
established in 2004 by virtue of the provisionghaf act as of 20 April 2004 on promotion of empleym
and institutions of the labor market. Accordingthese provisions, each training institution intezdsin
conducting training programs for the unemployed pedsons looking for a job financed by state fuisds
obliged to be registered in RTS. The entry to thgister can be obtained upon submission of an entry
application at a Voivodeship Labor Office of properisdiction for the registered office of a compan
Institutions that do not apply for public funds faaining the above mentioned groups are not otiligebe
registered. The registration process is gratuitdmsinstitution receives a document confirming tery
with the date of registration and registration nemfhe Register is kept in the IT system.

The report prepared by the Ministry of Labor andiSloPolicy as of 31 December 2013 mentions that
there were 12 619 registered training institutihd 833 together with local offices and branch@sje
highest percentage of registered institutions weasonded Mazowieckie voivodeship - 16.3% and
Wielkopolskie - 10%. Among all registered instituts, 94.5% declared themselves to be non-public and
only 5.5% public. Training services are mainly ofé by institutions run by natural persons. In 20t3he
total number of registered institutions:

— 54% were institutions run by natural persons ais #@wnomic activity;
— 27.7% were associations, foundations, companie®ms corporate bodies;

— 9.2% were other organizational forms such as: cerdkcontinuous learning and practical training,
centers of supplemental education and vocationalicatn centers, higher education
facilities/colleges, secondary schools, researchsarentific centers, research-development centers;

— 8.9% represented other organizational forms inolgigvorkplaces.

1 Ksztalcenie i szkolenie zawodowe w Polsce. Changitika 0g6inaCEDEFOP, Luksemburg 2011, p. 39 and
following.

12 polska Rama Kwalifikagjinstytut Bada Edukacyjnych, Warszawa 2013.

*Rejestr Instytucji Szkoleniowych (RIS). Raport 20@8tytucje szkoleniowe i ich ofertilinisterstwo Pracy i
Polityki Spotecznej Departament Rynku Pracy, Warsza014.
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The analysis conducted by the Department of Labarkist of the Ministry of Labor and Social Policy
shows a profile of a "typical" training institutioregistered in RTS. It is an institution that mighe
characterized as: non-public, run by a naturalgrerestablished in 2006-2012, not having accreditair
guality certificate, not entered in the registeptkby a unit of self-government in compliance witie
provision of the act on the system of educatiomppring adults to an occupation to a small extent,
employing lecturers part-time, declaring to havedieted an analysis of training quality, rentingms
and having own and rented workshop rooms and didaquipment - computers and an access to ICT
network, offering gratuitous help to participantadagraduates to a small extent and/or offering
occupational training for adults based on inforar@tbout the situation on the labor market andtimeent
demand for qualifications.

In order to ensure high quality of continuous I@@gnin 2003 Poland introduced a system of
accrediting facilities and centers offering contine learning in non-school settings Obtaining
accreditation confirms that a facility fulfils cait requirements and adopted criteria of quality.

The following entities can apply for accreditatigmiblic and non-public centers of continuous laagni
and practical training, centers of supplementarycation and vocational education, entities condgcti
educational activity in accordance with the rulpscified in the provisions of the law on econonut\aty
providing that they have started their activity least one year before the day of requesting a local
department of education for accreditation. Accedtih may refer to the whole or a part of education
Before awarding accreditation, special attentioomuth be paid to the didactic personnel and their
gualifications, methodology and teaching materials.

2.2. Participation in continuous learning

To assess lifelong learning in Poland in compariatith other countries, the report will use Eurostat
data gathered in the Labor Force Survey and theltAgducation Survey which take the level of
participation of population in education and tragiin a year (last 12 months before the survey) int
account’.

Although Poles have high educational aspirationglvhare demonstrated by widespread participation
in formal education (including higher educationgriipation of adults in education and training
significantly decreases after completing this psscén Poland, the percentage of people at thekze-64
in education is very low (Table 1).

In 2014, this percentage equaled 4.1%, whereaavilrage for all twenty-eight EU member states was
10.6%. The EU objective until 2020 is 15% in aceworck with the European agenda on adult learning
adopted in November 2011 (it concerns people degararticipation in education or training in theest
four weeks before the survey).

Very low rates were recorded in Greece (3%), Huw§ar3%), Croatia (2.5%), Bulgaria (1.7%) and
Romania (1.7%). The highest rates of adult contisutearning were reported in Denmark (31.4%),
Switzerland (31.2%), Sweden (28.6%), Norway (19.7Rglatively good rates (between 10% and more
than 17%) were recorded in Holland (17.7%), GreataB® (15.9%), Austria (14.2%), Luxembourg
(13.8%), Slovenia (12.2%), Estonia (12.3%) and 1$pH0.1%).

The Labor Force Survey data shows that educatamisdity of adult Poles in 2011-2014 decreased and
reached the level of the year 2003, so the timerbdPoland's accession to the European Union,wgtho
EU structural funds significantly increased fundsdontinuous learning.

According to the Adult Education Survey data, Pdlain the group of countries in which less than
one fourth of people in the last 12 months parsidg in formal or non-formal education, whereas the
average for all 28 EU member states equals 40.386l€T2). In Sweden 72% of adults participated in

4 Regulations of the Minister of National Educatiand Sport as of 20 December 2003 on accreditation o
facilities and centers providing continuous leagniim non-school settings (Dz. U. Nr 227, poz. 2247
!> The results of detailed research for Poland iseuted irksztalcenie dorostych 201Gtéwny Urad Statystyczny,
Warszawa 2013.
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education, in Germany and France - 50%, Slovakid%, Hungary - 41%, Czech Republic - 37%. The
research reports only two cases of educationaVigctiates lower than in Poland - Greece (12%) and
Romania (8%).

TABLE 1. CONTINUOUS LEARNING OF PERSONS AT THE AGE OF 25-64IN EU COUNTRIES (FORMAL AND
NON-FORMAL EDUCATION , LAST 4 WEEKS) - %

Country 2000 2005 2010 2013 2014
EU (28 countries : 9.6 9.1 10.5 10.6
Belgium 6.2 8.3 7.2 6.7 7.2
Bulgaria : 1.3 1.2 1.7 1.7
Czech Republic : 5.6 7.5 9.7 9.4
Denmark 19.4 27.4 325 314 31.4
Germany 5.2 7.7 7.7 7.8 7.9
Estonia 6.6 6 10.9 12.6 12.3
Ireland : 7.4 6.8 7.3 6.9
Greece 1 1.9 3.1 3 3
Spain 4.5 10.8 11 11.1 10.1
France 2.8 5.9 5 17.7 :
Croatia : 2.1 2.2 2.9 2.5
Italy 4.8 5.8 6.2 6.2 7.6
Cyprus 3.1 5.9 7.7 6.9 7
Latvia : 7.8 5.1 6.5 5.9
Lithuania 2.8 6.1 3.9 5.7 5.2
Luxembourg 4.8 8.5 134 14.4 13.8
Hungary 2.9 3.9 2.8 3 3.3
Malta 4.5 5.2 6 7.6 7.5
Netherlands 155 15.9 16.6 17.4 17.7
Austria 8.3 12.9 13.7 13.9 14.2
Poland : 4.9 5.2 4.3 4.1
Portugal 3.4 4.1 5.7 9.7 9.7
Romania 0.9 1.6 1.3 2 1.7
Slovenia : 15.3 16.2 12.4 12.2
Slovakia : 4.6 2.8 2.9 2.9
Finland 17.5 22.5 23 24.9 25
Sweden 21.6 17.4 24.4 28.1 28.6
United Kingdom 20.5 27.6 194 16.1 15.9
Iceland 23.5 25.7 25.2 25.8 26.4
Norway 13.3 17.8 17.8 20.4 19.7
Switzerland 34.7 27 30.6 30.4 31.2

Source: Eurostat, Labor Force Survey.
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TABLE 2. PARTICIPATION OF ADULTS (25-64 YEARS OLD) IN CONTINUOUS LEARNING IN POLAND IN
COMPARISON WITH OTHER EU MEMBER STATES (%)

Total Participation _in Participation in non-
formal education formal education
Country 2007| 2011 2007 2011 2007 2011
EU (28 countries) 34.8| 40.3 6.6 6.2 31.2 36.8
Belgium 40.5| 37.7 125 7.4 33.5 33.1
Bulgaria 36.4| 26.0 2.7 2.4 35.2 24 .4
Czech Republic 376 371 3.9 3.7 35.4 34.9
Denmark 445| 585 10.1 12.6 37.6 52.7
Germany 45.4| 50.2 5.2 3.8 43.1 48.5
Estonia 42.1| 49.9 5.0 6.6 40.2 48.0
Ireland : 24.4 : 6.7 : 18.7
Greece 145 11.7 2.3 2.6 12.7 9.6
Spain 309 37.7 5.9 7.0 27.2 34.1
France 35.1| 505 51 3.5 32.0 49.1
Croatia 21.2 : 4.5 : 18.4 :
Italy 22.2| 35.6 4.4 2.9 20.2 34.3
Cyprus 40.6| 42.3 2.9 3.7 39.5 40.9
Latvia 32.7| 323 5.4 4.3 30.7 30.0
Lithuania 33.9| 285 6.3 4.0 30.9 25.9
Luxembourg : 70.1 : 9.9 : 68.0
Hungary 9.0 | 411 25 6.5 6.8 37.6
Malta 33.7| 35.9 5.2 4.4 31.3 34.2
Netherlands 446| 59.3 6.8 12.3 42.1 54.8
Austria 419 482 4.2 5.9 39.8 45.5
Poland 21.8| 24.2 5.5 5.4 18.6 21.0
Portugal 26.4| 444 6.5 10.4 22.5 39.6
Romania 7.4 8.0 3.3 1.4 4.7 6.9
Slovenia 40.6| 36.2 8.7 2.3 36.1 34.7
Slovakia 44.0| 41.6 6,1 5.8 41.2 38.3
Finland 55.0| 55.7 10.2 12.0 51.2 51.3
Sweden 73.4| 718 12.7 135 69.4 67.0
United Kingdom 49.3| 35.8 151 14.8 40.3 24.3
Norway 54.6| 60.0 9.9 7.6 50.6 56.9
Switzerland 49.0| 65.5 4.9 9.0 46.9 63.1

SourceKsztatceniedorostych2011, Gtowny Urad Statystyczny, Warszawa 2013, p. 155-157.

Detailed data regarding the scale of participatibpeople at the age of 25-64 in education in Rblan
show that in comparison with 2006, in 2011 the waftgarticipation for this age group in any kind of
education increased by 2.4 percentage points, whieliidence of growth in educational activity aflés.
More and more people participate in non-formal edioo (increase from 18.6% in 2006 to 21% in 2011)
and informal (increase from 25.4% to 29%). The @tgarticipation in formal education did not much
change - 5.5% in 2006 and 5.4% in 2011.

It must be pointed out that the percentage of adales participating in formal education (5.4%) is
close to the EU average (6.2%). However, partimpan non-formal education (courses, trainingfediént
activities of similar character) is much worse:2dl1, 21% of adult Poles participated in it, whertee
average for EU-28 was 36.8%. Hence, it is visilblat the weakness of Poland is not a low level of
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educational activity in general, but mainly a loswél of participation in courses and training, Whare
shorter and more flexible forms of developing cotapee¥’.

An analysis of detailed research findings indicathat participation of adults in education is
differentiated by the following featurés

1) place of residence: city, village. In 2011, 49% oty adult inhabitants and 35.9% of village

inhabitants undertook/continued any form of edweatiPersons living in cities more often
participate in the above mentioned forms of edocathmong persons at the age of 18-69, 14.6%
of city inhabitants and 11.8% of village inhabituparticipated in formal education. There was a
greater difference when courses and training aneeroed. In this age group, only one fourth of
people in cities and one seventh in villages pigdied in non-formal education. Also self-
education was significantly less often used to kmpnt education by village inhabitants than by
city inhabitants;

2) age - the older people, the less participatiommproving/changing education. It mainly concerns

3)

4)

formal education. Among people at the age of 186841% used this kind of education; among
people at the age of 25-29 - 18.2% and 50-69 - tlems 1.5%. When non-formal and informal

learning are concerned, the rates also diminispgstmnally with age. One fourth of people at the
age of 18-39 and one twelfth at the age of 50-68igi@ated in non-formal learning (courses,

training). In general, less people take part ifisglication than in other forms and this tendescy i

visible for each age group; however, the older gheup, the lower the percentage. Informal
education was chosen by 41.5% of people at th@bat@-24 and 20.9% of people at the age of 50-
69;

level of education - most often people with higeducation (at the time of the survey) participated
in each type of learning during the last 12 moi®re the survey;

status on the labor market - working people moterothan the unemployed and occupationally
passive take part in education. It may result irt fram the opportunities to improve education

provided by a company, including participation wsts by an employer. On the other hand, they
need to constantly supplement their knowledge aljdstaiit to the employer's requirements. The
percentage constituted by working people is théndsg in the case of informal and non-formal

education.

Approximately six out of ten adults did not pafiaie in any form of education in 2011, even in the
form of self-education which does not require aimafficial costs. Persons who do not participatenin a
type of education are equally men and women. Saffexehces are visible when the following featuaes
concernetf:

1)

2)

3)

4)

place of residence - the majority of people notip@ating in any form of education is constituted
by city inhabitants (56.3%), whereas village inlatis constituted 43.7% (these proportions only
slightly differ from the proportions of city andli@ge inhabitants in the whole population). If the
data is analyzed separately for cities and villagess visible that a higher level of non-
participation is recorded in villages (64.1%) thiawities (51%);

age - the older people, the lower participatiofuither education. In the age group 18-24, less tha
one fifth reported non-participation in any formezfucation, whereas in the group 65-69 more than
80% did not take part in any form of education;

education - the highest rates of non-participaimoany form of education are among persons with
the lowest level of education. Persons with higtarcation are more eager to participate in further
education;

status on the labor market - in the age group 2pdi4ons occupationally passive participated in
further education most rarely, because this pagsusually resulted from different reasons than

16 Gérniak J. (ed.)Kompetencje Polakéw a potrzeby polskiej gospodadgpoR podsumowupy IV edya} badai BKL z 2013 1.
PARP, Warszawa 2014, p. 83 and the following.

17 Ksztatcenie doroslych 201Gtéwny Urad Statystyczny, Warszawa 2013.

18 Ksztatcenie doroslych 201Gtéwny Urad Statystyczny, Warszawa 2013.
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participation in formal education. However, in thoup 18-69 the situation is different - most
often, unemployed people did not participate inoadion, because in the group 18-24, high
percentage of occupationally passive people wastitoted by persons participating in formal
education.

In the case of people non-participating in formad aon-formal education in the last 12 months teefor
the survey, because they did not want, the mosalusason was lack of such a need - ca. 63% of the
respondents (this result was on a similar levehi group of working, passive and unemployed péople
The main reason for people who did not particijratiie above mentioned period in formal and nomafair
education, even though they wanted to, was higteprof courses/training (ca. 42%). In this groupkivy
and unemployed people mentioned too high prices 40&% and 60.5% respectively), whereas passive
people mainly mentioned lack of time due to famédgsons (ca. 43%).

Persons who did not participate in formal and nmmal education in the last 12 months before the
survey and did not want to educate to a great@néxbentioned the most important reason for théauok
for such a need (39.4% - 18-69 years old, 42.5%642years old).

Persons who participated in formal and non-forntaloation in the last 12 months before the survey
and would like to educate to a greater extent roaatl the most important reason for them - too priges
of courses/training (38.3% - 18-69 years old, 34:256-64 years old).

2.3. Involvement of enterprises in continuous vocetnal training of employees

Enterprises which want to be competitive on the ketamust develop and educate their staff.
Simultaneous training and development of employgd®coming more and more appreciated by modern
companies as an activity not only needed for eriarg, but even essentral

In order to assess involvement of companies inimoatis learning, the findings dfontinuing
Vocational Training (CVTronducted in April 2011 simultaneously in the méyoof European countries
will be analyzed. The research aim was to obtdwrimation on involvement of enterprises in develepin
of the existing abilities or finding new abilitidsy employees. The factors that were taken into @tico
include: type of business activity and the sizarmknterprise.

2.3.1. Poland in comparison with other EU countries

The data included in Table 3 demonstrates thatridola differentiated among other EU countries by
the lowest involvement of enterprises in continul@asning of their employees. In 2010, it conceroaty
22.5% of all enterprises taking part in the redeawhereas the EU average was 66%. It means that th
level of involvement of Polish enterprises in si@ddvelopment is three times lower than the avelexs
for EU-28, four times lower than in Denmark, Auatand Sweden. Poland is also behind Greece and
Romania, which have lower educational activity aofulés than Poland. Because employers give the
strongest impulse for occupational development)dkiel of engaged enterprises is not only unfaviolera
but it is a barrier for this proce8s

When we compare the data concerning organizatiamagiing in 2005, it is visible that in Poland,
unlike in other EU member states, the number oérpnises providing their employees with training
decreased (from 35% in 2005 to 22% in 2010), iretpe of their size.

A similar fall in educational activity of enterpeis was only reported in Romania (by 16 pp - frof%40
in 2005 to 24% in 2010), Great Britain (by 10 pr@nh 90% in 2005 to 80% in 2010). It means thatdPoli
enterprises are categorized into the group in wigicterprises in this period significantly limitelkletr
investment in the staff.

19 Wilczynska B., System ksztalcenia ustawicznego w wojewddztwie pod|afikiin Tomanek A. (ed.)Narzdzia polityki
flexicurity. Poradnik dobrych praktykzba Rzemiéinicza i Przedsbiorczaci w Biatymstoku, Biatystok 2010, p. 94.

20 Gérniak J. (ed.)Kompetencje Polakéw a potrzeby polskiej gospodawdgoR podsumowugy IV edyq badai BKL z 2013 .
PARP, Warszawa 2014, p. 91 and the following.
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The participation of entities providing continuowscational education increased along with the sfze
an enterprise. Among large enterprises, 74.8% @ndities provided training; among medium entesgsi -
41.4% and small - 15.9% (whereas in Great Britaii8%, 69% in Germany, 68% in the Czech Republic,
65% in Slovakia). In general, engagement of Patsimpanies in staff development is low and actieity
small companies in this scope is inconsiderable.

TABLE 3. PERCENTAGE OF ENTERPRISES PROVIDING CONTINUOUS VOCATIONAL TRAIN ING FOR THEIR
STAFF IN POLAND IN COMPARISON WITH EU (%)

Small enteprises M_edium Large enterprises (250
Country Total (10-49 employees enteerfnr;)slg)s/ e(gg) 249 employees and more)
2005 2010 2005 2010 2005, 2014 2005 2010

EU (28 countries) 60 66 55 63 78 81 91 93
Belgium 63 78 58 74 86 94 99 99
Bulgaria 29 31 24 27 44 49 61 80
Czech Republic 72 72 66 68 93 90 100 97
Denmark 85 91 83 89 96 98 99 100
Germany 69 73 65 69 81 82 87 96
Estonia 67 68 62 64 85 83 96 97
Ireland 67 : 61 : 86 : 100
Greece 21 28 16 24 39 46 70 83
Spain 47 75 43 72 68 90 89 97
France 74 76 69 72 98 95 100 98
Croatia : 57 : 53 : 73 : 86
ltaly 32 56 29 53 58 77 86 91
Cyprus 51 72 45 68 80 88 100 100
Latvia 36 40 31 37 56 54 76 82
Lithuania 46 52 40 48 64 67 88 89
Luxembourg 72 71 68 66 85 86 95 100
Hungary 49 49 42 43 77 74 90 95
Malta 46 54 40 49 65 73 87 90
Netherlands 75 79 71 75 88 89 96 97
Austria 81 87 79 85 91 96 99 99
Poland 35 22 27 16 55 41 80 75
Portugal 44 65 39 61 70 86 91 97
Romania 40 24 36 20 50 36 74 64
Slovenia 73 68 67 64 85 84 97 95
Slovakia 60 69 56 65 74 84 92 90
Finland 77 74 73 70 89 91 94 90
Sweden 78 87 74 85 95 96 100 99
United Kingdom 90 80 89 78 92 93 96 98
Norway 86 97 86 96 88 99 95 100

Source: EUROSTAT [accessed: 20.02.2015].

CVT does not include micro enterprises which arenefess active in scope of staff development and
which constitute 94.8% of all enterprises in Poland hire 37.2% of employees. If we included thisug
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of enterprises in the total involvement of entreugs in staff development in Poland, it would bere
lower, which would make employees' chances forgusibnal development even smalfler

Low potential of Poland in scope of conditions &aff development is confirmed by, e.g. CEDEFOP
analyse¥. On the basis of a comparison of work organizatiostruments for staff development and
innovation index, five segments of European coasthave been differentiated (Table 4).

TABLE 4.POTENTIAL FOR STAFF DEVELOPMENT : SEGMENTATION OF EUROPEAN COUNTRIES

Moderate 'V'°defate
) potential 2
High potential potential 1 (insignificant
gnp Stable potential (significant gnit Low potential
for staff S possibilities for
for staff possibilities for for staff
development development,
development development, development
moderate
moderate

innovativeness)

innovativeness)

Denmark Belgium Estonia Czech Republic | Bulgaria
Germany Luxembourg Malta Ireland Latvia
Sweden Holland Norway Greece Lithuania
Austria Spain Hungary
Finland France Poland
Italy Romania
Cyprus Slovakia
Portugal
Slovenia

Great Britain

Sourcelearning and Innovation in EnterprissSEDEFOP, Luxembourg 2012, p. 45.

The following segments have been differentiated:

— segment of high potential for development: it imida countries that obtained high notes in each
dimension described above,

— segment of stable potential for development: itlides countries that obtained high notes, but
obtained only fairly good notes in scope of insteuts for staff development and innovation,

— segment "moderate potential 1": in the countriderigeng to this group, there are good conditions fo
staff development and a moderate level of innoeai@ss,

— segment "moderate potential 2": in the countriderizgng to this group, there are weak conditiorrs fo
staff development and a moderate level of innoeai@ss,

— segment of low potential: it includes countries ethobtained low notes in each dimension.

Poland, Bulgaria, Latvia, Lithuania, Hungary, Romaand Slovakia were placed in the segment of low
potential for staff development, which means tha¢ tmethod of work organization, the scope of
instruments of human capital development, scopénibvativeness do not make good conditions for
development of employees' competefites

2L Gérniak J. (ed.), Kompetencje Polakéw a potrzebiskiej gospodarki. Raport podsumoway IV edycg
bada BKL z 2013 r., PARP, Warszawa 2014, p. 91 andaHewing.

2| earning and Innovation in EnterprisesSEDEFOP, Luxembourg 2012, p. 45.
2 Gérniak J. (ed.)Kompetencje Polakéw a potrzeby polskiej gospodawdgoR podsumowugy IV edyq badai BKL z 2013 .
PARP, Warszawa 2014, p. 92.
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2.3.2. Continuous vocational training for employeeby voivodeship

The percentage of enterprises providing traininghen total number of enterprises oscillated between
17.3% and 28% and was not much different from treraye for Poland (22.5%). The highest percentage
was recorded in Zachodniopomorskie (28%) and tivedt in £6dzkie (17.3%) (Table 5). The lowest level
of training activity is reported by small entergss in which only 16% of entities organize suchvéass.
Podlaskie belongs to the regions with very low patage of companies training their employees -9%9.8
In the sector of small enterprises, only 11.8% atkitheir employees.

In 2010, 77.5% of enterprises did not provide tleenployees with any training. When the size of an
enterprise is analyzed, it is visible that the $enan enterprise, the less training. In the grotigmall
enterprises, 84.1% did not provide any trainingdioe enterprises - 58.6% and large enterprises2925

The main reason for lack of training is that theptapees' current qualifications and skills meet the
requirements of an employer - 81.4% of enterpngeish do not provide any training. The next reag@s
a strategy of employing persons with a require@lle¥ qualifications - 69%. These arguments dongidat
in all enterprises irrespective of the type of asetdd business and size. The least important reaasra
difficulty in assessing training needs in an enisg

TABLE 5. ENTERPRISES PROVIDING AND NOT PROVIDING TRAINING BY VOIVO DESHIPS IN POLAND (%)

providing not providing training
training
in % of enterprises not providing training
the existing | the preferred maior high
SPECIFICATION skills and | strategy of the llack of trainJin workload
in % of th I of competences df enterprise | difficulties in | suitable higher effortg and
In ot the total o the persons | was to recruit| assessing the training | high costs foc%s on | realised limited other
enterprises employed individuals enterprise’s | offers of VT than in available | reasons
corresponded with the training onthe | training ovT revious time of
to the current | required skills needs market P persons
years
needs of the and employed
enterprise competences
POLAND 225 77.5 81.4 69.0 8.9 10.4 43.5 38p6 159 24.4 224
Dolnaslaskie 20.8 79.2 86.2 74.3 11.9 12.7 49.6 46|6 146 951 234
Kujawsko-pomorskie 20.5 79.5 81.0 72.9 11.4 135 .144 44.1 16.7 28.9 29.4
Lubelskie 19.7 80.3 88.7 76.0 11.6 111 4518 394 381 24.8 21.8
Lubuskie 26.0 74.0 85.6 62.4 7.7 102 39.0 312 312. 20.7 17.3
Lodzkie 17.3 82.7 75.4 67.4 8.3 10.p 54.7 3414 14.7 252 30.8
Matopolskie 23.3 76.7 85.2 60.8 6.9 9. 33.p 33(8 9.61 20.9 18.4
Mazowieckie 27.4 72.6 84.0 74.7 7.9 9.2 4217 37,8 591 25.6 23.5
Opolskie 20.4 79.6 81.7 70.3 10.8 8.9 417 354 018. 18.6 28.3
Podkarpackie 19.7 80.3 78.1 72.6 8.5 11.2 49.8 440 15.2 31.4 27.2
Podlaskie 19.8 80.2 67.9 50.0 12.2 12.3 37.3 31.6 15.9 27.9 35.1
Pomorskie 20.9 79.1 78.7 67.7 9.3 10{0 37|19 33.1 51y 25.8 21.4
Slaskie 22.0 78.0 82.1 67.6 8.7 7.1 42.8 3719 15.0 622 207
Swigtokrzyskie 21.4 78.6 69.2 65.8 9.1 108 438 450 441 32.8 31.7
Warminsko-mazurskie 17.9 82.1 88.8 66.7 3.9 9/6 3617 345 14.0 21.2 18.9
Wielkopolskie 231 76.9 77.9 68.4 10.1 1144 4414 .542 17.6 234 27.2
Zachodniopomorskie 28.0 72.0 78.4 68.5 5.5 14.4 43. 39.9 12({6 21.2 525

Source:Ksztalcenie zawodowe w przedsorstwach w Polsce w 2010, rGUS, Urad Statystyczny w Gdesku,
Gdaisk 2012, p. 155 and the following.
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TABLE 6. ENTERPRISES PROVIDING AND NOT PROVIDING TRAINING BY VOIVODESHIPS IN THE SME SECTOR IN
PoLAND (%)

pro;ldln not providing training
training
in % of enterprises not providing training
the
existing
skills
and the
preferred .
compet high
ences of strategy of difficult | llack of major | workloa
SPECIFICATION the entter:erise iesin | suitabl higher trainin dand
in % of the total of| persons P assessi e high 9 g effort | limited | other
’ was to o focus on ! ]
enterprises employ recruit ng the | trainin co§t§ of] VT rea!lse avgllabl reason
cortep| s | STEET | SOTErs) VAN |y | 01 | meof s
Pl with the e g cvt |P P
onded required trainin | market s years| employe
to the g g needs d
skills and
current competenc|
needs of SS
the
enterpri
se
ENTERPRISES EMPLOYING 10-49 PERSONS
15.9 84.1 81.9 68.1 8.8 10.6 43.1 38.0 15.2 24.4 23.8
POLAND
X 12.9 87.1 88.0 74.5 12.6 11.7 49.8 46.6 13.6 19.4 22.6
Dolnoslaskie
. ) 14.3 85.7 82.8 73.3 12.8 14.5 50.3 45.5 17.0 30.6 27.6
Kujawsko-pomorskie
. 14.6 85.4 87.9 75.5 12.0 12.2 433 38.8 12.8 241 20.3
Lubelskie
i 17.4 82.6 85.7 60.9 8.3 10.7 38.3 30.4 12.4 20.1 17.0
Lubuskie
— 12.0 88.0 74.8 66.4 8.9 10.4 55.7 34.3 14.1 25.8 31.0
todzkie
. 15.3 84.7 86.5 58.8 6.9 9.6 31.9 32.0 18.8 20.2 17.6
Matopolskie
L 18.9 81.1 84.9 74.4 6.7 9.7 41.9 37.8 15.6 26.3 22.9
Mazowieckie
. 14.9 85.1 83.2 70.1 11.6 10.1 41.9 36.0 19.8 19.8 27.6
Opolskie
. 15.2 84.8 77.2 71.9 7.8 12.2 48.4 42.0 12.9 29.6 26.8
Podkarpackie
. 11.8 88.2 66.6 49.6 12.5 13.0 35.8 30.4 15.4 27.2 34.9
Podlaskie
. 15.2 84.8 78.1 67.4 9.3 10.7 38.7 33.0 15.9 28.1 21.6
Pomorskie
. . 14.7 85.3 82.8 66.2 8.5 7.2 42.6 37.4 14.3 22.2 20.8
Slaskie
. . 14.6 85.4 70.7 61.7 9.8 10.4 40.9 43.8 13.4 32.0 30.4
Swigtokrzyskie
. X 14.9 85.1 88.7 63.7 2.7 8.3 34.7 33.9 11.4 20.4 19.6
Warminsko-mazurskie
_ . 18.5 81.5 77.8 68.0 9.6 11.2 44.4 41.3 17.1 225 26.8
Wielkopolskie
21.9 78.1 79.9 66.1 5.0 14.7 42.2 40.0 13.3 28.7 25.3
Zachodniopomorskie
50-249 ENTERPRISES EMPLOYING 50-249 PERSONS
41.4 58.6 78.8 74.2 9.4 9.6 46.1 41.4 20.2 24.2 26.6
POLAND
. 45.5 54.5 74.4 72.2 5.5 17.9 47.5 46.4 21.2 19.8 30.2
Dolnacslaskie
X . 38.9 61.1 70.1 68.7 2.7 7.4 35.2 35.4 14.1 19.2 40.0
Kujawsko-pomorskie
X 32.8 67.2 92.8 78.4 10.2 5.9 57.4 41.7 19.0 27.5 28.3
Lubelskie
. 55.6 44.4 84.5 73.6 2.3 5.6 44.0 35.9 10.9 24.9 19.8
Lubuskie
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L 34.5 65.5 80.4 73.8 4.2 9.5 47.0 35.2 18.7 21.4 28.1
Lodzkie
. 47.9 52.1 77.8 73.7 7.0 115 43.8 45.2 26.1 25.1 21.9
Matopolskie
L 48.0 52.0 79.0 76.3 15.1 5.8 47.6 37.7 17.8 22.1 27.7
Mazowieckie
. 36.4 63.6 72.4 70.3 5.1 0.9 40.8 32.2 6.4 10.8 32.9
Opolskie
) 31.8 68.2 85.0 76.0 12.3 5.2 59.8 57.7 31.4 44.9 28.9
Podkarpackie
i 42.1 57.9 74.5 49.1 9.3 8.9 43.0 38.5 18.7 31.7 37.1
Podlaskie
. 34.5 65.5 80.7 69.8 9.4 7.1 35.7 35.3 26.3 12.1 18.3
Pomorskie
i ) 40.6 59.4 79.3 76.0 9.6 10.5 44.2 40.5 19.3 25.3 19.6
Slaskie
o . 40.5 59.5 61.5 86.7 5.5 13.8 59.1 52.6 20.3 38.7 38.5
Swigtokrzyskie
i . 28.0 72.0 91.0 86.1 11.2 18.8 49.6 36.3 30.5 26.4 14.8
Warminsko-mazurskie
) . 37.4 62.6 79.3 70.6 13.9 12.7 44.9 50.5 22.0 29.2 29.8
Wielkopolskie
50.7 49.3 70.2 83.5 8.6 12.8 49.0 39.1 5.6 18.2 27.1
Zachodniopomorskie

Source:Ksztalcenie zawodowe w przedsorstwach w Polsce w 2010, rGUS, Urad Statystyczny w Gdesku,
Gdaisk 2012, p. 155 and the following.

In all voivodeship enterprises not providing tramideclared that the reason for this is that the
employees' current qualifications and skills meetrequirements of an employer. In this case, Waskoi
Mazurskie had the highest percentage of such aomesp(88.8%, in the country 81.4%). This reason
dominated in small enterprises in all voivodesmg & medium enterprises in some voivodeship. lgda
enterprises, in the vast majority of voivodeshiyg, main reason for not providing training was atetyy of
employing persons with a required level of quadifions (76.9%). In most voivodeship, the most karel
mentioned reason was lack of a proper offer ohingi on the market - 10.4% of enterprises not log
any training.

When a form of training is concerned, the prevgilome is a course form conducted by 91.1% of all
enterprises providing training. This regularity wasible irrespective of the type of business, ftean
enterprise and voivodeship. Most enterprises ugexireal courses - 88.6%, whereas internal courgge w
conducted by 58.6% of all enterprises. Some erisaprconducted both internal and external courses.
Predominance of enterprises providing external sggiiover enterprises conducting internal courses wa
visible in each size class. 84.9% of small entegsriconducted external courses, medium - 91.9%asyel
- 96.3%.

Other forms of training occurred in 63.1% of entegs providing training. In this group, five traig
forms have been differentiated. The most populpesyincluded: conferences, seminars, workshops, fai
and lectures — 75% of all enterprises providingptiipes of training. Another popular form wasrinag at
a workplace — 58.5%. The least popular form (ireesipe of the size of an enterprise, voivodeshipsw
learning by patrticipation in scientific circles quality circles — only in 4.2% of enterprises poirQp
different forms of training.

In order to find a connection between enterprisewvativeness and training of employees it must be
pointed out that in the analyzed population alnwst twelfth introduced in 2010 new or significgntl
improved products, services/methods of productionpviding services. More than a half (55.3%)
conducted training, usually in the form of course®5.5%. The highest number of changes was intextiuc
in small enterprises — 54.3% of all enterprisesmiadium enterprises — 31.9% and in large — 13.8%.
However, introduction of any kind of innovationan enterprise was not connected with an increaieein
number of training programs.

It results from the research on enterprises thafbst popular way to satisfy the needs of entsepri
in scope of new abilities was recruitment of newplyees with required qualifications and abilities,
whereas continuous vocational training of the aureznployees was on the third place. Such a syateg
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possible only under the condition of high over-dachaf work resources (domination of the so calbdubt
market of employers) in Poland.

2.4. Continuous learning in the strategic and progemming documents —
proposed paths of changes

The system of continuous learning in Poland thatlieen functioning hitherto has been criticized, no
only in an institutional aspect, but also in arrasfructural and a financial one. In the last tearg in
Poland, it was failed to increase the level of gegaent of Poles in learning despite relatively higiblic
finances for support of continuous learning (ca4 Billion PLN annually). Only 4% of adult Poles
undertake education in a formal way (training, sesr post-graduate studies) and non-formal (onsone’
own). Persons who participate in different formdénofeasing qualifications often learn uselessghiftom
the point of view of their occupational developmehtresults from the fact that public educational
institutions educate mainly in low-demand occupatjoin the case of which the supply of employees
exceeds employers’ demand. The market of privatecattbnal institutions is not competitive and
ineffective in scope of information. The acces&td funds contributed to establishment of numercas n
training companies offering courses in scope of sompetences, which are relatively easy and cheap
organize, but difficult for quality assessment. IStraining is gratuitous or very cheap for partips (ESF
financing), which restrains development of a matdacational market, because first of all, a lovelef
continuous learning is maintained (nobody demarids faom free training); secondly, commercial tiaig
is pushed out from the market; in fact, they shaldthinate in a longer perspecfile

Furthermore, there is no internally cohesive andhprehensive system of financing adult education
which would meet challenges connected with a loxellef participation of Poles in this form of edtioa.
Apart from a network of public and free schools &mults and public educational facilities in which
education might be partially payable, education hhige financed in a dispersed way under public
programs for given social groups (Labor Fund, Stied for Rehabilitation of Disabled Persons), by
enterprises to an insignificant extent (mainly Bugest ones investing in short forms of educatamipy
trained employees (investing in longer forms ofeadion resulting in an increase of the educationel)e

In general, institutional and infrastructural pebBupport of continuous learning turned out to be
slightly effective. The Register of Training Instibns which was supposed to improve the accetgibil
information about training institutions and the@tueational offer in fact does not fulfil this furan. The
accreditation system of training programs has & sarall range because of a limited interest of atianal
institutions. Furthermore, we lack the National {{ication Framework whose objective would be
improvement of recognition of abilities acquiredidyg training. Low effectiveness of the currenttsys of
supporting continuous learning is to a great exintonsequence of its excessive concentration on
educational services providéts

According to J. GornidR, to find sources of the problem of low participatiof Poles in non-formal
and informal education, we should take employees§pective into account, because work environment
and conditions on the labor market are most oft@motive force for undertaking educational activity
adults. According to the Labor Force Survey in Rdlahe current demand of employers for competences
is not stimulating enough to increase the qualityhoman capital. The majority of employers do not
undertake to train their employees as they claam tiiieir competences are enough for their respititisi
It may be evidence of a low level of developmenaofenterprise which does not see new developmental
needs. Other factors hindering investments in huoapital include organization of work dominating in
Polish enterprises and lack of innovativeness. lig@nother hand, employers forget that high competenc
are a key factor from the point of view of longtlag competitive predominance.

4 polskie flexicurity - propozycje zaki do zmian prawnychPolska Konfederacja Pracodawcéw Prywatnych
Lewiatan, Warszawa 2012, p. 45-46.

% |bidem.

% Goérniak J. (ed.)Kompetencje Polakéw a potrzeby polskiej gospodaRi@port podsumowigy IV edyci
badai BKL z 2013 r.PARP, Warszawa 2014, p. 113 and the following.
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Among reasons of low participation of employers tmining employees we should focus on
imperfection or even lack of institutional solutsogupporting micro, small, medium and large enieepr
especially with regard to financing. Thus, trainisgtreated as a cost by numerous employers. Tdss ¢
especially in the period of economic slowdown stdé eliminated.

In compliance with article 67 and 68 of the actpomotion of employment and institutions of the
labor market, there was a possibility of establighé company's training fund using the owned fir@nc
resources. The fund's function was to finance arfpgance costs of continuous learning for emptsyand
employees. The income of the training fund includethployers' payments in compliance with the
provisions of a collective labor agreement or thkes of the training fund, not lower than 0.25%tlué
payroll fund. The payments were included in thetxo$ business which implies lower taxes which aas
incentive for establishing a training fufid

In reality, not many employers created such funat$ the reason was an alleged lack of knowledge
about them (mainly among SMEs) and lack of traimegds in an enterprise (mainly micro firms with up
to ten employeesy.

The amendment of the act on promotion of employraadt institutions of the labor market that came
into effect on 2% of May 2014 introduced a new instrument of devizigrhuman resources - National
Training Fund (NTF) which finances continuous léagrof employees and employ&ts

NTF is a part of the Labor Fund allocated for cambius learning of employers and employees
undertaken by an employer's consent or on an erpfoitiative. The aim of NTF is to prevent adas
employment by working people who have competentadequate to the needs of a dynamically changing
economy. Increasing investments in the staff pakmthould improve the companies' and employees'
position on the competitive labor market.

An employer endeavoring to obtain financing for tmsts of continuous learning must contribute at
least 20% and the rest, 80% is covered by the Fimdhe case of micro enterprises, i.e. employers
employing up to 10 people, 100% of continuous le@yrcosts is financed. However, the maximum
financing by NTF cannot exceed 300% of an empley@®erage remuneration in a given year per
participant. NTF support is granted in compliandtwhe rules ofle minimissupport.

NTF resources received from district labor offieeght be spent by an employer on: identifying an
enterprise's needs in scope of continuous learhagwill be financed, courses and post-graduatdies
by an employer's consent or on an employer's fiviiaexams allowing for receiving diplomas confiingn
acquisition of abilities, qualifications or occujoesial authorization, doctor or psychologist exartiora
required for undertaking education or work aftairting completion, accident insurance in connectith
undertaken education.

In order to obtain financial means for covering ttests of continuous learning, an employer who
wants to invest in it must file an application tdisatrict labor office in the place of the compamggistered
office or the place of providing services.

In compliance with the provisions of the act mem¢id above, in the first period, i.e. 2014-2015, NTF
funds will be allocated for supporting continuoaarhing of persons at the age of 45 and more.

2" Urbaniak B.Bariery udziatu polskiego spotecimtwa w ksztatceniu ustawicznyfim:] Kotlorz D., Raczaszek
A. (ed.), Polityka edukacyjna wobec rynku pracgtudia Ekonomiczne. Zeszyty Naukowe Wydzialowe,1h5,
Uniwersytet Ekonomiczny w Katowicach, Katowice 20f£2183.

% |n compliance with the act as of 14 March 2014 mamendment of the act on promotion of employraent
institutions of the labor market and some othes,atiere is no longer a possibility of establishtognpany's training
funds. The interim provisions allowed for spendihg gathered funds until the end of 2015.

29 [1hi
Ibidem.
% Act as of 20 April 2004 on promotion of employmamid institutions of the labor market (Dz. U. z 201poz.
674, as amended) — art. 69a and 69b, art. 10%ge2ti-2n, art. 22 section 1 and 4 point 3 and #,4asection 1;

Regulations of the Minister of Labor and Sociali®ohs of 14 May 2014 on a specified method andevafdyranting
funds from the National Training Fund.
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In 2014, the interest in this instrument among @y@ls was marginal, especially due to the age
restriction. Numerous district labor offices weret rable to allocate funds granted for 2014 and the
remaining amount had to be returned to the MinisfryLabor and Social Policy. In district labor cffis'
opinion, the use of the available funds would hiagen higher if these funds could have been spsotaa
different age groups. The restriction to the grdGp is a great barrier in expending the futhds

Among barriers hindering continuous learning ofspes working in Poland, there are unfavorable
working conditions as regards, ég.

— alarge scale of time limited employment. In 20th@, highest scale of employment in this form which
does not guarantee continuity of work was repoiteéPoland (28.6%). High percentage was also
recorded in Spain (23.2%), Portugal (21.4%) andatidl (20.3%’,

— relatively high percentage of persons working oiftsli29.9%, whereas in EU - 17.4%) which has a
negative effect on educational initiatives.

Because continuous learning is a priority in EUvetaés and strategies until 2020, Poland as a negmb
state has undertaken to conduct a deep reformntinc@us learning. A far-reaching vision of devetegmt
of continuous learning on the national level istfiof all included in key strategic and programming
documents which include:

— Perspective of Lifelong Learning;
— Long-term Development Strategy of Poland. PolarD20
— Development Strategy of Poland 2020;
— Development Strategy of Human Capital,
— Development Strategy of Social Capital;
— regional operational programs.
The key document, especially in the implementationtext, isPerspective of Lifelong Learniffy
which describes the policy of LLL (lifewide lifelgrnearning) in Poland in scope of:
— learning in different contexts (formal, non-fornaadd informal),
— learning at all stages of life, "from cradle togg
— identification, assessment and confirmation of@fef learning.
The aim of LLL is to ensure all people who are eding with the opportunities to improve their
competences, acquisition and confirmation of qicalifons in accordance with their needs and

requirements of the labor market and civil socigty,facilitate flow of people between sectors oé th
economy and EU states and to contribute to promatfaivil and social activity.

Carrying out such a policy with reference to suchvide scope of learning will require partner
cooperation of numerous entities, including the egoment, self-government and occupational self-
government, employers, employees, civil organizatiand entities offering education and training.

The Perspectivés a very important programming document in Polavidch ensures cohesion of
activities for continuous learning. Specificatioh tbe national strategic framework for the policy o
lifelong learning is one of the conditions to usgdpean funds in the financial perspective 20146202

The strategic goal of the LLL policy in Poland wset on the basis of general rules of the LLL policy
agreed in EU and the specificity of learning byldiigin, youth and adults in Poland. The strategal go
formulated as follows: "Children and youth who arel-prepared to learn all life and adults who latea

%1 Topolska K.,Szkolenia dla pracownikéw 45+ okazaty siewypatem ,Dziennik Gazeta Prawna” 2014, 23
pazdziernik.

%2 Urbaniak B.Bariery udziatu polskiego spotecimtwa w ksztatceniu ustawicznyfim:] Kotlorz D., Ryczaszek
A. (ed.), Polityka edukacyjna wobec rynku pracStudia Ekonomiczne. Zeszyty Naukowe Wydziatowe,1h5,
Uniwersytet Ekonomiczny w Katowicach, Katowice 20f£2185.

3 Eurostat data.

% perspektywa uczeniaesprzez catezycie Zakcznik do uchwaly Nr 160/2013 Rady Ministréw z drii@
wrzesnia 2013 r., Warszawa 2013.
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and supplement their competences and qualificatehsquately to the challenges they face in the
professional, social and personal life". The olectshall be achieved by means of the following
operational goals:

— Goal 1: Creativity and innovativeness of peoplechhs visible in the majority of programs carriadt o
by institutions of formal education. They will facwon the need of shaping creativity, entreprendgursh
and innovativeness;

— Goal 2: Clear and cohesive national qualificatipstem. The system shall be based on well-identified
effects of learning. It must ensure the possibiityachieve every level of qualification using drént
paths of education, training and career,

— Goal 3: Differentiated and accessible offer of ferof early care and education for the effectivepsup
of development (and abilities) of small childrehisl essential to develop high quality servicegatfy
care and education supported by parents;

— Goal 4: Education and training adjusted to the sadda sustainable economy, changes on the labor
market and social needs;

— Goal 5: Work environment and social involvementoiable to continuous learning. They both are a
significant, but not used potential of learning. skstem of validation of the earlier acquired
professional, social and personal experience wildbveloped as a basis for continuation of lifelong
learning.

In compliance with the provisions @fevelopment Strategy of Human Capital 2088pecially with
Implementation Documettthe policy of dissemination must be based on tHeviing rules:

— the most effective form of learning is learningaatvorkplace and being socially engaged; on therothe
hand, each citizen should have an access to diffeams of learning (especially non-formal leagjin

— irrespective of the subject, form and place ofde@ay, learning should occur in such a style to duil
social competences at the same time; individuaktiran competences is important, but simulation and
activation is equally important (especially withgaed to people professionally inactive), because
studying people have contact with different people.

Realization of the LLL policy in Poland will coniite to an increase in the percentage of peopleat
age of 25-64 who participate in learning or tragn{m the last 4 weeks before the survey) at leashe
level of 10% until 2020 (in 2014 it was on the leeE4.1%).

As a result of multi-directed activities, a natibaaalification system will be integrated. The &yst
consists of different activities of the state wharie connected with formal confirmation of effeofsany
kind of learning (validation) acquired in differemtays during the whole life for the needs of thieola
market, civil society and individual developmentl@drning people. The system allows for differeiatys/
of acquiring qualifications. The National Qualifitan System should contribute to increasing the
possibilities of recognition and formal documerdatiof new competences acquired in different ways
during the whole life. The key element of this systis the Polish Qualification Framework which is a
common reference system for all qualifications.

Development Strategy of Human Capital 2020l create a universal and an attractive systdm o
lifelong learning using the following tools:

— popularization of learning for adults, especialiythe most effective forms (learning at work and th
environment of social engagement, short course dpravhich will require recognition of learning
effects acquired in non-formal and informal edumatnd will allow a prompt reaction to the needs of
improving qualifications by employers;

— ensuring adults with an access to the system diehig¢ducation by means of a new system of
confirming competences acquired outside the sysfdmgher education, e.g. competences acquired in
the process of self-education, occupational wortiyurges or training, as well as confirming
gualifications acquired in vocational collegeshe system of education;

% Dokument Implementacyjny Strategii Rozwoju Kapitatdzkiego 2020. Nagdzia realizacji Strategii Rozwoju
Kapitatu Ludzkiego 202MMPiPS, Warszawa 2014.
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building a national system of qualifications asast pf the European Area of Lifelong Learning, whic
will allow better comparability of qualificationsid will increase the possibilities of confirmindesdts

of learning (knowledge, abilities and social congpees) acquired within non-formal and informal
education, i.e. irrespective of the place, form e of learning;

developing a system of financial support for atkdirning, which will finally allow for establishingn
internally cohesive and comprehensive system oénftmg adult learning, which would face
challenges connected with a very low rate of itgytarity in Poland,

At the first stage, it is necessary to analyzewadptions of supporting adult learning, includingpply
options: financing an offer of educational andrirag institutions (as currently) and demand options
e.g. training vouchers - with the rule of joint fieépation in costs by an employee, an employer and
the state/self-government budget.

Undoubtedly, proposed changes in the system ofiraonis education in Poland will contribute to

improvement of innovativeness and competitivenésmnterprises, especially from the SME sector.
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3.INNOVATIVENESS

3.1. Policy of innovativeness in relation to the S sector

Acording to S. CioR, the policy of innovativeness is an aware and gseful activity of public
authorities aiming directly or indirectly at suppog innovativeness and in consequence, compeaigs®
of the economy. The main goal of the policy of imativeness is to develop an innovative system (bath
the national and regional level) which supportgnpotion of innovation improving the competitiveness
the economy and life quality of inhabitants, reotaion of the economy based on work to the economy
based on knowledge, tightening cooperation betwherelements of the system of innovation (science,
technology, education, enterprises, market, ceatrdlregional administration, NGOs, etc.).

The policy of innovativeness in Poland is base@avide array of instruments of a controlling (I§gal
programming (national and EU support) and instiugi (financial and non-financial support) chareite

When controlling instruments are concerned, ontheffirst legal documents encouraging to undertake
innovative activities was the act on supportingowvative activities as of 2005. It concentrated oeating
incentives for carrying out R&D activities. The mamportant assumptions included: the possibiliay t
obtain the status of R&D centers by private comgsnivhich gave preferential tax treatment (for tzamd
their contractors), the possibility to take a temlbgy credit at the National Bank of Economy forghase
or production of a new technology (50% of it cohlave been written off under certain conditionsg th
possibility to deduct costs of research activitynfrthe tax base, irrespective of the results aekieand
finally to deduct costs from the tax base in theecaf purchase of new technologies (from a research
institute, university or R&D centers) - even up50% of costs (small enterprises). The act was a hug
revolution and a huge step forward for innovatisneevelopment. However, it is said that it is too
bureaucratic and it imposes inflated conditins

Another legal act of considerable importance isatieas of 30 May 2008 on some forms of supporting
innovative activities. Its main goal is: growth eompetitiveness and innovativeness of the econoyny b
higher expenditures in the private sector and iwvipp the effectiveness of management of public
resources for R&D. To achieve this objective, theege three supporting elements: also the podsiluifi
taking a technological credit (with some changesintenance of the status of R&D centers and thefre
when purchasing new technologies. In practicembet popular instrument which is also best assdssed
technological credit. R&D centers and tax reliefs perceived less positively. It means that emstiliave
less interest in using R&D centers as an instrurnémnnproving own innovativeness, which is a resoit
of too high initial conditions when creating suobnters and too little tax incentives for particifzanf
service exchange under R&D centers. Low populaityhe last element is a resultant of a low leviel o
innovation diffusion among Polish enterprises andufficient promotion of this instrument among
potentially interested partié$

Currently, Polish entrepreneurs, especially from 8ME sector, have an opportunity to make use of a
wide array of support instruments in scope of R&D&h analysis of available programs supporting
innovativeness in 2007-2013 revealed 60 suppottuments directly or indirectly aimed at innovation
development. These instruments are differentidbesil; characteristic features are: range (regiooral

% Ciok S., Polityka rzidu wobec wspierania dziatalic innowacyjnej i badawczo-rozwojowelin:]
Dobrowolska-Kaniewska H., Korejwo E. (ed5ndo- i egzogeniczne determinanty obszaréw wzriostagnaciji w
wojewddztwie dolnidgskim w kontedcie Dolnglgskiej Strategii InnowacjiUniwersytet Wroctawski, Wydziat Nauk
0 Ziemi i Ksztattowanigrodowiska, Wroctaw 2009, p. 120.

37 Stanistawski R.|nstrumenty polityki innowacyjnej skierowane do M. Niedzielski P., Stanistawski R.,
Stawasz E. (ed.Rolityka innowacyjna péstwa wobec sektora matyclirednich przedsgbiorstw w Polsce — analiza
uwarunkowa i ocena realizacji Zeszyty Naukowe Nr 654, Ekonomiczne Problemy gistn 70, Szczecin 2011, p.
78.

%8 |bidem.
3 |bidem.
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national), source of financing (state budget/stnadt funds/other international programs), targesugr
(entrepreneurs/other entities), form, implementaghority (e.g. Polish Agency for Entrepreneurship
Development, Ministry of Economy, National Center Research and Development, National Bank of
Economy, Marshal's Offices, Voivodeship Officesgiomal entities established in order to carry out
supporting programs, e.g. Podlaskie Intermediamtitition). Among them, there are 25 supporting
instruments carried out within regional operatigmagrams, financed from structural funds in timaficial
perspective 2007-2013. Other 30 instruments amedanut within national operational prografhs

The functioning programs include activities suppgrtR&D&I, human capital and specialized services
for enterprises (parks and technological incubatwanseling). The system of granting financialpupis
dominated by grants received irrespective of thle cbnnected with the project realization.

Hitherto, the main pillar of the system of finangilR&D&I activities from EU funds was the
Operational Program Innovative Economy 2007-201RIK), mainly directed at entrepreneurs. OPIE
supported projects of trans-regional charactercops of technological innovations concerning prasiuc
processes and innovations of design in the manufagtand services sector, which directly or inclike
contribute to establishment and development ofvative enterprises.

Furthermore, support directed at widely understgoalvth in innovativeness of the economy was
granted by other operational programs:

— Operational Program Human Capital 2007-2014 (OPHGhvestments in occupational
advancement of the staff and improvement of thditguaf activities supporting development of
training-counseling services in enterprises;

— Operational Program Infrastructure and Environmegbnsiderable support for innovative
investments of SMEs in, i.e. renewable energy |sjrc

— Operational Program Development of Eastern Pol&®EDEP) - an additional element of
funding from structural funds; it strengthens perfance of other programs operating in Eastern
Poland in order to evoke the effect of synergy egalization of some activities stimulating economic
and social development;

— Regional Operational Programs (ROP) carried outaoh voivodeship as a supplement for
instruments planned in central operational progratnish support innovativeness on the trans-regional
level.

3.2. Innovativeness of Polish enterprises

Hitherto, the policy of innovation in Poland, initepof a complex set of instruments, unfortunatedg
not contributed to growth in innovative potentifkiee economy, including enterprises, especiallyeSM

According to the report entitiddnovation Union Scoreboard 2014n comparison with other EU
member states, Poland is characterized by a rebatiow rate of Summary Innovation Index — Sl -a@i
1. In the rank IUS 2014, it was placed as lastfbut with a synthetic rate of innovativeness on lénel
0.279. Poland was assigned to the group of cosntaledmoderate innovatorsRomania (0.237), Latvia
(0.221) and Bulgaria (0.188) were on lower pos#iom comparison with the preceding year, Poland
improved and was classified as a moderate innowzaioit was no longer a weak innovator.

In almost each research, human resources constitutell-assessed element for Poland, because it
points out weaknesses of the innovation systemorédle for insufficient level of involvement in
innovative activity of enterprises, including coogit@n, especially in the SME sector.

GRAPH 1.INNOVATIVE POTENTIAL OF EU MEMBER STATES IN 2013

9 Program rozwoju przedgbiorstw do 2020 r. Program wykonawczy do Strategiowacyjngci i Efektywneci
Gospodarki Zakcznik do Uchwaty Rady Ministréw z dnia 8 kwietni@1%, Warszawa 2014.
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The division into innovation leaders, innovatiofideers, moderate innovators and modest innovators
is made on the basis of the following criteria:

— innovation leaders include the countries whosd tati@ of innovativeness is above 120% of the EU
average rate;

— innovation followers include the countries whostaltaate of innovativeness is 90-120% of the EU
average rate;

— moderate innovators include the countries whosa tatte of innovativeness is 50-90% of the EU
average rate;

— modest innovators include the countries whose faii@ of innovativeness is below 50% of the EU
average rate.

The total rate of innovativeness for Poland in 2@t8stituted 50.5% of the average EU rate, which
was decisive to categorize Poland to the group aderate innovators (last position) - Graph 1. I ldwst
few years, the rate for Poland constituted: 53%082053% (2009), 51% (2010), 53% (2011), 49% (2012)
of the average EU-28 rate. Total rates for EU merstaes in 2006-2013 demonstrate a visible inangas
trend. Poland seems to be quite stable with a nainjpno-growth trend in comparison with different
countries.

GRAPH 2. TOTAL RATE OF INNOVATIVENESS FOR POLAND AND TREND LINE FOR POLAND AND EU IN
2006-2013
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Source: Polish Agency for Enterprise Development,
http://www.pi.gov.pl/parp/chapter_86197.asp?soid=37BB1291D4965B59BFF6B10573A46.



28

Expenditures for R&D in Poland are also signifitaiower than in other countries of Central and
Eastern Europe. In 2012, internal expendituresi&D in Poland constituted 1.27% of all 28 EU member
states' expenditures altogether, whereas in 201236%.

In 2012, Poland was on the twentieth position amBhigmember states as regards the rate of R&D
intensity, which was 2.3 lower than the rate for. Ethe preliminary data for 2013 indicates thatridie of
R&D intensity in Poland is by 1.15 percentage p&ater than for EU-28. In 2012, similarly to Polarlde
rate did not exceed 1% in Cyprus, Romania, Bulgdritvia, Greece, Croatia, Slovakia, Malta and
Lithuania. The rate specified iBtrategy Europe 2020 3% was achieved only in Finland, Sweden and
Denmark. When we calculate the value of interngleexitures for R&D per capita, in 2012 Poland was o
the 24" position with 89€, whereas the average for EU-28 822.6€".

An analysis of internal expenditures by the typeregearch conducted indicated that in 2013 the
highest value fell to development works — 44.5%sibaesearch — 35%. The lowest value fell on adplie
research — 20.5%. Almost 80% expenditures incubydenterprises were connected with development
works, 17.2% — applied research, 4.1% — basic relsedn other sectors, the greatest part of interna
expenditures was incurred on basic research. Ingdwernmental sector this percentage equaled 46%,
whereas in the sector of higher education and tivatp sector of non-commercial institutions — 70.&nd
51.8%, respectivefy.

The structure of expenditures on innovation of $olienterprises differs from the one in the
neighboring countries and EU-15 (Graph 3).

GRAPH 3. STRUCTURE OF ENTERPRISE EXPENDITURES ON INNOVATION IN  POLAND
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Source: Program rozwoju przedgbiorstw do 2020 r. Program wykonawczy do Stratelginowacyjngci i
Efektywndci Gospodarki Zakcznik do Uchwaly Rady Ministréw z dnia 8 kwietni@12, Warszawa 2014, p. 17.

Technology absorption usually ousts innovative R&Drrently, technology absorption by investing in
fixed assets constitutes the main part of experaditincurred on innovation in Polish enterprise&48
Expenditures connected with R&D, including exteraiadl internal R&D and obtaining external knowledge,
constitute only 13% of all expenditures on innosatin the private sector. Such a structure prohes t
Polish companies do not base their activity onrtleein human capital; thus, it may explain low
investments in knowledge — training employees.

It results from detailed research findifiysn innovativeness of Polish companies, includiMES, that
in 2010-2012, the percentage of innovation activerprise&’ from the industry and service sector was on

“I Nauka i technika w 2013,IGUS, Urad Statystyczny w Szczecinie, Szczecin 2014, p. 56.
“2 |bidem, p. 58.

3 Dziatalngé¢ innowacyjna przedgbiorstw w latach 2010-2012 Gtéwny Urad Statystyczny, U
Statystyczny w Szczecinie, Szczecin 2013.

4 An innovation active enterprise is an enterprisgctvin the analyzed period introduced at least meeluct or
process innovation or which in this period carred at least one innovative project which was disicmed or ceased
in the analyzed period (unsuccessfully ended) dclivhas not been completed in this period (i.&s dontinued).
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the level of 16.9% and 12.3%, respectively (Tahldrnhovation activities of companies were the letia
small companies, in which only one tenth of ergitieported such activities.

In comparison with the previous edition of the egsh in 2009-2011, there was growth in the number
of innovation active enterprises from the indugtrgm 16.9% to 17.7%) and service sector (from %2t8
13.9%) in the total number of these entities. ki plublic sector, there was higher percentage aviaton
active enterprises from the industry and servictos€25.4% and 39.6%, respectively).

Taking into account territorial division, the biggeshare of innovation active industrial entermigas
recorded in Podlaskie voivodeship (23.8%), whetkadiggest share of innovation active enterprises
the service sector was recorded in Mazowieckie od@ghip (19.5%). The lowest rate was recorded
respectively in Pomorskie (12.3%) and Watskio-Mazurskie (5.5%).

Effectiveness of innovation activities in enterpads measured with, e.g. the structure of thessafle
new or significantly improved products. In 2012¢ tehare of net revenues from the sales of new or
significantly improved products introduced to therket in 2010-2012 in the total sales was 9.2% for
industrial enterprises, i.e. by 0.3 pp more tham share of revenues from the sales of these pduct
introduced in 2009-2011 in 2011. The same ratesfiities from the service sector in 2012 equalddo3.

i.e. by 0.2 pp less than in the previous period.

TABLE 7.INNOVATION ACTIVITIES OF ENTERPRISES IN 2010-2012

Number of employees

Industrial enterprises

Entsegrirom the service sector

Innovation active enterprises

10-49 104 10.9
50-249 31.4 22.9
250 and more 59.3 48.4
Total 16.9 12.3

Share of revenues from the sale of new or signiflgamproved products in total revenues from sales

10-49 1.9 0.4
50-249 4.7 3.2
250 and more 11.9 5.9
Total 9.2 3.1

Enterprises which cooperated

in the field of inrmraactivities in % of innovation active entergss

10-49 22.1 16.7
50-249 35.7 411
250 and more 58.5 57.5
Total 33.8 27.3
Enterprises which cooperated within a cluster
10-49 9.5 13.0
50-249 10.1 19.7
250 and more 21.1 25.6
Total 13.1 18.3

Source: Dziatalna’¢ innowacyjna przedgbiorstw w latach 2010-2012Gtéwny Urad Statystyczny, Urd
Statystyczny w Szczecinie, Szczecin 2013, p. 32.

In 2012, enterprises from the industrial and sergector achieved higher revenues from the sales of
products or significantly improved products newyofdr an enterprise, not for the market. In conmgami
with the previous year, in industrial enterpridesré was growth in the share of revenues from aes of
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innovative products new only for an enterprisehia total revenues (by 1.7 pp) and fall in the cafse
products new for the market (by 1.4 pp). In enisgs from the service sector these rates were ana@ut
on the similar level as in 2011.

Both in the industry and the sector of servicedjigher share of the revenues from the sales of
innovative products in the total revenues was @@wiin the public sector in comparison with thevgie
sector (respectively, 16.8%, i.e. by 3.8 pp moentim 2011; 8.3%, i.e. by 0.6 pp less). A highdugaof
this rate in the private sector was recorded initdastry - in the case of sales of products wihich new
for the market on which an enterprise operatesy@ass for enterprises from the service sector lachicate
in the private sector was recorded from the sdi@saalucts new only for an enterprise.

In 2012, the highest share of the revenues froms#hes of innovative products in the total revenues
from sales, in enterprises from both the industiiadl service sector, was achieved in entities eyimgio
250 and more people (11.9% and 5.9%, respectivelijgreas, the lowest share was recorded in small
companies (1.9% and 0.4%, respectively).

The main source of financing innovation activitigsespective of the size of an enterprise, is own
financial resources of enterprises, which may pravéack of knowledge about alternative forms of
financing innovation. In 2012, these resources titomsd 73.7% of all expenditures incurred on tims
enterprises from the industrial sector (by 0.3 ggslthan the previous year) and 69.6% in entegpfieen
the service sector (by 13.4 pp less).

Cooperation with other entities is an importanimeat of enterprise operation, because it provides a
greater access to knowledge and new technologiaioWs for costs reduction and risk reduction ttoe
business; it is favorable for exchange of expegsrand knowledge. Cooperation in the field of iratmn
activities implies active participation in jointgjects with other enterprises or non-commerciditinsons.
This cooperation might be far-reaching and longiteand does not necessarily have to entail direct
measurable economic benefits for the participgtisugners.

In 2010-2012, within innovation activities coop@@t33.8% innovation active enterprises from the
industrial sector (32.6% in 2009-2011) and 23.7%mtties from the service sector (28.1% previously
Inclination to cooperation in scope of innovatiartivties was more visible in enterprises from fhebdlic
sector, where there were cooperating 44.4% innowadictive enterprises from the industrial sectat an
59.2% of entities from the service sector (in 2Q0941- 43.3% and 46.4%, respectively). More tha@al& h
of enterprises from the industrial and service@ewsith 250 or more employees cooperated in thd fi
innovation activities. In the case of the SME sedtis percentage was significantly lower (Table 7

When it is undertaken to analyze cooperation batveggerprises in scope of innovative activitiegjrth
inclination to cooperation in scope of clusteriatives is taken into consideratfGnin comparison with
2009-2011, the direction of cooperation to clugtératives was maintained. In 2010-2012 a greatere
of enterprises cooperating within clusters in thealt number of entities cooperating in the field of
innovation activities was recorded among enterprisam the service sector (18.3%, whereas in 2@19-2
- 15.1%) than the share of industrial enterprid&s1@o to 12.8%). Cooperation within clusters is itingst
eagerly undertaken in entities employing 250 orenmersons. In this size class, in 2010-2012, dtte df
industrial enterprises cooperating in the fieldnofovation activities belonged to a cluster and fougth of
enterprises from the service sector. SMEs demdasti@uble lower activity in cooperation within des
(Table 7).

%5 According to M. E. Porter, a cluster is defined geographic concentration of inter-connected corgsan
specialized suppliers, service providers, comparpsrating in related sectors and related instinsti (e.g.
universities, standards institutions, trade assiocis and financing institutions) in different doims which are
competing and collaborating. For the purposes obwativeness research, a cluster initiative is tstded as
cooperation connections established in a formal wayhe basis of a letter of intent, agreementssbaiation or
agreement to establish a consortium, etc.
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3.3. Innovativeness in strategic and programming dmuments — proposed
directions of changes

The analysis clearly shows how low the level ofovattiveness is, as well as the level of innovation
activities of Polish companies, especially SMEser€hare different reasons for this, both internmad a
external.

Detailed research findings of SMEs analyses shatrtbmerous Polish enterprises, especially micro,
small and medium entities are preoccupied with Bmeproduction of resources or are oriented at,slo
limited growth. In this situation, innovations (wig and narrowly understood) constitute a stratefyy
multiplied risk factors. Imitation of patterns terout to be more rational (at least in a shortespeetive).
Firstly, it does not generate costs and there ihreat of destabilization. Secondly, after alhitreases, not
decreases competitiveness of an enterprise (agairshort and medium temporal stratégy)

External barriers of creativity and innovativen@sslude mainly the whole system of education in
Poland which often dampens creativity and innoesttéss. The most unfavorable features of the system
education includg:

— promoting conventional thinking;

— external exams organized by the Central Examind&mard are based on (too) standardized criteria;
— lack of classes and subjects teaching creativéitignskills of creative team work, etc.;

— promoting competitive, not collaborative relati@ischool and university;

— lack of tolerance for mistakes, imposed perfectioni

— low level of social tolerance, including culturéei@nce in numerous schools;

— curricula are based on different system of candhivewledge, which are closed and not modified.

It must be emphasized (and it is confirmed by thbdr Force Survey) that a low level of innovation
activities of enterprises, especially from the SBHttor, results in low demand on high competenées o
employees and as an effect it has a negative mfkieon educational activity of the population, i.e.
inclination to invest in development of competendes confirmed by the research that employeesthe
main motive force propelling training activity. Tnang and courses are mainly financed from their
resources; they are organized in the work time. miagority of training sessions and courses atterimed
adults is connected with their work. Furthermorajmmotives of learning and development are comuaect
with work. Nevertheless, there is also reverse degece, i.e. lack of investments of employers ghhi
competences is a factor hindering innovativenedsdanelopment of enterprigés

It is a fact that in the context of supporting Bta§ carrying out numerous projects in the finahcia
perspective 2007-2013, financed by ESF, the fiegt svas made to support development of adaptivesfess
enterprises and their employees, mainly by showimgepreneurs the benefits of investments in stadif
by reducing financial barriers in this sc8p&hus, the next step, under the new financialpetive will
be equipping enterprises, especially SMEs in summpetences that will allow them to develop and
implement innovative solutions in an effective way,well as to build a system of supporting devealept
of human capital in enterprises, which will enatid@stant development.

Because innovativeness of enterprises is anothmrbant priority in the activities and strategidghe
European Union until 2020, Poland has also undenta# elaborate a new concept of innovation pohcy.
vision of a modernized attitude towards innovata&n is included mainly in key strategic and
programming documents, which include: Strategyrofolation and Economic Effectiveness "Dynamic
Poland 2020" and Program of Enterprise Developnuetit 2020, which is an executing document of
Strategy of Innovativeness.

6 Drozdowski R., Zakrzewska A., Puchalska K., Moichd., Mroczkowska D., Wspieranie postaw
proinnowacyjnych przez wzmacnianie kreatysengednostki PARP, Warszawa 2010.

" Ibidem.
8 Gérniak J. (ed.)Kompetencje Polakéw a potrzeby polskiej gospodawdgoR podsumowugy IV edyq badai BKL z 2013 .

PARP, Warszawa 2014.
49 Cf. good practices described in Chapter 4.
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Strategy of Innovativene$ms common objectives, tasks, rates to be achieitbdother strategic and
programming documents such as: Perspective of dogelLearning, Long-term Strategy of Country
Development - Poland 2030, Strategy of Country Dmpreent 2020, Development Strategy of Human
Capital, Development Strategy of Social Capital eggional operational programs.

The main objective ofStrategy of Innovativeness "highly competitive economy (innovative and
effective) based on knowledge and cooperation".id@ment of this goal is possible by the following
specific objectives:

— Objective 1. Adjusting the legislative and financgrroundings to the needs of innovative and
effective economy;

— Obijective 2. Stimulating innovativeness by incregghe effectiveness of knowledge and work;
— Obijective 3. Increasing the effectiveness of theeafsatural resources and raw materials;
— Obijective 4. Increasing internationalization ofiBleleconomy.

From our point of view, the fifth objective whicksumes supporting development of staff for an iatioe
and effective economy is the most important.

The process of improving the quality of educatiequires involving numerous entities that influence
the system of education, especially employers ptaimportant role according to tistrategy Adjustment
of competence courses and training to the needbhefmarket is possible only when employers (or
employees) simply define what kind of knowledge ahdls they expect and training companies will
undertake to organize such classes (even if treynare expensive and more difficult to organizegnét,
it is essential to build cooperation between edanat institutions and training institutions witliginess.

The influence of employers on the system of edanatvill ensure greater effectiveness, which will
result in the higher rate of employability of graties of all types of educational institutions. Epteneurs
can shape the system of education by expressingoogi about curricula, active participation in the
process of education and being the leaders ofgnetneurship in the region.

Public intervention will be directed at differentganization of the learning process which will allo
for equipping graduates with key competences, fatgo the point of view of creating adequate cowdis
for enterprise development, especially for SMEs.oider to support improvement of qualifications of
adults, we should support systems other than thmaloone, which nowadays, because of their fleitjbil
and reference to the natural attitude to learnegpine more effective than the formal system ofinaontus
education.

Qualified and highly adaptive human resources reqguot only direct support by means of training or
counseling, but also activities aiming at bettgusiiinent of staff to the needs of the modern ecgneng.
by projecting the demand of the labor market farcdjc skills and competences on the basis of tieds
existing also on international markets. This atl#us coherent with the documedpérspective of lifelong
learningand will be put into effect by the following adties™

1) Involvement of business in the continuous learsiygtem by:

— promotion of partial responsibility of business fbe system of formal and non-formal learning,

— establishing structures responsible for coopamatiith educational and training institutions in
enterprises,

— creating the culture of lifelong learning, espdgiai SMEs,

— participation in creating and applying the NatioQalalification Framework to the purposes of
recruitment and training by entrepreneurs,

— patrticipation of entrepreneurs in institutions éoning the quality of qualifications acquired ireth
ways different than formal education.

2) Building a system of information about the needsheflabor market on the national and regional
level - in order to monitor the trends of the lalmarket and for better adjustment of the labor
market and enterprises, the policy of education emgloyment. The system should easily allow

*0 Strategia innowacyjnii i efektywnéci gospodarki ,Dynamiczna Polska 2020Ministerstwo Gospodarki,
Warszawa 2013.
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3)

4)

5)

providers of educational and training servicestébeswhich competences are demanded. It would
be reflected in the effects of learning and creptan proper offer by educational and training
centers.

Promotion and development of vocational educati@hteaining by:

increasing the role of employers in defining thansards of qualifications and competence
assessment, taking the information from the sysiemformation about the national and regional
labor market into account,

strengthening the component of key competenceaational education, vocational training of
adults and higher education,

transferring models of learning from leading coniparno vocational schools and promoting good
models of vocational training implemented by econdeaders,

allowing teachers of vocational education and ingjrio increase their qualifications in enterprises

Increasing managerial skills of entrepreneurs, &afhe from the SME sector by:

increasing the awareness of the managerial statieoimportance of non-financial resources for
the competitive position of the enterprise, the amgnce of education and competences of
employees as an element of non-financial resountgmrtance of in-company training in order to
improve employees' qualification, including e-léag

dissemination of modern managerial practices irfitld of personnel management (modern forms
of recruitment, team work, knowledge managementjéeship), strategic planning, standardization
of process management, professionalization of tAeager's function, improvement of the system
of managing economic changes;

providing strategic counseling for companies ineorid increase the awareness of the need of long-
term planning and dependence between a visionw@ld@ment and short-term objectives. Lack of
strategic attitude influences the conditions ofterst operation in a negative way and extends the
areas of uncertainty of activities.

Accent on key competences and sectional skills taff straining, including: creativity,
innovativeness, entrepreneurship, preparation fojept work in a team and individually during
education and training, abilities to formulate asdlve problems, form and procedures of
intellectual property protection, IT skills, mobtiechnologies, ecological awareness (including the
area of climate change) and promotion of using kedge in scope of environmental technologies,
foreign languages and lifelong learning.
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4.VOCATIONAL CONTINUOUS LEARNING FOR INNOVATIONS IN SMES—
GOOD PRACTICES

This part of the report presents good practicesoafinuous learning (at the workplace or study @jac
in the context of improving innovativeness of epteses in Podlaskie voivodeship, especially SMEgkwh
dominate in the region. The model solutions of @apon betweeiscience and enterprisesiave been
elaborated in projects financed by the Europeanabécnd. Priority VIII Regional human resources for
the economyf the Operational Program Human Capital 2007-204€asure 8.Knowledge transferSub-
measure 8.2.Bupport for cooperation between science and ensgpassumes the following forms of
support, e.g.:
— apprenticeship and practical training of employeescience entities and researchers from science
entities and researchers and didactic workers froiversities in enterprises;

— temporary employment of highly qualified personnd/ISMEs;

— support for enterprises by means of trainings antdanseling for enterprise employees conducted by
(or with participation of) scientific employees stientific institutions and universities directed a
implementation of innovative undertakings in entisgs;

— support of cooperation between scientific units amrepreneurs in scope of innovation and
technology transfer including elaboration of coterenplementation effects.

4.1. Project "PLATFORM B+S — innovative model of coperation between
science and business in Podlaskie voivodeshtp"

Project ,PLATFORM B+S — innovative model of coop@a between science and business in
Podlaskie voivodeship” is carried out by BialystBhundation of Professional Training in the period
01.07.2013-30.06.2015 in Podlaskie voivodeship.

The aim is to create effective and long-lastingpsyation between science and business in Podlaskie
voivodeship by means of internships and practicaihing for enterprise employees at research units
representing research areas strategic for themegispecially, it is aimed to increase the effantizss of
cooperation between scientific units from Podlaskiel companies by means of internship and practical
training for researchers at companies and entémiodasting cooperation between companies andreke
institutions by means of internship and practicaihing for enterprise employees at research utstits.

The target group is constituted by 80 personsa@®en, 50 men), including 24 (14 women, 10 men)
research workers employed at higher educationitiasilin Podlaskie who represent areas of research
strategic for the region in compliance with the iRegl Strategy of Innovation and the Podlasie
Voivodeship Development Strategy, as well as thea asf green technologies (Bialystok University of
Technology, University of Bialystok) and 56 emplegeof Podlaskie enterprises who represent the above
mentioned domains.

In the project, it was planned to ensure two kiatlsupport instruments directed at research workers
from universities and at enterprise employees:

Research workers:

— patrticipate in practical training “Creation of aop@ration platform between science and business”
whose aim is to understand the needs for cooperaind entrepreneurs’ expectations and
preparation of researchers to cooperate with ergnegpirs in scope of the subject matter;

1 "PLATFORM B+S — innovative model of cooperation leetwscience and business in Podlaskie voivotiship
Bialystok Foundation of Professional Training [oeli 20.02.2015]. Available onWorld Wide Web:
http://www.bfkk.pl/przedsiebiorczosc/platforma.html
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— patrticipate in internship in 8 companies. Each rpnige organizes internship lasting 4 months (60
hours per month) for 3 researchers in three domainsocess, organization and marketing
innovation in compliance with the program elabadate

— elaborate strategies of innovation for each compganticipating in the project. Each strategy
consists of three reports concerning process, agion and marketing innovation elaborated by
researchers after internship completion.

Employees have an opportunity to participate in:

— internship organized by research institutions. Eaompany sends two employees who are
responsible for organization and marketing innaratifor internship lasting 2 months (60 hours
per month);

— individual practical training for enterprise empb@g responsible for process innovation. Having
identified the companies’ needs in scope of trgnin the domain of innovations, individual
practical training for employees responsible fornofacturing technology is supposed to be
purchased;

— implementation of practical training in scope ofgamization and marketing innovation at a
company. After the end of internship at each compamplementation training in scope of
organization and marketing innovations will be arigad (8 hours each) for four participants —
mainly the managerial staff.

4.2. Project “We support practitioners — cooperatio between science and
business®

Project “We support practitioners — cooperationnaein science and business” was carried out by
Lomza State University of Applied Sciences in Loritzgartnership with a self-government unit — thig/C
of Lomza in the period 01.01.2013-31.12.2014.

The main objective of the project was to improvepEration between a university (Lomza State
University of Applied Sciences) and enterprisesdape of innovation and technology transfer.

Project support for enterprises concerned key seaib Podlaskie economy, i.e. food industry and
renewable sources.

Under the project, training for 30 researchers assbciates of Lomza State University of Applied
Sciences from three institutes was organized. Tikétutes included: Business Administration Ingétu
Computer Science and Automation Institute and Fbechnology Institute. The aim of training was to
understand the needs for cooperation between sceett business. The training consisted of two parts

1) Basic training on the forms of cooperation sciebgsiness and needs in scope of innovation of
enterprises. The aim was to prepare researchesojpesof the subject matter to cooperate with
enterprises, which allowed them to better undeds&ntrepreneurs’ expectations towards research unit
and to identify possible innovative solutions bgson knowledge and research carried out by the
participants;

2) Supplementary training on communication researbbblsimressman in order to encourage researchers to
approach the needs of business by means of seifgti@nal activities.

The effect of both types of training was promotiafrresearch employees (30 people) responsible for
recognition and implementation of innovative salas in enterprises in Podlaskie.

An important part of the project was research anribeds in scope of innovation in ten enterprises
from Podlaskie in two areas of innovation:
— organization and marketing,
— technology (ICT, food technology or technology efiewable energies).

52 We support practicioners — cooperation between seieand businesg.omza State University of Applied Sciences in lzam
[online] [online: 18.02.2015]. Available on Worldité Web: http://www.pwsip.edu.pl/wspieramypraktydow
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Furthermore, on the basis of knowledge gained duriaining and results of the research on the needs
concerning innovation, some activities connecteth velaboration of innovative solutions by experts-
researchers in two areas of innovation: organimatiosarketing and technology (ICT, food technology o
technology of renewable energies). In each casejrimovative solutions for each of ten enterprisese
elaborated and presented in the form of reports.

The key element of the project was implementatibael@borated innovations. In order to achieve this,

the following activities were organized:

— practical training in groups for 50 employees (nggamal staff and key employees) of enterprises.
The aim was to support implementation of organtraind marketing innovations in enterprises.
Training was conducted with participation of resbkars from research departments of higher
education facilities;

— practical individual training for 10 employees ohterprises. The aim was to support
implementation of innovations in scope of ICT, faedhnology or renewable energy technology.
Training was conducted with participation of resbkars from research departments of higher
education facilities. Each kind of training was enedl individually and adjusted to specific needs
for implementation of a given innovation;

— internship for 15 enterprise employees at Busirglsinistration Institute, Computer Science and
Automation Institute and Food Technology Institute.

4.3. Project ,Knowledge transfer to enterprises®

Project "Knowledge transfer to enterprises” wagiedrout by the Foundation for development of
Bialystok University of Technology in the period.00.2012-30.06.2014 in Podlaskie.

The aim of the project was to increase the transfeexpertise from universities to Podlaskie
enterprises by means of gratuitous practical tngireind internship raising employees' qualificatiortse
classes were conducted at the Faculty of Mechaiingineering, Electrical Engineering and Civil and
Environmental Engineering of Bialystok UniversitiT@chnology by its researchers and didactic warker
The project target group was enterprises from tilewing sectors: machine and building industry or
companies providing services in these sectors (gularcting, design, engineering and procurement) et
from Podlaskie and their employees.

In the project, it was planned to carry out sixtebffierent types of training for engineering and
technical enterprises workers representing two kenches in Podlaskie, i.e. machine and building
industry. The scope of training included:

— Health and safety at a construction site;
—  Software 3D CAD SoliDWorks;

— Renewable energy sources;

—  Practical course of the software AutoCad,;

—  Design of systems compensating reactive powerdnigit of current requirements for the quality of
electric energy;

—  Operation and examination of the devices of eleetrergetic systems and networks of the voltage
higher than 1kV;

—  Designing electro-energetic systems of averagagelt

—  Basics of actuator-based hydraulic systems;

—  Programming the driver PLC GeFanuk;

—  Programming the driver PLC Siemens;

—  Designing NN electrical grids and electrical figgat construction sites;
—  Visualization of industrial processes;

%3 Knowledge transfer to enterpriseBoundation for development of Bialystok Universi§ Technology [online] [accessed:
24.02.2015]. Available on World Wide Welttp://www.fundacja.pb.edu.pl/pokl4/
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—  Integrated production processes;
—  Plastic processing;
—  Modern methods of powder coating and productiodeaforative and protective coating.

The Faculty of Machine Engineering and Electricajiaeering of Bialystok University of Technology
organized internship for Podlaskie enterprises'lepges from the machine and building industry at:

1) the Department of Power Electronics and Electriot@dlers (Faculty of Electrical Engineering).
The internship consisted of theoretical lectures @ractical classes presenting research carried out
at the Department of Power Electronics and Eledriwes which is especially applicable in the
industry: work analysis, design, laboratory tedteanverters connected to networks of electrical
energy gained from renewable resources, elemerdesifn of systems of microprocessor control
of converters; analysis, synthesis and design ofrabsystems of converters applied in renewable
electric energy sources; elements of programmingtroling processors. The internship was
directed at employees of Podlaskie companies whigeproduce and apply devices of industrial
automatic control and renewable electric energyces;

2) the Department of Power Engineering, Photonicslaghting Technology (Faculty of Electrical
Engineering). The internship consisted of practidakses presenting research carried out at the
Department which is especially applicable in theéustry: examination of heating of wires caused
by electric current, optimization of energy lossescurrent circuits of low voltage, analysis of
value variation of resistance of cable conductersthie temperature function in the light of
performance of power supply systems in the everfirefand acceptance and operation tests of
devices and electric systems of low voltage. Treg@mm was directed at employees of Podlaskie
companies who design, produce and operate deviegdsatric systems;

3) the Production Engineering Department (Faculty afchbhnical Engineering). Practical classes
included the following topics: 3D design, programmiCNC, controlling precision of produced
details, 3D printing. The program was directed mpkyees of Podlaskie companies who design
and produce components for machines and devicepratmtypes;

4) the Automatic Control and Robotics Department (Fscof Mechanical Engineering). Practical
classes included, i.a. design of industrial netwpgeogramming controllers working in networks,
programming and operating Festo Activ Factory. Thegram was directed at employees of
Podlaskie companies who design and operate PLC.
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5.NEwW ATTITUDE IN EDUCATION TOWARDS INNOVATION OF SMES —
EXAMPLE OF PODLASKIE VOIVODESHIP

5.1. Podlaskie voivodeshi}) - characteristics

Podlaskie voivodeship was established in 1999 st of the administration reform in Poland. The
characteristic feature of the region is locatiorthie border part in the north-eastern part of Rbldme
result of such a location is overlapping of difffrelements and conditions - historical, environtakgn
social, cultural and economic. Podlaskie accoum$5% of the country territory. It is populateg $2%
of residents of Poland. The territory of the regisrsparsely populated. In 2012, 59 people popdlate
km? whereas 123 is the average for the country.

In the category of the level of economic developieodlaskie is among the weakest developed EU
regions (255 place out of 271 regions). In Poland, it is alEssified as one of the weakest voivodeships.
In 1999, GDP per capita in comparison with the agerone in the country equaled 72.7%. After 10g/ear
the dist?gce to the average in the country inctedee2011, GDP per capita was 71.8% (14th pladéen
countryy”.

Podlasie is a typical agricultural region with ppednance of the processing industry. The voivogeshi
is characterized by weak diversification of theusitly and strong dependence on the dominant brdiheh.
key branches of the region include: food induspmpduction of food items and drinks); tobacco irtdys
production of items made of wood, cork, straw ancker; manufacture of products made of rubber and
plastic; manufacture of metal products (includiregivhtive departments). Three main branches gemerat
ca. 60% of marketed production and hire almostifadi@mployees. When the number of entities opegat
in the voivodeship is concerned, the dominatingasecare: commerce, building industry and induktria
processing.

When we focus on the sector division of industryPdlaskie, the most significant part is constdute
by the food industry (ca. 48% of marketed produngti®hen the dominance of particular branches én th
economic development of Podlasie is concerned; itisible that the leader of marketed production is
manufacturers of food items (54.8% share in salEsjerprises of this sector are characterized by a
relatively high dynamics of marketed productiong&ther with the sector of manufacturing productsiena
of wood, cork, straw and wicker (8.7%), manufactafgoroducts made of rubber and plastic (6.8%) and
production of machines and devices (5.2%), theseigy generated 75.5% of the value of marketed
production of Podlaskie industry. According to fain Statistical Office's data, these branches eynpé.
56.5% of employees in this industty

Podlaskie belongs to the regions which for a feargénave faced the decreasing trend in the nunfiber o
population. In 2000-2013, the population of Podiagkiminished from 1,221,128 to 1,194,965, i.e. by
26,163 people (by 2.1%). It must be pointed out thahis period in Poland the population increabgd
0.6% (from 38,254,000 to 38,502,000). Accordingtite demographic forecast up to 2050 by the Main
Statistical Office, the decreasing trend in Podkas¥ll be maintained. In 2050, the number of peopill
be about 982,300,000, so it will be reduced by %/i® comparison with 2013 and by almost one fifth i
comparison with 2000. The scale of the decreasigeimumber of people in 2013-2050 in Podlaskie kngll
on a much higher level than on average in the cp(decrease by 11.8 percentage pdints

%4 Voivodship - a unit of administration division froland.

% Sadowska-Snarska C., Problemy polityki spoteczhejynku pracy w dokumentach strategicznych
wojewddztwa podlaskiego, ,Polityka Spoteczna” 204#410.

% Jurczuk A.,Innowacyjné¢ podlaskich przedsbiorstw — wybrane aspektyEconomics and Management”
2012, vol. 4.

" Ibidem.

* Sadowska-Snarska (Zatrudnienie przyjazne rodzinie jako nedzie adaptacyjni firm i pracownikéw w
wymiarze regionalnym i lokalnyrBialostocka Fundacja Ksztalcenia Kadr, Biatys?6i 4.
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The decrease in the number of people in Podlagk2000-2013 was a result of the negative rate of
natural increase, i.e. there were more deathshintrs in almost all years. The level of birthslecreasing
systematically. Whereas in 2000-2013, 11-13 thodisainchildren were born annually, after 2020 the
number of births will decrease to 8.9k in 2025,i8030 and 6.4k in 2050. The Total Fertility Rata
Podlaskie, alike Poland, does not reach the levaireng simple generation replacement. In 2000ag on
the level of 1.4, whereas in 2005 it decreased2q(ift 2013 - 1.18). In the forecasted period u2@50, it
is expected that TFR value will be 1.3-1.4.

Apart from a negative rate of natural increaserehse also a negative net permanent migration rate,
both internal and abroad. In 2000-2013, visibly enpeople moved out permanently from Podlasie to
different regions in Poland, in comparison with tiémber of people who came to Podlasie. A similar
situation will take place in the forecasted petigpdto 2035. Furthermore, a net abroad migratiomisalso
negative. In 2000-2013, almost each year the nurobg@eople going abroad outnumbered immigrants
coming to Podlasie. The demographic forecast  atg favorable. It is predicted that a negative raill
maintain until 2027; however, the scale of immigmatto Podlasie, as in all Poland, will be slightigher
than emigration.

The decline in population, greater in the regioantin Poland, is faced by the group of people at th
pre-productive age. The number of children and lyast systematically decreasing which results in
reduction of participation of this economic grouptie total number of people in Podlaskie (from 26%
2000 to 17.9% in 2013 and 13.2% in 2050). This dyinadecrease in the number of children and youth is
an effect of a decrease in the number of birthsti@nother hand, in the case of population at th&-p
productive age, the tendency is reverse in relatiopeople at the pre-productive age. The number of
people at the post-productive age shows an inergasndency. In 2000, the population of the elderds
on the level of 193.8k and up to 2013 there werdRpeople more. In accordance with demographic
predictions, this population will be more and motenerous and will reach 310k in 2050 which is 166f%
the number in 2000. The growth in the number ofpbeamt the post-productive age is caused by
prolongation of life and the process of getting lbydpersons born in 1948-1955- the first baby badi@r
war®. As an effect, the number of people at the posthpetive age in comparison with the general number
of people in Podlaskie increased from 16% in 2080B12% in 2013. In 2050, this percentage will be
visibly higher - 31.6% which is evidence of a dymeaily increasing problem of demographic ageing.

A key issue is a change of the number of peopteeaproductive age who are potential working staff.
The number of people at the productive age in increased from 702k to 763k, by 8%. In the
following years, in accordance with demographidprons, this population will be slowly decreagirn
2050, it will be on the level of 542.8k, so by 1H8less (by 22.7%) in relation to 2000 and by 2R0ezs
in relation to 2013. Its share in the number ofedidents of Podlaskie will decrease from 63.8%0h3 to
55.3% in 2050, by 8.5 pp. It means that enterprugitdace a barrier of lack of employees.

It must be emphasized that even now employers mlaBkie have difficulties in finding persons
suitable for a given job. The Human Capital Balaresearch indicat€sthat in 2013 among employers
looking for new employees, 84% complained aboublems in finding them (by 6.6 pp more than on the
national scale). The greatest problem with findéngployees in Podlaskie was faced by employers fhem
building industry and transport - 99%, by 14.4 pprenthan in Poland. Difficulties in recruitment @ls
concerned the branches - specialized servicesstirydand mining - recruitment problems were repbhg
85% and 84% employees, respectively. In Podlagkféculties in finding proper employees are faced
more often than on the national scale. It may teSam a hindered access to persons with skills and
gualifications demanded by employers, deficiencymaffessions which are demanded on the local labor
market. Irrespective of the company's size, empkyeom each category (micro, small, large) had
difficulties in finding qualified workers and empgiees working in services and sales. In large ensap
employing more than 50 people, it was the mosiadifif to find persons for specialized jobs - 36% of

*Total Fertility Rate — an average number of chitdtieat would be born to a woman in her child-beasears
(15-49 years old). TFR with the value of 2,10 “®gliarantees generation replacement.

0 1bidem.

®1 Kasparek K., Magierowski M., Turek DRynek pracy w wojewddztwie podlaskimwietle danych z bada
Bilans Kapitatu Ludzkiego 201®ARP, Uniwersytet Jagieliski w Krakowie, Biatystok 2014.
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employers in Podlaskie reported problems with rigment. Both in Podlaskie and in Poland, the majori
of employers who had difficulties in finding empé®s suitable for work declared that the main cavese
the inability of candidates to meet their expeotadi It was mentioned by 82% of Podlaskie emploieys
2.2 pp less than on the national scale).

Employers have problems with finding adequate eyg#e despite the fact that the work potential in
the region is used only to a small extent, whicbasfirmed by low rates of professional activity @014-
55.8%, including 64.4% of men and 47.8% of women)ployment rate (50% including 42.8% for women
and 57.7% of men), unemployment rate (10.5%, 54kthaf unemployed) and the population of
professionally inactive persons (408k, including28f women-.

According to the data of the National Census ofl12@khe greatest percentage of people in Podlaskie
have education on the level of post-secondary $ckooational secondary school and general secgndar
education (30.1%). On the second place, thereusatibn on the level of junior high schagimnazjum)
basic and lower (26.7%). 16% of people have higitrcation. Podlaskie is the voivodeship with the
lowest percentage of people having vocational d@ihutan all Poland. According to the Human Capital
Balance of 201%, 46% of respondents participated in courses amitig (on average in Poland - 19%). In
the case of working population, this percentagaven higher - 46% (in Poland - 25%). The situatbthe
unemployed is much worse - 21% (11% in Poland)j@pated in courses or training in the last 12 rhent

This demonstrates that Podlaskie, alike all Polanges with lack of adjustment of the needs of the
labor market and professional skills which resfrtdsn insufficient quality and adequacy of the ediwzl
offer. Thus, it is an important step to populafizeticipation in continuous learning by: developmgodel
of adult learning based on practical learning; ttgyieg an offer, promotion and encouragement of
participation in education of professionally inaetpeople, supporting vocational training.

Lifelong learning of employees and employers isomV from the point of view of improving
innovativeness of Podlaskie enterprises and thelenvtemion. It results from the analysis of the sate
indicating the level of innovative development tRatdlaskie voivodeship belongs to the least deeslop
regions in Poland in this sphere. The expendittwedRR&D in relation to GDP in Podlaskie are visibly
different than in Poland (Table 9).

TABLE 9. EXPENDIURES FOR R&D (% oF GDP) IN 2006-2012

Specification 2006 2007 2008 2009 2010 2012
R&D expenditures (% of GDP)

Podlaskie 0.25 0.20 0.26 0.21 0.32 0.57

Poland 0.56 0.57 0.60 0.68 0.74 0.89

R&D expenditures per capita

Podlaskie 51 46.5 62.7 55.6 86.2 115.8

Poland 154.6 1751 202.2 237.7 270.4 372|5

Source: Main Statistical Office data.

Expenditures for R&D in relation to GDP are almbeice lower than on average in Poland, whereas
the same expenditures per capita in Podlaskiehaze times lower than the average for Poland.

%2 Sadowska-Snarska Zatrudnienie przyjazne rodzinie jako nedzie adaptacyjnei firm i pracownikéw w
wymiarze regionalnym i lokalnyrBiatostocka Fundacja Ksztatcenia Kadr, Biatys20i 4.

63 Kasparek K., Magierowski M., Turek DRynek pracy w wojewddztwie podlaskimiwietle danych z bada
Bilans Kapitatu Ludzkiego 201®ARP, Uniwersytet Jagieliski w Krakowie, Biatystok 2014.
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One of the main rates used to assess innovativéndss value of expenditures incurred on innoativ
activitie€®. The resources spent by enterprises for R&D dferdntiated by the type of innovative activity
and financing sources.

In 2013 expenditures on innovation in Podlaskieugtdal enterprises conducting innovative activity
per capita equaled 1.7 min PLN, whereas in PolaB& min PLN, in Dolny Slask voivodeship - 6.2 min
PLN, in Mazowieckie - 4.2 min PLN and in serviceyding enterprises - 0.4 min PLN (3.4 min PLN in
Poland and 8.7 min PLN in Mazowieckie).

Among fundamental reasons of a low level of expemes on R&D (in the country and in the region),
there is an insufficient connection of science bodiness and little interest of entrepreneurs toyaaut
R&D activities, which consequently leads to depewadeof financing R&D upon budget financial means
(ca. 60%). Such a model of financing R&D differgraficantly from the model described in the Lisbon
Strategg%/ in which 2/3 of expenditures shall be rited from private sources and only 1/3 from public
sources’.

S. Golinowska and E. Kocot who have conducted ptiueanalyses of spatial variability of
development in Poland claim that the region of Bskie belongs to regions "with low economic growth,
but some factors of development (and in the fuea@nomic growth) are emergii§"

It means that Podlaskie has a possibility to digtinthe developmental distance in comparison with
other regions of Poland and EU. Nevertheless, ithaton requires conducting regional policy based
programming activities and focusing it on solvingim problems of development in the economic and
social dimension.

5.2. Lifelong learning in the context of innovativeess — in strategic and
programming documents

The most important regional strategic and programgnmdocuments which determine directions of
education in the context of improving innovativeme$ Podlaskie enterprises, especially SMEs include

— Podlaskie Voivodeship Development Strategy 2020;
— Regional Operational Program of Podlaskie Voivoie2014-2020;
— Development program for smart specializations anitepreneurship in Podlaskie 2015-2020+.

A concept for a long-term policy of developmentRiidlaskie voivodeship is describedRodlaskie
Voivodeship Development Strategy 2020 (PVDggdated in 2013. It takes into consideration a new
paradigm of the regional policy in which, e.g. sofipneans be strengthening and making use of enioge
potential.

PVDS is a document strictly connected with numerdosuments and which is strategic on the
European scale (e.g. Strategy Europe 2020) aneondtional scale (e.g. Long-term Strategy of Reajio
Development 2030, National Strategy of Regional dd@yment 2020, Medium-term Strategy of Country
Development 2020, Plan of Area Development of thar@ry 2030).

The strategy presents a very ambitious (on thigesttis hard to estimate if it is realistic) visiof
developmentPodlaskie voivodeship: green, open, accessibleesmigtpreneurial“which aims to visualize
the target conditions, which the region shouldiatty completing the tasks specified in the documgn
to 2030.

% Expenditures for innovative activities are meaduas expenditures incurred by an enterprise ina e
innovative activities conducted in the last threang.

% Raport monitoringowy z realizacji Podlaskiej StgiteZatrudnienia do 2015 roku w latach 2010-20Y2UP w
Biatymstoku, Biatystok 2014.

% Golinowska S., Kocot E.Spéjnd¢ spoleczna. Stan i perspektywy rozwoju spoteczmvegprzekrojach
regionalnych Wydawnictwo Naukowe Scholar, Warszawa 2013.
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Such formulated development visions will be achickmg strictly connected strategic goals that should
be carried out in three spheres and ensure: (Wtgrof competitive economy, (2) developing domeatid
international socio-economic links in the regids), improving the quality of life (Scheme 1).

SCHEME 1. STRATEGIC AND OPERATIONAL OBJECTIVES IN PODLASKIE VOIVODESHIP DEVELOPMENT
STRATEGY

Strategic objective 1. Strategic objective 2. Strategic objective 3.
Competetive economy Domestic alll’(l international Quality of Tife
. inks

*Development of » Activeness of Podlaskie *Reducingthe negative etfects
entrepreneurship. businesses on the of demographic problems.

«Increasein innovativencss supraregional inark el *lmprovement of social
of Podlaskiebusiness. *Improvement of the cohesion.

*Development of voivodship's nvesmtent «Improvement in the health of
competences for work and attractiveness. the comumunity and public
support for professional *Development of partner safety.
activity of the region's cross-border cooperation. *Protection of the environment
citizens *Development of partner and rational management of

~Social capital as a cataly st for mnterregional cooperation. its rezources.
development processes. *Increasing the region's

+Effective uge of natural internal and external
resources. ransport accessibility .

sModemnetworlk
infrastrichire.

Source: Strategia Rozwoju Wojewddztwa Podlaskiemaotu 2020(2013), Urad Marszatkowski Wojewddztwa
Podlaskiego, Biatystok, p. 36-49.

Although, these three strategic aims create amsysfemutually connected and determining elements,
the first goal is prioritized, because as it isw@thbeconomy competitiveness, it creates work plaeasis to
employment growth, income and prosperity growthrtft@rmore, having a job and making income is a key
issue leading to high quality of life.

Having analyzed the operational objectives, it isible that PVDS pays great attention to
innovativeness, as well as to education, includifietpng learning.

The Regional Operational Program for Podlaskie &aship 2014-2020 is an important financial tool
allowing to complete PVDS goals. It was adoptedtsy voivodeship parliament in April 2014 and then
accepted by the European Commission in Februar$.26d main goal is growth of competitive economy
created on the basis of regional specializatfons

From the point of view of problems described irsttéport, three out of ten Programme Priority Axes
should be analyzed:

1) Priority Axis I: strengthening the potential andmpetitiveness of the regional economy which may
contribute to strengthening the potential and cditipeness of the region. Activities undertaken enthis
Axis will be directed at the development of smasedalizations in the region. It will be achieved b
developing new competitive superiority based orouations and the economy based on knowledge. One
of the specific goals is strengthening the sciesemor for the benefit of regional smart specidiiwes and
strengthening the importance of R&D activities imiezprises;

57 Regionalny Program Operacyjny Wojew6dztwa Podlaski2f14-2020 Urzad Marszatkowski Wojewddztwa Podlaskiego,
Biatystok 2014, p. 5 and following.
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2) Priority Axis II: entrepreneurship and professib activity. It contains activities connected with
adjustment of employees, enterprises and employespecially SMEs, to changes, e.g. by raising
gualifications, competences and abilities of wogkpeople and adjusting them to the needs of econemy
the region;

3) Priority Axis Ill: competences and qualificatiowhose aim is, e.g. to popularize and improve the
quality of lifelong learning and to adjust it tcetheeds of the labor market, as well as growthenquality
and effectiveness of vocational training. The lk&sue is to make even the access to continuousrigarn
formal, informal and non-formal for all age grougs, broaden knowledge, improving abilities and
competences of the labor force and to promote Hlexeducation paths also by means of vocational
counseling and confirmation of acquired competences

From the implementation point of view concerningiaties improving innovativeness of enterprises,
including changes in the educational system, inomdifelong learning, the key document is the
documents entitledProgram of development of smart specializations anttepreneurship in Podlaskie
voivodeship 2015-2020+.

The program is based on two important assumptians,

— First of all, Podlaskie voivodeship, in order teeasome barriers of its peripheral character, siggioa

and low level of innovativeness and entrepreneprahiust approach innovativeness in a completely
new way. Pragmatism and practical activities becqmierities in relation to innovations based on
theoretical knowledge. The model of innovation lblae the needs of enterprises and consumers which
is characterized by fast reaction to the needs h&f market becomes dominant. Innovative
entrepreneurship becomes deemed as the most \alatbute of the regional economy. The aim of
the program is to complete Podlaskie Voivodeshipdlmpment Strategy in scope of innovativeness
and entrepreneurship;

— Secondly, the region of Podlaskie will not incredseovativeness in a longer perspective without
increasing the level of entrepreneurship. Entreguieship cannot be built in a different way than
education. Hencehe Programmentions support of education in development irpscaf innovative
entrepreneurship during all stages of educatioe. dutcess will be achieved when unified programs of
education are elaborated and when the subjectVaine entrepreneurship” is introduced as a rediona
differentiation mark. It should be financed withdbe time limit by all levels of the self-governnien
which establish schools.

It must be emphasized that such an attitude immptiance with a more and more popular statement
that the innovation policy should take a strongnsmtion of innovations with entrepreneurship and
entrepreneurs into account.

It is connected with, i.e. transitions from the mged economy to the entrepreneurial economy. Large
enterprises dominate in the first model, in whibk innovation policy was concentrated on supporting
innovative needs in this part of economy, e.g.tbhyidating R&D in the public and market sector, \wdaes
entrepreneurial economy puts emphasis on entrami@ahbehavior. The priorities of the innovativelipg
are innovations, entrepreneurship and SMEs. Newladge is an entrepreneur's tool, an opportunity fo
entrepreneurial activities and one of its main itesare innovations. It is an entrepreneur whohis t
fundamental actor of the innovation process, aysttaf innovation, an agent of knowledge and iratamn
transfer in econonf,

Regional smart specializations of Podlaskie voigbife have been identified by analyzing values both
of leading companies and small but dynamic entiiesiness relations and reporting participatiosuoh
relations instead of direct belonging to a givewotae will be significant for realizing the policyfo
supporting regional smart specializations. The Ruwwog points out one "core of specialization” -
"Innovations in the areas, in which the voivodedids an outstanding potential”. Podlaskie has nomser
advantages which allow to build competitive supdioin scope of innovations in the hitherto well
developed sectors of the economy, such as: foagsing agricultural and forestry machines, manufigct

% Stawasz E.Polityka innowacyjna wobec MSHn:] Niedzielski P., Stanistawski R., Stawasz(&d.), Polityka
innowacyjna pastwa wobec sektora matychgriednich przedgbiorstw w Polsce — analiza uwarunkawa ocena
realizacji, Zeszyty Naukowe Nr 654, Ekonomiczne Problemy g$ha 70, Szczecin 2011, p. 46.
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of mechanical devices. It also concerns the widmlgierstood medical sector, also in the contexhef t
ageing society and eco-innovations (including reatde energy sources). Other economic activitieckvhi
demonstrate high dynamics of growth supplementcttre. They are promising enough to name them
"rising specializations", i.e. "innovations in teectors with high growth potential” in the region.

The main goal expressed in tReogramis: to popularize innovative activities and to e&se in the
number of enterprises in the region. The Progralinbeicarried out by means of three specific goals:

— Objective 1. Competitiveness by means of innovation
— Objective 2. Entrepreneurship due to innovations;
— Objective 3. Human capital for innovations.

Each specific goal responds to problems and clgdkerfiaced by Podlaskie voivodeship, both in the
context of internal conditions and EU policies. dach specific goal of the Program, it is planned to
undertake different kinds of intervention, depegdion effects that are expected after the Program's
completion. The success measures of the Progrdrbevil

— increase of total expenditures on R&D in comparigih GDP;

— increase of the percentage of expenditures incuske@énterprises in comparison with expenditures
incurred on R&D in general;

— increase in the number of enterprises falling ok d€ople.

From the point of view of these considerations, tthied goal seems to be especially important as it
relates to shaping of human capital for innovategmn

Smart specializations mean specified activities eotrepreneurs, researchers and scientists who
participate in the regional society. Both groupkenase of regional human capital (employees) orottee
hand and on the other hand, they influence itsityu@rrocess of education, training, etc.). If viaenk about
regional smart specializations, they must contaliatthe highest quality of human capital on alele and
stages of education as the region loses its papnlabtential and the society is ageing. This goidl be
achieved by intervention in the following sphé&Pes

1) supporting schools and educational units in crgagimtrepreneurial and innovative attitudes. Edooati
in scope of ecology, ICT, eco-innovations and ddfé spheres of smart specializations, as well as
encouraging the youth to become interested in afieafions will be really important;

2) supporting development of an educational offer tlee whole voivodeship (faculties, specialized
courses, post-graduate studies) for entrepreneonigvg in the areas of smart specializations awed th
employees. Such activities should encourage cotpereof schools, universities, educational
institutions and business in order to build longfileg bonds and to develop and adjust potential and
system of functioning of the school and lifelongri@ng sector to the needs of enterprises;

3) increasing the quality of human capital by condgttourses, training and practical training ordered
by entrepreneurs. Ensuring the highest standarttaiofng is especially pivotal (ordered in theiceg
and outside the region).

Achieving the strategic objective comprises diffégractivities undertaken by main actors of the
regional innovation system based on consolidatioefforts made for the benefit of innovativenessl an
entrepreneurship development in the region, as agediffective cooperation in the form of quadrupéx
- Table 8.

% Program rozwoju inteligentnych specjalizacji i preetiorczaici w wojewddztwie podlaskim na lata 2015-202Geoprofit,
Biatystok 2015, p. 27-28.
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TABLE 8. TYPES OF INTERVENTION IN THE CONTEXT OF ACTIVITIES OF QUADRUPLE HELIX (POLICY
MIX )

Intervention type

Category of partners

Main expectdions of an activity

A. Supporting schools| Knowledge — Adaptation of types of educational activity to iwativeness and
and educational units| institutions entrepreneurship

in creating — Cooperation with entrepreneurs and administratioorder to activate system|s
entrepreneurial and of education in scope of innovative entrepreneprshi

innovativeness Entrepreneurs — Reporting needs and joint investment in developrméah educational offer
attitudes Administration — Financial and information support for the benefiteating an educational offgr

in scope of entrepreneurship and innovative ergregurship by regional
authorities

Organizing and financing educational classes irpsaaf entrepreneurship ar
innovative entrepreneurship by local self-governteen accordance with
unified regional system of education in innovatiees on all levels of educatiq
- it requires close cooperation and coordinatiothenlevel of the region;
Promoting of teaching entrepreneurship

S ¥ a

NGOs — Promoting innovative and adaptive attitudes
— Cooperation with entrepreneurs, self-governmentsettucation for the benefit
of entrepreneurship and innovation
B. Supporting Knowledge — Adapting kinds of undertaken educational activitiesthe needs of smart
development of an institutions specializations
educational offer for | Entrepreneurs — Creating and supporting types of education to #es of smart specializations

the whole voivodeshipg

with educational units

(faculties, specialized
courses) for

Administration

Promotion and financial support of developing typésducation adapted to th
needs of smart specializations

0]

entrepreneurs working NGOs — Supporting the dialogue business-science in scbpypes of education;

in the areas of smart — Creating a supplementary offer

specializations

C. Increasing the Knowledge — Adjusting the offer of courses, training and preattitraining to the needs qf
quality of human institutions entrepreneurs

capital by conducting | Entrepreneurs — Creating permanent bonds of cooperation with edrealtunits;

courses, training and —
practical training
ordered by
entrepreneurs

Overcoming the costs barrier of R&D by joint oraeriof courses, training and
practical training
Financial and information support for adjusting tffer of courses, training and
practical training to the needs of entrepreneurs
— Financial and information support for purchaseairses, training and practical
training by enterprises
Being an intermediary and supporting enterprisegoint orders of courses,
training and practical training

— Creating a supplementary offer

Source: Program rozwoju inteligentnych specjalizacji i pasebiorczaici w wojewodztwie podlaskim na lata 2015—
2020+, Geoprofit, Biatystok 2015, p. 27-28.

Administration —

NGOs -

The expected effects of this objective are:

increasing the activity of schools and universitre$uilding relations with entrepreneurs - espécia
those from the area of smart specializations;

increasing the quality of human capital in the spl# innovativeness;
increasing the importance of Podlaskie voivodeshiphe Polish map "Science for economy".

The Program includes numerous instruments to aehles specified objectives which include the issue
of educating employees. The most important of thesn

"Subsidies for development of research resourcdsiramovations” - as support in the form of non-
returnable subsidies for employing personnel, faming or purchase of apparatus and equipment to
create R&D resources. They will be made acceséillentrepreneurs from the region. The subsidies
perform the following functions: increasing R&D pennel potential and its networking; increase in
the competitiveness of Podlaskie R&D offer for eptises. The beneficiaries include: universities,
research and scientific institutes, enterprisef wie status of a research-development center gyavin
registered office or performing its main businessivdly in Podlaskie or enterprises not having a
registered office in Podlaskie, but performingnitain business activity in Podlaskie;

"Podlaskie voucher for innovations" support in the form of non-returnable subsidies R&D
activities performed by newly established micro @nahll enterprises which include: finding and/or
implementing a new product, a model project; newufiacturing technology, significant improvement
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of a product or manufacturing technology, findingdér implementing a new or significantly
improved process of offering services, organizatiar marketing innovations. The support may also
be used to purchase R&D services and apparatusoying R&D personnel, R&D training connected
with the above mentioned R&D activities which is@stial for a project. The support may also be used
for the following studies connected with a new prcigd model project; new manufacturing technology,
significant improvement of a product or manufactgriechnology, finding and/or implementing a new
or significantly improved process of offering seeg, organizational or marketing innovations:
assessment of R&D potential of an enterprise, pfatievelopment of an enterprise, predictions about
the market, strategy of introducing the above noetil new or significantly improved solutions. The
service providers may be research units or ensmprhaving the status of a research-development
center or foreign research and scientific units.
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6. CONCLUSIONS

On the basis of the analysis, the following cornidios can be drawn:

1. In Poland, as well as in Podlaskie, institutiohsontinuous learning function on the basis of
different legal provisions (lack of one documepgdl autonomy of institutions), which results in
the existence of at least three kinds of instingjooften with contradictory interests: educational
institutions, institutions of the labor market, wig understood training institutions. Also
employers participate in the system of lifelongri@éag. They shape appropriate “educational
atmosphere” in a company and organize internatitrgisessions regularly. Hence, there is a lack
of a coordinated system of continuous educatidpaland.

2. Furthermore, there is no internally cohesive aonthprehensive system of financing adult
education. Apart from a network of public and gitatws schools for adults and public educational
facilities which sometimes charge for educationjaadion is financed in a dispersed way under
public programs for given social groups (e.g. Lalbamd, State Fund of Rehabilitation of
Handicapped People), by enterprises to a limitadregxmainly the largest ones investing mainly
in short forms of education) and by trained pers(ingesting in longer forms of education
resulting in an increase in the level of education)

3. Hitherto, public institutional and infrastrucalisupport for continuous learning has been only
little effective. The Register of Training Institos which was supposed to improve the access to
information on training institutions and their edtional offer did not perform its function. The
system of accrediting training programs has a \#tig¢ range because of limited interest of
educational institutions. Furthermore, there ik latthe National Qualification Framework whose
objective should be to improve recognition of skdlcquired during training. Low effectiveness of
the current system of supporting lifelong learnisgo a great extent a resultant of its excessive
focus on providers of educational services.

4. Imperfection of the system of lifelong educatiexisting hitherto is accompanied with low
interest of Polish society in this subject in kter completion of school education. The percentag
of learning people at the age of 25-64 in 2014 avathe level of 4.1%, whereas the average for all
twenty-eight EU member states was 10.6%. The Eldisuatil 2020 is 15% in compliance with
the European agenda of adult education adopteadwember 2011 (it concerns persons declaring
participation in education and training in the lasteeks before the survey).

5. In Poland, we observe exceptionally low engagemoé enterprises, especially from the SME
sector, in continuous training of employees. In @@lconcerned only 22.5% of all enterprises
analyzed in the survey, whereas the EU average®fs The main reasons for this situation are:
unfavorable work conditions and lack of institusbrsolutions encouraging micro, small and
medium enterprises to train their employees. Theidya of lifelong learning in Poland, among
working persons, mainly include: uncertainty of éoyment continuation resulting from the
popularity of contracts for a fixed term and shiitrk. It is confirmed by a higher level (on
average) of these rates in Polish society tharatleeage in EU. Furthermore, current demand of
employers on competences is not stimulating endaaghcrease the quality of human capital. A
significant number of employers do not undertakegrdn their employees, because they claim that
employees' competences are sufficient for perfogntiveir duties. It may be evidence of a low
level of development of these companies which dosee new needs of development. Employers
forget that high competences are a key factor ftben point of view of building competitive
predominance.

6. The analysis clearly shows that the level ofowrativeness is low, as well as the level of
innovative activities of Polish enterprises, espligiSMES. There are numerous reasons for this,
both internal and external. Most often, it is dhiak it is a whole system of education in Polarat th
does not contribute to any improvements of thellef/ganovativeness in enterprises.
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7. Alow level of innovation activities of enterpes, especially from the SME sector, results in low
demand on high competences of employees and adfest # has a negative influence on
educational activity of the population, i.e. inéltion to invest in development of competences It i
confirmed by research that employers are the mamtiven force propelling training activity.
Training and courses are mainly financed from thesources; they are organized in the work time.
The majority of training sessions and courses dédnby adults is connected with their work.
Furthermore, main motives of learning and develapnage connected with work. Nevertheless,
there is also reverse dependence, i.e. lack ostmants of employers in high competences is a
factor hindering innovativeness and developmerindérprises.

8. Undoubtedly, there is a need for changes irsyiséem of continuous learning in the context of
improving the level of innovativeness of SMEs. Fio$ all, it is essential to involve numerous
entities that influence the system of educatiorpeemlly employers play an important role.
Adjustment of competence courses and training eonieds of the market is possible only when
employers (or employees) simply define what kindkabwledge and skills they expect and
training companies will undertake to organize saolasses (even if they are more expensive and
more difficult to organize). Hence, it is essential build cooperation between educational
institutions, including universities and trainingstitutions with business. In order to support
improvement of qualifications of adults, we shoslgpport systems other than the formal one,
which nowadays because of their flexibility ancereice to the natural attitude to learning become
more effective than the formal system of continuedscation.

9. Podlaskie belongs to the regions with a low llevelevelopment, which is caused by, e.g. a low
level of innovativeness in SMEs (dominating in #wnomy). The region, similarly to all Poland,
is challenged with the problem of maladjustmerthefemployers' needs and occupational skills of
employees/candidates for work, which is causedhleyinsufficient quality and adequacy of the
educational offer. Another important step is to ydapze participation of the population in
continuous learning by means of. a model of leayrior adults based on practical learning;
developing an educational offer, promotion and mties for persons professionally inactive,
supporting occupational training.

10. Podlaskie has undertaken to implement solu@msng at improvement of innovativeness of
enterprises taking changes in the system of edutatalso continuous education) into
consideration on the basis dProgram of development of smart specializations and
entrepreneurship in Podlaskie voivodeship 2015-202inovative entrepreneurship has been
deemed as the most valuable attribute of the ragienonomy. It is also planned to support
development of education in scope of innovativeregweneurship at all stages of education,
especially in the aspect of strengthening so cafedrt specializations. Achievement of this goal
will require various activities of the main actafsthe regional system of innovativeness. It wél b
based on consolidation of efforts for the benefit development of innovativeness and
entrepreneurship in the region, as well as effect@operation in the form of quadruple helix
(institutions of knowledge, entrepreneurs, admiatgin and NGOSs).
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