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PACT FOR SKILLS ANNUAL SURVEY 

RESULTS 2025 

PACT FOR 

SKILLS 

In 2025, members of the 20 Large-scale Skills Partnerships covering all strategic sectors in Europe trained an 

average of 26% of their employees. This contributed to the collective objective of training 30 million adults by 

2030, an average of 27% of the workforce within each sector. 

 

10 million people benefited (3.9 million in 2025) 

€2 billion was invested (€1.02 billion in 2025) 

412,100 stakeholders joined forces (277,600 in 2025) 

142,000 training courses were updated or 

developed (46,500 in 2025) 

People involved 
(in millions) 

As a result of Pact for Skills members’ up- and reskilling activities and efforts since 2022, an estimated: 

Members of Large-scale Skills Partnerships reported that being involved in the partnership in 2025: 

Improved skills monitoring 

and anticipation in their 

sector (75%) 

Enhanced the quality (80%) 

and increased the volume (74%) 

of up- and re-skilling activities 

Created more inclusive 

up- and re-skilling 

in their sector (75%) 

Significant progress was made towards achieving the Pact Principles. In 2025, 87% of Pact members reported 

they positively contributed towards promoting a culture of lifelong learning.   

The fourth edition of the Pact for Skills Annual Survey assessed the progress achieved in 2025 in upskilling and reskilling 

people of working age through the collective effort of more than 4,000 Pact for Skills members.  

Regional Skills Partnerships doubled in number over the course of this year to 20 RSPs. They reported their 

highest level of impact on creating a greater match between regional skills demand and supply (93%), 

supporting the green and digital transition (86%) and contributing to regional economic growth (79%).  

According to 85% of members surveyed in 2025, the Pact for Skills is valuable in supporting their overall up- and 

re-skilling efforts. Join the Pact for Skills today at the Pact for Skills website!  

Employment, 

Social Affairs 

and Inclusion 

Date: March 2026 
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The Pact for Skills Annual Report 2025 
The Pact for Skills was launched in November 2020 as a flagship action of the European Skills 

Agenda. It brings together public and private organisations to enhance the skills of the 

European workforce and support Europe’s adjustment to a rapidly evolving labour market. The 

Pact is anchored in the European Pillar of Social Rights Action Plan contributing to achieving 

its target of at least 60% of adults participating in training annually by 2030.  

The launch of the Union of Skills in March 2025 further reinforced the crucial role of the Pact 

in upskilling and reskilling workers in strategic sectors to support European competitiveness, 

resilience and social cohesion. The Pact’s Large-scale Skills Partnerships (LSPs) have a key 

role to play in this and have committed to training 27% of the workforce by 2030 within 

each sector to contribute to the objectives of the Union of Skills. This figure represents 

over 30 million working age individuals in Europe by 2030. 

Since its launch in 2020, the Pact’s community has grown to an estimated 4,000 

organisations including public, private, and civil society entities such as national, regional, 

and local authorities, companies, social partners, cross-industry and sectoral organisations, 

chambers of commerce, education and training providers, non-governmental organisations 

(NGOs) and employment services1. The Pact’s membership includes organisations from all 

EU Member States, as well as from candidate or associated countries.  

Figure 1. Growth of Pact for Skills members, 2022-2025 

 

Source: Ecorys 2026. 

The Pact for Skills Annual Report represents an assessment of the Pact’s progress in 2025 

and its primary achievements. It highlights the key achievements of 2025 and outlines the 

 
 

1 This number includes both organisations which have registered to the Pact database and those which 

interact with its activities without registration to the database, e.g. certain members of LSPs and RSPs. 
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https://employment-social-affairs.ec.europa.eu/policies-and-activities/skills-and-qualifications/european-skills-agenda_en
https://employment-social-affairs.ec.europa.eu/policies-and-activities/skills-and-qualifications/european-skills-agenda_en
https://ec.europa.eu/info/strategy/priorities-2019-2024/economy-works-people/jobs-growth-and-investment/european-pillar-social-rights/european-pillar-social-rights-action-plan_en
https://employment-social-affairs.ec.europa.eu/document/download/ed0cc7da-a656-40ff-b30a-640cec20adde_en?filename=FS%20-%20Union_Of_Skills_v12.pdf
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challenges and future opportunities for the Pact to achieve its objectives in upskilling and 

reskilling Europe. 

The report is based on the 2025 Pact for Skills annual survey, open to all registered Pact for 

Skills members2, and the Pact coordinators survey, open to LSP and RSP coordinators3. Both 

surveys were open from 7 January 2026 to 4 February 2026 and gathered 1,534 responses 

from members across all 27 EU Member States, 11 candidate or European Economic Area 

countries4 and 14 industrial ecosystems5.  A total of 502 LSP members and 40 RSP members 

completed the annual survey. 

Overview 
Pact for Skills members have continued to increase their contributions to upskilling and 

reskilling the European workforce. Over the course of 2025, Pact members reached around 

3.9 million individuals with their training opportunities and collectively invested nearly EUR 

1.02 billion in upskilling and reskilling initiatives6. 2025 also saw an increase in efforts to 

update training programmes, strengthen existing and develop new partnerships, and reach 

the public through communication activities and events.  

95% of Pact members reported positively contributing to at least one of the four Pact 

principles, with a large share of respondents contributing towards promoting a culture of 

lifelong learning (87%). Most upskilling and reskilling actions delivered by Pact members that 

contribute towards this principle focused on developing technical skills in the workforce that 

respond to emerging digital and green skills needs, as well as developing sector-specific 

competences and ensuring inclusive and accessible learning opportunities. 

In 2025, the Pact partnerships made substantial progress in upskilling and reskilling. LSP 

members trained 26% of their combined workforce on average over the course of 2025. 

Over 90% of LSP members found involvement in their LSP useful overall, noting it had a 

particularly positive impact on strengthening collaboration amongst members (88%) and 

raising awareness about the importance of upskilling and reskilling (88%). Additionally, 60% 

of LSP members reported that participation in an LSP allowed them to enhance their skills 

monitoring and anticipation. On the regional side, coordinators of Regional Skills Partnerships 

 
 

2 Those Pact members for which contact details were available as of 07 January 2026, n=3154. 
3 A total of 37 coordinators responded to the coordinators survey, from a total of N=41 partnerships 

(RSP and LSPs). 
4 Albania, Bosnia and Herzegovina, Iceland, Liechtenstein, Moldova, Montenegro, North Macedonia, 
Norway, Serbia, Turkey, and Ukraine. 
5 Aerospace and defence, agri-food, construction, cultural and creative industries, digital, energy-
intensive industries, energy-renewables, health, microelectronics, mobility – transport – automotive, 
proximity and social economy, retail, textile/clothing/leather/footwear and tourism. 
6 Please note that 82% of this value represents financial investment by public authorities, which use 
public funding sources (i.e. national or EU funding). 
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reported that their partnerships contributed to better aligning skills demand and supply in 

their regions, as well as supporting Europe’s green and digital transition and boosting 

economic growth in their region. 

Below is an overview of all Large-scale Skills Partnerships and Regional Skills Partnerships, 

and their corresponding categories of sectors: 

Figure 2 Large-scale and Regional Skills Partnerships by category of sector 

 Large-scale Skills Partnerships  Regional Skills Partnerships  

Clean transition 

and industrial 

decarbonisation 

 

 Automotive 

 Shipbuilding and Maritime 

Technology 

 Construction 

 Digitalisation of the Energy 

System 

 Offshore Renewable Energy 

 Renewable Energy 

 Energy Intensive Industries 

 Automotive Regions’ Twin Transition 

 European Chemical Regions Network 

(ECRN) 

 Maritime in the Beara Peninsula (B-

MORE) 

 

Health, biotech, 

agriculture and 

bioeconomy  

 

 Agri-Food  

 Health  

 European Health Industry  

 Long-Term Care  

 ProMIS  

 Agri-Food sector in Campania  

 Agri-Food Sector in Piemonte  

 ZainLab  

Digital leadership 

 

 Micro-Electronics  

 Digital  

 Madrid Oeste Tecnológico (MOT)  

 Digital in the Lisbon Metropolitan 
Area  

 4gune  

Resilience & 

security, defence 

industry & space 

 Aerospace and Defence  

 Space Data, Services and 
Applications  

 RISE-ASD  

Consumer, social, 

and service-

oriented 

industries  

 

 Retail  

 Textile, clothing, leather and 
footwear  

 Tourism  

 Proximity & Social Economy  

 Cultural and Creative Industries  

 Textiles in Auvergne-Rhône-Alpes  

 Creative Industries in the Western 
Balkan region  

 KSIgune  

 Skåne region  
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Cross-sectoral 

partnerships7 

 

   Lifelong Learning Mobility 
(EARLALL)  

 Bari City & Metropolitan Area – Twin 
Transition  

 Lombardy region  

 EURADRIA region  

 Twin Transition of the Thessaly 
region 

Overall, 86% of survey respondents considered the Pact for Skills a valuable initiative in 

supporting upskilling and reskilling opportunities. Trade unions and chambers of 

commerce, trade and crafts found the Pact especially valuable, followed by employer’s 

organisations, employment services, civil society organisations and training providers. The 

main reported benefits of being a member of the Pact included the opportunities provided for 

networking, collaboration and peer exchange, increased visibility and recognition for 

upskilling and reskilling activities, and facilitated access to knowledge and resources.  

In terms of challenges in achieving Pact commitments, respondents reported limited human 

and financial resources for developing skills strategies, monitoring training activities, and 

applying to funding calls. Other challenges included adapting to changes at sectoral level, 

such as rapidly evolving technologies, difficulties in engaging partners and target audiences, 

and a need for comprehensive guidelines to implement inclusive training strategies.  

The Pact for Skills Support Services continued to play an important role in supporting Pact 

members in 2025. More than 85% of members found the Pact’s activities and 

communication tools and channels useful - this includes webinars, networking events, 

thematic seminars, the online library, funding database, and guidance handbook, as well as 

communication tools such as the skills leader badges, newsletter and website. To further 

increase the added value of the Support Services, Pact members expressed a desire for more 

tailored support to specific stakeholder groups, communication and resources with a 

thematic or sectoral focus, as well as more Pact activities. Members also suggested 

enhanced support for both partnership development and accessing or responding to funding 

opportunities.  

 
 

7These Regional Skills Partnerships (RSPs) cover multiple sectors, as indicated in the RSP section in the chapter 
below. 



 

 

PROGRESS ON PACT FOR 

SKILLS OBJECTIVES 
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Key achievements of Pact members 

Pact for Skills members’ activities and efforts represent significant contributions towards 

achievement of the objectives of the Pact and those of the Union of Skills. In 2025, Pact 

members achieved the following results on the Pact key performance indicators8: 

 

* Please note that 82% of the total value of 1,015,736,605 represents financial investment by public authorities, 

which use public funding sources (i.e. national or EU funding). 

Overall, 2025 has brought growth across all four key performance indicators. This is 

particularly evident in the increased financial investment in training programmes, the rising 

number of participants involved, and the amount of training programmes delivered or updated. 

An overview of the results of the four KPIs each year since 2022 is included in the figure below.  

 
 

8 Figures presented throughout this chapter are aggregates of KPI values reported by respondents on 
their activities relevant to the Pact for Skills. As these are self-reported values which are not individually 
verified, these figures are to be considered as estimates. 

3.9 million people benefited from up- and re-skilling 

activities 

€1.02 billion was invested to up- and re-skilling activities* 

 million was invested to up- 

277,600 stakeholders joined forces in skills networks 

42,100 

46,500 training courses were updated or developed 

,800 training courses were updated or developed 
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Figure 3: Trends of key achievements, 2022-2025 

   

Source: Ecorys, 2026. 

In 2025, around 3.9 million people participated in upskilling and reskilling activities delivered 

by members of the Pact9. More than a third of members, 39% (381), reached between 100 

and 1000 people each with their upskilling and reskilling activities (compared to 41% in 2024). 

A slightly smaller share – 35% (340) – reached between 10 and 100 people each (compared 

to 32% in 2024). The median of the reported values remained at 200 from 2024 to 2025 while 

the total of the reported value in 2025 increased from 2.6 to 2.9 million. This suggests a rise 

in the intensity of upskilling and reskilling activities, especially among those reporting the 

highest values. The 2025 result brings the total number of people reportedly upskilled and/or 

reskilled by Pact members between 2022 and 2025 to 10 million. 

Inspiring practice: eLearningPills – A Microlearning Ecosystem 
Driving Scalable Upskilling and International  

BTS – Blended Training Services Lda, a training provider and member of the Pact, 

developed and implemented eLearning Pills, a digital microlearning ecosystem designed to 

make upskilling accessible, engaging, and time-efficient for organisations and individuals.  

The platform offers short, high-impact learning units (“pills”) covering digital skills, 

compliance, human skills, Diversity, Equity & Inclusion (DEI), leadership, and sector-specific 

competencies. Each module incorporates interactive elements, scenario-based learning, 

 
 

9 Number of respondents, 975. 
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AI-assisted guidance, and mobile-first accessibility to ensure learners can build 

competencies at their own pace.   

The initiative provides accessible, flexible, and scalable learning, supporting lifelong 

learning for time-constrained professionals. It promotes inclusion, offering multilingual 

content, mobile access, diverse examples, and equitable learning opportunities.  

eLearning was funded through a hybrid model, combining internal investment, subscription 

models for client organisations, project-based customisations co-financed by international 

partners, and reinvestment by the company.   

Members of the Pact have also mobilised financial resources for upskilling and reskilling 

activities, investing a total of EUR 1,015,736,60510 through both public and private funding11. 

On average, members reported investing more than EUR 5 million each in upskilling and 

reskilling activities. This investment is EUR 1 million higher than in 2024. The median of the 

reported investment figures represents the middle value in the distribution, providing a view of 

a more ‘typical’ response. The median doubled from EUR 50,000 in 2023 to EUR 100,000 in 

2024 and has now stabilised at EUR 80,000 in 2025. Since 2022, Pact for Skills members 

have collectively invested a total of EUR 2 billion in upskilling and reskilling activities using 

a mix of public and private funding sources (as shown in Figure 4 below). 

When looking at the sources of investment in upskilling and reskilling across Europe, more 

than 92% (880) of respondents reported having used EU funds, most commonly Erasmus+ 

(65%, 510), followed by Horizon Europe (13%, 102) and the European Social Fund Plus 

(ESF+) (10%, 76). More than half of respondents (55%, 531) used national public funding 

sources, and over a third (43%, 415) used private funding. A third of respondents (31%, 299) 

have used no external funding sources, while only 7% (70) reported having used international 

funds, such as those provided by the United Nations. 

 
 

10 Please note that 82% of this value represents financial investment by public authorities, which use 
public funding sources (i.e. national or EU funding). 
11 Number of respondents, 199. 
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Figure 4. External funding supporting upskilling and reskilling activities 

 

Source: Ecorys 2026 (N=960). 

The Pact for Skills has also strengthened stakeholder collaboration among members. In 2025 

alone, Pact members involved more than 277,600 stakeholders in relevant skills partnerships 

or networks12. This brings the total number of stakeholders engaged in skills partnerships 

between 2022 and 2025 to over 412,100.  

Inspiring practice: Technological Sprint Programme in 
Aeronautics 

Member of the Pact and representative of the aeronautics industrial cluster the Asociación 

Aeronautica Aragonesa (AERA) developed a technological sprint and training programme 

designed to bring emerging technologies, innovation trends, and practical tools closer to 

SMEs and startups operating in the aeronautics, aerospace, and defence sectors. The 

Jornada de Altos Vuelos programme was implemented in collaboration with the Instituto 

Aragonés de Fomento (IAF), and formed part of the broader TechFabLab programme, 

which provided institutional support and funding.  

Jornada de Altos Vuelos was designed to help companies gain a deeper understanding 

of the regional aerospace ecosystem and identify tangible opportunities for growth and 

technological upgrade. Throughout the sprint, SMEs and startups were exposed to expert-

led presentations on advanced topics such as HAPS (High Altitude Platform Systems), 

drone technologies, advanced materials, sustainability, and precision manufacturing. The 

format combined specialised technical talks with practical demonstrations and structured 

knowledge‑sharing sessions.  

 
 

12 Number of respondents, 689. 

7%

31%

43%

55%

92%

0% 20% 40% 60% 80% 100%

International (n=70)

No external funding (n=299)

Private funding (n=415)

National public funding (n=531)

EU funding (n=880)
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https://www.iaf.es/
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The programme successfully enhanced participants’ knowledge of cutting‑edge 

technologies and aerospace and defence processes. Through a dedicated networking day, 

the programme facilitated new business connections between companies, technology 

providers, and research centres. Lastly, it increased awareness of emerging trends by 

providing SMEs with advanced industry knowledge and providing practical, real-world 

insights into how to align their technological innovations in a fast-evolving high-tech sector. 

Another key activity carried out by Pact members was the development or updating of formal 

and non-formal training programmes. In 2025, members developed over 30,000 new training 

programmes13 and updated more than 16,500 existing courses14 - from 38,000 and 10,000, 

respectively, in 2024. Most respondents (80%, 824) developed between 1 and 15 new training 

programmes each. Since 2022, members of the Pact have updated or developed more than 

142,000 training activities.  

Finally, members of the Pact continued to raise awareness of skills needs through 

communication and outreach activities. In 2025, members’ events, social media and other 

communication activities (e.g. newsletters, reports) dedicated to skills needs, skills 

anticipation, or upskilling and reskilling reached more than 157.8 million people – almost 

double the 79.5 million reached in 202415. 

Inspiring practice: Advanced Training in Design for Circularity 

CITEVE, the Technological Centre for the Textile and Clothing Industry of Portugal is a 

sectoral organisation and member of the Textiles, Clothing, Leather and Footwear (TCLF) 

LSP. As part of the BE@T project, CITEVE developed and delivered a programme on 

Advanced Training in Design for Circularity, with scientific coordination from Universidade 

do Minho (UM), Universidade da Beira Interior (UBI), and Escola Superior de Artes e 

Design (ESAD), and in partnership with industry stakeholders and research centres 

involved in the BE@T project. The programme ran throughout 2025.  

The programme builds skills in circular design and sustainability for professionals in the 

textile and clothing sector in Portugal. With the aim of aligning with European objectives for 

a green and circular economy, it covers topics such as eco-design, circularity in fashion and 

textile design, sustainable materials and processes, traceability, eco-certifications, and new 

business models. The first edition of the programme trained 11 designers and creative 

professionals in the textile and clothing sector. The programme demonstrates a pioneering 

partnership-driven approach to upskilling in circular economy competencies. By combining 

 
 

13 Number of respondents, 1,025. 
14 Number of respondents, 723. 
15 Number of respondents across three KPIs, 2,500. 

https://www.eea.europa.eu/en/circularity/knowledge/circular-economy-country-pages/innovation-support/be-t-project-bioeconomy-at-textiles
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expertise from CITEVE, UM, UBI, ESAD, and industry partners, the programme ensures 

training is highly relevant, applied, and forward-looking, supporting the ecological transition 

in the textile and clothing sector. The programme is financed by the Portuguese Recovery 

and Resilience Plan pillar on Bioeconomy. 

Progress against the Pact for Skills 

principles 

Members of the Pact commit to contributing to one or more of the Pact’s four key principles 

through concrete actions on upskilling and reskilling: 

 

Significant progress was reported by Pact for Skills members in putting these principles into 

practice. In 2025, 95% (1,440) of members reported that they contributed to at least one Pact 

principle to some or a large extent, with the largest share (87%) of respondents 

contributing towards promoting a culture of lifelong learning.  

Promoting a culture of lifelong learning for all 

Building strong skills partnerships 

Monitoring skills supply/demand & anticipating skills needs 

Working against discrimination and for gender equality and 

equal opportunities 
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Figure 5. Progress against the Pact for Skills principles 

 
Source: Ecorys 2026 (N=1523). 

Most actions implemented under the objective of ‘promoting a culture of lifelong learning for 

all’ focused on increasing digital skills, green skills, and sector-specific competences. 

Multiple members implemented upskilling and reskilling actions providing inclusive and 

accessible learning opportunities catered to diverse groups. Members also reported 

establishing flexible learning pathways to increase the accessibility of education, including 

digital and online learning platforms, micro credentials, and stackable modules. To promote a 

culture of lifelong learning, members reported participating in and organising campaigns, 

workshops, and events. Additionally, members reported fostering partnerships, collaborating 

with schools, universities, and NGOs, among other actors, to create learning ecosystems.  

Promoting a culture of lifelong learning for all 

• EIT Digital was founded by the European Institute of Innovation and Technology 

(EIT), a member of the Digital LSP. EIT Digital has established a Seamless 

Learning Pipeline to connect its Master, Doctoral and Professional Schools into 

one continuous pathway from education to the labour market. This pathway 

focuses on innovation and entrepreneurship, with targeted training in DeepTech 

areas like AI, Cybersecurity and Blockchain. These training courses are carried 

out in Massive Open Online Courses (MOOCs) and VET formats, supporting 

accessibility to a broad range of learners. 

• The Tata Consultancy Services (TCS) is an employer and member of the Pact 

that aims for IT organisations to address upcoming skills gaps in the sector. To 
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do so, they are equipping employees in technology, business, domain, process 

and leadership skills through a transparent, merit-based skills and career 

progression framework. As part of TCS’s learning ecosystem, they have 

established Elevate Wings, a structured experiential learning pathway that 

consists of curated learning tracks, milestone-based progression, assessments 

and certification pathways to drive sustained upskilling of employees. With 5700+ 

enrolments overall, Elevate has strengthened TCS’s internal talent pipeline, 

fostered retention and reduced reliance on external hiring by supporting sustained 

upskilling across all career stages. 

• The Solski Centre Nova Gorica in Slovenia is a training provider and member 

of the Pact offering adult learning opportunities to increase employability and 

digital competences. The Solski Centre ran free 10-hour digital competence 

courses through the national DIGIKOMPAKT programme with the aim of building 

confidence and easing the practical adoption of digital tools in a safe and 

responsible manner. The courses strengthened adult education pathways, 

supporting flexible progression and re-entry to the job market, and providing basic 

competences and personal development opportunities in the Goriška region.  

To support skills development, Pact for Skills members formed strategic partnerships at both 

local and European levels. These partnerships involved multi-stakeholder collaboration, 

building alliances between local universities, VET providers, industry, and local authorities, 

public-private partnerships, and strengthening collaboration between academia and 

industry to address skills gaps and encourage practical learning. Members also reported 

participating in EU-funded collaboration projects, which helped to foster partnerships that 

enabled knowledge exchange and sharing of best practices. 

Building strong skills partnerships 

• Training provider and member of the Pact Agorà Italian Academy strengthened 

collaboration with the hospitality industry through structured and practice-oriented 

engagement. As part of their Circular Hospitality Academy, in-person teaching 

sessions were delivered by managers from leading hospitality groups, including 

ITI Marina Hotels & Resorts, TH Resorts, Bluserena, FV Hotels, and Club Esse. 

These sessions enabled direct interaction between students and industry and 

allowed students to better understand real organisational structures and 

operational expectations, while enabling industry managers to gain direct insight 

into the training pathways followed by learners. As a result, students were more 

https://www.top-employers.com/blog/empowering-individuals-growth-transformation/
https://bing.com/search?q=Tata+Consultancy+Services+Elevate+talent+framework+information
https://mic.scng.si/digikompakt-2024-2025/
https://agoraitalianacademy.eu/hospitality-ecosystem/circular-hospitality/
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effectively prepared for practical work experiences, and better integrated into 

hotel organisations.  

• Member of the Textile, Clothing, Leather and Footwear (TCLF) LSP, Fundacion 

Estatal para la Formación en el Empleo Fundae delivered the Digitalízate 

platform, in collaboration with the State Public Employment Service, SEPE. Since 

its launch in 2019, the Digitalízate platform on the Fundae and SEPE websites 

provides citizens with free, high quality training courses in digital skills to help 

overcome the digital divide. These resources are shared free of charge by large, 

public and private companies. The project has grown to include 61 organisations, 

who provide 1,487 training resources on topics including AI, Big Data, 5G, the 

Internet of Things, Digital Marketing, Digital Languages and Programming, 

Cybersecurity, Cloud and Cognitive Computing, Machine Learning, and App 

Development. To date, the platform has received over 9.2 million visits. 

• INFOSEC Centre, a cybersecurity education and training provider and member 

of the Pact, has developed structured, long‑term partnerships across industry, 

academia, SMEs, and public institutions to jointly design and deliver skills 

development programmes in cybersecurity, digital transformation and the high-

tech industry. For example, INFOSEC Centre collaborates closely with the 

Digital4All initiative from the Authority for the Digitalisation of Romania (ADR), 

and with the FACTORY 4.0 ecosystem – Romania’s main industrial digitalisation 

hub. Together these initiatives provide a cooperation platform ensuring that digital 

skills programmes are aligned with labour market needs in the sector, digital 

priorities and EU regulatory requirements. 

Progress was made by Pact members on monitoring and anticipating skills needs through 

activities to identify emerging skills gaps. Members reported activities such as increasing 

collaboration with industry and public partners, conducting surveys and studies on skill 

anticipation, gaps and shortages, and leveraging data-driven methodologies. Members 

also reported engaging in EU-funded projects and integrating digital tools into skills 

monitoring and anticipation. Outputs produced by these activities were used to align training 

programmes with market demands and ensure continuous adaptation to evolving workforce 

requirements, including digital literacy, sustainability and green skills, and AI. 

Monitoring skills support & demand and anticipating skills 
needs 

• Biocat is a member of the Health and European Health Industry LSPs and a 

German public authority. In 2025, they produced talent and market analysis 

reports which mapped skills shortages in biotech, medtech and digital health. 

https://experienciafundae.es/digitalizate/1
https://digital4all.gov.ro/mod/page/view.php?id=2595
https://factory40.ro/
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Analysis reports have helped to identify emerging profiles and quantify gaps 

between workforce supply and industry demand. Through engagement with 

industry, hospitals, research centres and start-ups, Biocat has also been able to 

anticipate skills needs in relation to AI in health, advanced therapies, digital 

therapeutics, and complex regulatory pathways. Using these insights, Biocat has 

shaped their training content and initiatives, to allow gaps to be addressed before 

needs become acute.  

• Through the Erasmus+ project CAREER COMPASS, Pact Member and training 

provider INNOPARES Consultores y formadores created an online training 

programme and toolkit, which helps users to develop their own career path and 

recognise workplace skills. Through the project AI-UpskillEd, which seeks to 

empower teachers and trainers to use AI confidently, INNOPARES has advanced 

the design of AI competence matrices, which define the knowledge, skills and 

attitudes educators need for ethical, critical and effective AI use. AI‑UpskillEd 

engages with education professionals to refine the competence framework and 

ensure it reflects real skills needs across sectors. 

• Pact member and employers’ organisation the Hellenic Confederation of 

Professionals Craftsmen and Merchants (GSEVEE) is a member of the 

consortium implementing EMPASS: The European Skills Pass. This project aims 

to develop a new micro-credential which will help young people gain and validate 

key employability skills, whilst also addressing the evolving demands of 

employers across Europe. The project specifically focuses on soft skills, and 

targets young professionals and VET students to enhance employability and 

foster career readiness.   

To promote equal opportunities in upskilling and reskilling, Pact members implemented 

training courses aimed at upskilling and supporting professionals working with vulnerable 

groups of people, such as migrants or people with disabilities. Members also undertook 

activities that aimed to empower specific vulnerable groups through skills development, 

such as female entrepreneurs or people from underrepresented communities, and to create 

safe and supportive workplaces. Additionally, several members reported engaging in 

projects aimed at promoting inclusion and fighting against discrimination.  

Working against discrimination and for gender equality and 
equal opportunities  

• The Eyde Cluster is a representative of an industrial cluster and a member of the 

Energy Intensive Industries LSP. Eyde advances gender equality through its 

dedicated cross-cluster network Node Eyde Women (NEW). The Network 

https://www.careercompasstraining.com/about-the-project
https://ai-upskilled.eu/
https://www.gsevee.gr/en-us/about#gsevee
https://www.gsevee.gr/en-us/about#gsevee
https://www.jaromania.org/projects/career-guidance/empass-the-employment-skills-pass/
https://www.eydecluster.com/en/competence/node-eyde-women-new/
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addresses gender-biased industrial design and the visibility of women in the 

manufacturing, petroleum, energy and maritime industries – industries with 

historically low gender diversity. Actions include, for example, identifying and 

promoting safety equipment which properly fits female bodies given that such 

equipment has been predominantly developed for male bodies.  

• UNIFE, the European Association of the Rail Supply Industry, has expanded 

the scope of its Gender Equity Advisory group to encompass a broader range of 

diversity and inclusion needs. The Diversity and Inclusion Task Force aims to 

increase diversity within the rail industry workforce through inspiring employers 

with examples of diversity initiatives that work. Its compendium of tested best 

practices that have delivered concrete results in increasing diversity is expected 

to be published in 2026. 

• In 2025, member of the Retail LSP and NGO Generation Spain Foundation has 

expanded existing programmes to support people facing disproportionate labour 

market barriers. Their programmes now include individuals over 45, thus 

addressing more than half of Spain’s unemployed population, who often face age-

based discrimination in the hiring process and migrants facing structural barriers 

in the labour market. All of Generation Spain’s programmes are free of charge, 

eliminating financial barriers to allow vulnerable groups to access upskilling 

opportunities.  

Outstanding skills needs 
Pact for Skills members were asked to highlight the key skills needs in their workforce and 

sector. Respondents were asked to rank the skills listed below from most pressing (1) to least 

pressing (7)16. Technical skills were considered the most pressing skills need, followed by 

advanced digital skills and transversal skills, which is consistent with the results from both 

2023 and 2024: 

1. Technical skills (average rank: 3.2), such as specialised knowledge and expertise 

required to perform specific tasks.  

2. Transversal skills (3.5), such as critical thinking, problem solving, etc.  

3. Advanced digital skills (3.5), such as machine learning, supercomputing, 

cybersecurity, etc.  

 
 

16 The analysis below is based on the average ranking across respondents, where a lower average 
indicates a higher ranking, and thus a greater need. 

https://www.unife.org/committee/gender-equity-advisory-group/
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4. Interpersonal skills (3.6), such as working together, communication, etc.  

5. Entrepreneurial skills (4.0), such as leadership, business management, etc.  

6. Green skills (4.2), such as skills related to green technologies, nature-based 

solutions, etc.  

7. Basic skills (4.5), such as literacy, numerical skills, basic digital skills, etc.  

Respondents were also asked which skills needs their upskilling and reskilling activities and 

trainings addressed. Interpersonal, technical, and green skills were the most common 

skills addressed in members’ training activities17. Results here suggest a misalignment 

between skills needs and trainings offered - for instance, digital skills were ranked as the 

second most pressing skills need but were only the fifth most commonly addressed category 

by upskilling and reskilling activities implemented in 2025; transversal skills, ranked as the 

third most pressing need, were the least commonly addressed category by trainings offered.  

Though there was notable variation in the skills needs reported across ecosystems, technical 

skills were most frequently ranked highest across ecosystems, which is consistent with 

the results from 202418. Green skills were ranked as most needed by organisations in the Agri-

Food, Renewable Energy, and Tourism ecosystems. Advanced digital skills were ranked top 

only in the Digital and Energy-Intensive Industries ecosystems but were still considered 

important in most other ecosystems, while Transversal skills were ranked top only in the 

Creative and Cultural Industries and Health ecosystems. 

Table 1. Ranking of each skills category, by industrial ecosystem19 

 
 

17 699 members reported that their training addressed interpersonal skills, 688 addressed technical 
skills, and 600 addressed green skills. 
18 Aerospace and defence, construction, mobility-transport, and textile/clothing/leather/footwear. 
19 The Retail and Microelectronics ecosystems are not included in this analysis due to low response 
rates. 
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Source: Ecorys 2026 (N=466). 

Creative and Cultural 
Industries (N=74)        

Digital (N=122)        

Energy-Intensive 
Industries (N=8)        

Health (N=34)        

Mobility-Transport 
(N=20)        

Proximity and Social 
Economy (N=52)        

Renewable Energy 
(N=13)        

Textiles (N=30)        

Tourism (N=28)        
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Large-scale Skills Partnerships 

The 2025 Competitiveness Compass and Clean Industrial Deal have clearly highlighted the 

importance of boosting EU industrial competitiveness. Sectoral skills partnerships have a key 

role to play in this – as outlined in the Union of Skills –  by bringing together industry actors 

and stakeholders to equip the European workforce with the skills needed in key sectors. 

Sectoral skills partnerships operate by identifying and addressing skills gaps across their 

sectors, in line with the most pressing challenges for Europe today.  

20 Large-scale Skills Partnerships (LSPs) have been established across five categories of 

sectors: clean transition and industrial decarbonisation, health, biotech, agriculture and 

bioeconomy, digital leadership, resilience and security, defence industry and space, 

and consumer, social, and service-oriented industries, as seen below.    

Legend: Categories of sectors 

█ Clean transition and industrial decarbonisation  █ Health, biotech, agriculture and bioeconomy  

█ Digital leadership  █ Resilience and security, defence industry and space   █ Consumer, social, and 

service-oriented Industries 
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Through these partnerships, employers, education and training providers, social partners and 

public authorities20 collaborate in all EU strategic sectors and consumer, social and service-

oriented industries, involving approximately 37%21 of all Pact members. 

Though each LSP is at a different stage of their work, considerable efforts and achievements 

in upskilling and reskilling have taken place across every industrial ecosystem, as reflected in 

the results presented below. These activities have directly supported the upskilling and 

reskilling of Europe’s workforce and have helped to raise awareness of the importance of 

strengthening workforce competences. 

LSP members make significant contributions to the Pact 

LSP members have made a substantial contribution towards upskilling and reskilling efforts 

within the Pact for Skills overall, with their efforts accounting for: 

     

In 2025, 96% (477) of LSP members reported contributing to some or a large extent to 

at least one Pact principle, with the highest contribution towards promoting a culture of 

lifelong learning for all, which is consistent with the results in 2024.  

 
 

20 This list is not exhaustive, and LSPs may include other organisations that also have an interest in 
upskilling and reskilling activities. 
21 This is based on a total of 1485 individual members who are associated with an LSP out of the 
approximate estimate of 4,000 members by February 2026. 
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Figure 6. LSP members' contribution to the Pact for Skills principles in 2025 

 

Source: Ecorys 2026 (N=495). 

Through their responses to the coordinator survey, LSP coordinators provided further insights 

into their LSP’s contribution to the Pact principles:  
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Promoting a culture of lifelong 
learning for all 

The Automotive LSP launched a Skills Hub 

featuring a catalogue of training courses to 

address current and emerging skills needs. 

The Proximity and Social Economy LSP 

established two working groups, with one 

focused on funding for up- and reskilling 

and the other on capitalising on the 

outcomes of the Erasmus+ Blueprint 

project B-wise. 

Monitoring or anticipating skills 
needs 

The Energy Intensive Industries LSP 

developed the skills intelligence platform 

Skills4sight as part of the Erasmus 

Blueprint project Skills4EII. 

The Long-Term Care LSP conducted 

surveys among members to identify 

existing skills, gaps and emerging needs. 

 

Fighting discrimination and 
promoting inclusion 

The Microelectronics LSP continued the 

European Chips Diversity Alliance project 

and launched a working group on 

Diversity, Equality and Inclusion for 

members. 

The Retail LSP hosted the Retail4Youth 

webinar focused on engaging and 

upskilling young people to support youth 

inclusion in the sector.  

Building strong skills 
partnerships 

The Agri-Food LSP launched two new 

Regional Skills Partnerships for the 

regions of Campania and Piemonte to 

boost regional competition. 

The Textiles, Clothing, Leather and 

Footwear (TCLF) LSP engaged with 23 

key regions through the SME TCLF 

SkillBridge project and the Erasmus+ 

Blueprint projects METASKILLS4TCLF 

and AEQUALIS4TCLF. 

https://skills-hub.eu/home
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&cad=rja&uact=8&ved=2ahUKEwit7Y-yz-iSAxXCWUEAHWQsHfMQFnoECAwQAQ&url=https%3A%2F%2Fwww.bwiseproject.eu%2Fen%2Fhome&usg=AOvVaw1Q7o_8CJYr3NNPKxHtvGfa&opi=89978449
https://pact-for-skills.ec.europa.eu/about/news-and-factsheets/pact-skills-member-spotlight-innoglobals-vision-skills-development-and-future-european-industry-2025-09-24_en
https://diversityinchips.eu/
https://diversityinchips.eu/news/ecda-launches-its-first-diversity-equity-inclusion-working-group-meeting/
https://www.eurocommerce.eu/events/retail4youth/
https://www.eurocommerce.eu/events/retail4youth/
https://pact-for-skills.ec.europa.eu/about/regional-skills-partnerships/regional-skills-partnership-agri-food-sector-campania_en
https://pact-for-skills.ec.europa.eu/about/regional-skills-partnerships/regional-skills-partnership-agri-food-sector-piemonte_en
https://tclfskillbridge.eu/
https://www.metaskills4tclf.eu/
https://aequalis4tclf.eu/
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LSP members are upskilling a significant proportion of their 

workforce 

As part of the process of establishing their partnership, LSPs define strategies to address the 

unique challenges and opportunities that exist within their industrial ecosystem, committing to 

specific actions and targets aimed at progressing towards EU and sector-level goals22.  

Over 2024 and 2025, the coordinators of 14 LSPs23 participated in a review of their 

commitments and developed new targets in support of EU policy priorities, in particular the 

European Pillar of Social Rights Action Plan target of 60% of adults participating in 

upskilling and reskilling actions each year. 

In 2025, members of LSPs trained an average of 26% of their employees, representing 

over 230,000 employees. This highlights that LSP members continue to embrace their LSP’s 

commitments and are playing a strong, active role in delivering these targets.  

 

Spotlight: Skills Partnership for Long-Term Care 
 

 

The Skills Partnership for Long-Term Care aims to ensure that at least 60% of professionals in the 

sector participate in upskilling or reskilling activities each year until 2030, equivalent to training 

approximately 3.8 million workers annually. Training focuses on key areas such as digitalisation and 

person-centred care, supporting the objectives set out under the European Pillar of Social Rights 

Action Plan. 

In 2025, members of the Long-Term Care LSP contributed to the following achievements24:  

• 405 training programmes were developed or updated, 

• 228,581 people were reached through communication activities dedicated to upskilling and 

reskilling. 

“Our participation in the Long-Term Care LSP supported the anticipation and monitoring of skills 

needs by bringing together stakeholders from different countries and sectors to jointly analyse 

 
 

22 These strategies can be found in the partnership agreements of LSPs on the Pact website. 
23 The LSPs with defined commitments to upskill or reskill a portion of their workforce each year are the 
Aerospace and Defence, Automotive, Construction, Cultural and Creative Industries, Digital, Energy 
Intensive Industries, Health, Long Term Care, Microelectronics, Proximity & Social Economy, 
Shipbuilding and Maritime Technology, Space Data, Services and Applications, Textile, clothing, leather 
and footwear (TCLF), and Tourism LSPs. 
24 19 responses were received from members of the Long-Term Care LSP. 

Contributing to the objectives of the Union of Skills, 

participating LSPs collectively pledged to train 30 million 

adults by 2030, or an average of 27% of the workforce 

within each LSP’s sector. 

https://pact-for-skills.ec.europa.eu/about/industrial-ecosystems-and-partnerships_en
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labour market trends and evolving requirements in long-term care. This collaborative approach 

contributes to the development of relevant and future-oriented training.” 

- TÜV NORD, Long-Term Care LSP member 

LSP involvement supports organisations’ upskilling and reskilling 

activities 

Each LSP takes a unique approach to coordination of their partnership, aiming to adapt 

resources and activities provided to the needs and context of their sector. These include, for 

example: 

• Events to facilitate networking, collaboration and knowledge sharing among 

members: In 2025, the Agri-Food LSP organised an ecosystem-wide event to enable 

members and external stakeholders to exchange experiences, share ongoing 

initiatives and identify areas for collaboration aligned with the partnership’s objectives.  

• Regular activities to encourage member engagement: The Automotive LSP 

undertakes a range of regular activities to engage members, including bilateral and 

consortium meetings, general assemblies, thematic workshops, topic committees, task 

forces and working groups. 

• Periodic coordination meetings for members and working groups: The Tourism 

LSP hosts monthly meetings with its members, involving updates from the European 

Commission and Pact for Skills Support Services and providing opportunities for 

members to present their activities. In 2025, the Tourism LSP also established four 

thematic working groups to support substantive work towards the partnership goals. 

• Activities to gather and share skills intelligence: In 2025, through the Erasmus+ 

Blueprint project BRIGHTskills (led by LSP coordinators), the European Health 

Industry LSP launched a skills mapping consultation for members and partners to 

gather data on current and future workforce needs across the Health industry. 

 

Spotlight: Skills Partnership for the Agri-Food Ecosystem 

 

The Agri‑Food LSP is committed to establishing a shared strategy for sector‑wide education, training 

and continuous up‑ and reskilling. Operating within an ecosystem employing over 26 million people 

across agriculture and food processing, the LSP supports a sector facing intensifying challenges 

from globalisation, climate change, demographic change and shifting consumer demands, 

compounded by persistent shortages in highly specialised skills25. 

In 2025, members of the Agri-Food LSP contributed to the following achievements26: 

 
 

25 Pact for Skills: Agri-Food ecosystem and LSP(s), February 2025. 
26 There were 44 responses received from members of the Agri-Food LSP.  

https://www.bright-skills.eu/
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• EUR 3.25 million was invested into up- and re-skilling, 

• 780 stakeholders joined a skills network. 

“Our involvement in the Agri-Food LSP improved our ability to communicate the value of lifelong 

learning and reskilling to local stakeholders, aligning our emerging cooperative transition with EU 

skills principles and equal opportunity objectives.” 

- Global3CCS, Agri-Food LSP member 

 

90% (447) of LSP members found involvement in their LSP useful overall. According to 

members, the two most useful aspects of participating in an LSP were strengthening 

collaboration amongst partnership members and raising awareness about the importance 

of reskilling.  

Figure 7. LSP members' views on the usefulness of LSP involvement for their organisation 

 

Source: Ecorys 2026 (N=496). 

LSP involvement also positively impacts member organisations’ upskilling and reskilling 

efforts. In 2025, 60% (293) of LSP members indicated that their involvement in an LSP led to 

improved skills monitoring and / or anticipation to some or a large extent, and 59% (290) 

of LSP members felt it enhanced the quality and effectiveness of upskilling and reskilling 

activities to some or a large extent. 
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Figure 8. Members' perceived impact of LSP involvement on their organisation's activities 

 

Source: Ecorys 2026 (N=489). 

LSP members were asked to provide examples of how their involvement with an LSP 

contributed to the upskilling and reskilling activities undertaken by their organisation. 

Opportunities for collaboration was most frequently mentioned (115 responses), with LSP 

members providing multiple examples of transnational and cross-sectoral cooperation, 

strengthened cooperation with local or regional-level stakeholders, and the co-implementation 

of new shared projects and initiatives resulting from connections with other organisations in 

their LSP. Knowledge sharing was also commonly mentioned (104 responses), with 

members highlighting the value of exchanging best practices, peer-learning, and joint efforts 

to generate skills intelligence, including through participation in working groups. Newly 

developed and more relevant training programmes (101 responses) strengthened 

monitoring and anticipation of skills needs (71 responses), access to funding supporting 

the implementation of skilling and reskilling activities (70 responses), and increased visibility 

of member activities (70 responses) were also mentioned as clear benefits of LSP 

involvement. 

Spotlight: Skills Partnership for the Digital Ecosystem 

 

The Digital LSP aims to upskill 60% of the ecosystem’s workforce, or approximately 4 million workers, 

each year by 2030. Alongside these efforts, the LSP works to address key skills shortages to support 

Europe’s digital transformation - particularly in areas such as cybersecurity and data analysis - and 

to help fill emerging gaps. ICT occupations are projected to grow four to five times faster than the 

average over the next decade, driven by the rise of key digital technologies27. 

 
 

27 Pact for Skills: Digital ecosystem and LSP(s), Skills Partnership for the Digital Ecosystem, February 
2026. 
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In 2025, members of the Digital LSP contributed to the following achievements28: 

• EUR 96 million29 was invested into up- and re-skilling, 

• 91,241 people participated in events dedicated to skills needs, skills anticipation, or upskilling 

and reskilling efforts. 

“Through our involvement in the Digital LSP, our organisation strengthened its capacity to design 

future-oriented, inclusive, and scalable upskilling and reskilling initiatives. The collaboration 

enabled us to exchange practices with partners from different countries and sectors, which directly 

informed the design of our teacher training programmes, learning pathways, and community-based 

learning models.” 

- Valueme, Digital LSP member 

 

 

 
 

28 There were 59 responses received from members of the Digital LSP.  
29 This total is largely driven by the investments of HU University of applied sciences (EUR 40 million) 
and Kumppani BV (EUR 30 million). 
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Regional Skills Partnerships 
Regional Skills Partnerships (RSPs) are stakeholder-driven efforts aimed at addressing skills 

needs and advancing the objectives of the Pact for Skills at the regional level. RSPs take the 

form of both local skills partnerships that focus on a single region, and cross-regional 

partnerships across multiple EU countries30 that share geographical or economic links.  

The activities undertaken by RSPs vary depending on the needs and focus of each 

partnership, but as with LSPs, Regional Skills Partnerships provide opportunities for 

collaboration between members through meetings, events, and joint activities, with the aim of 

advancing skills development activities responding to real-world skills demands. 

An overview of the types of RSPs in place under the Pact is provided on the following page. 

 

 
 

30 Except for the Regional Skills Partnership for the Western Balkans, which involves non-EU countries. 
* Albania, Bosnia and Herzegovina, Croatia, Kosovo, Montenegro, North Macedonia, and Serbia. This 
designation is without prejudice to positions on status, and in line with UNSCR 1244 and the ICJ Opinion 
on the Kosovo Declaration of Independence. 
** Belgium, Czechia, Germany, Spain, Italy, the Netherlands, and Poland. 
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Figure 9 Overview of the types of Regional Skills Partnerships 

 

RSPs addressing common challenges across multiple sectors in a regional/cross-regional 

manner 

 

RSPs with a single sectoral focus while operating regionally or cross-regionally 

 

RSPs with a single sectoral focus, created and operating under the umbrella of an existing LSP 

Legend: Categories of sectoral focus 

█ Clean transition and industrial decarbonisation  █ Health, biotech, agriculture and bioeconomy █ 

Digital leadership  █  Resilience and security, defence industry and space   █ Consumer, social, and 

service-oriented Industries 

 

* Belgium, Czechia, Germany, Spain, Italy, the Netherlands, and Poland. 
**Albania, Bosnia and Herzegovina, Croatia, Kosovo, Montenegro, North Macedonia, and Serbia. This designation is without 
prejudice to positions on status, and in line with UNSCR 1244 and the ICJ Opinion on the Kosovo Declaration of Independence. 
*** Spain, Italy, Czechia, Romania, Germany, Slovakia, Portugal, Sweden, and France. 
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Based on the responses received from RSP coordinators31, RSPs made substantial progress 

against several Pact principles. RSP coordinators reported the most progress in relation to 

promoting a culture of lifelong learning for all, with 12 of the 14 responding coordinators 

reporting some or major progress, followed by building strong national and regional skills 

partnerships (11), monitoring skill supply/demand and anticipating skill needs (8) and 

fighting discrimination, promoting gender equality and equal opportunities (8). 

Figure 10: RSP coordinators’ perceived contribution to the Pact for Skills principles  

 

Source: Ecorys 2026 (N=14). 

There have also been significant efforts to support upskilling and reskilling in Europe’s regions.  

RSPs reported the highest levels of impact on better matching skills demand and supply 

in their region, followed by contributing to making Europe fit for the green and digital 

transition, and economic growth in their region32.  

 
 

31 14 RSPs responded to the Pact for Skills coordinators survey: Skåne RSP, Lifelong Learning Mobility 
(EARLALL) RSP, RISE-ASD RSP, KSIgune RSP, RSP for the Agri-Food Sector in Piemonte, RSP for 
the Agri-Food Sector in Campania, 4Gune RSP, RSP for the Lisbon Metropolitan Area, RSP for the 
Twin Transition of the Thessaly region, Bari City & Metropolitan Area RSP, European Chemical Regions 
Network RSP, RSP for Textiles in Auvergne-Rhône-Alpes, RSP for the Automotive Regions’ Twin 
Transition, and ZainLab RSP.  
32 Based on the number of respondents reporting a large or moderate impact in these areas. 
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Figure 11: RSP coordinators’ perceived impact  

 

Source: Ecorys 2026 (N=14). 

These efforts were supported by high levels of member participation across RSPs. 

Coordinators reported an average partnership meeting attendance rate of 84%. In addition, 

an average of 71% of members were reported to be very active in contributing to efforts to 

reach partnership objectives (for instance through presentation of their work on up- and 

reskilling, providing data for skills forecasting, etc.). To stimulate participation, RSP 

coordinators prioritised regular communication, hosting frequent workshops and 

meetings, sharing information through dissemination activities such as newsletters, 

providing clear information on RSP webpages, clarifying expectations and member roles, 

and connecting members to joint initiatives. 

13 of the 14 coordinators reported that their partnership contributed to a large or moderate 

extent to supporting discussions and mutual learning among RSP members, while 12 

reported similar contributions to member introductions and networking and to fostering 

common work and collaboration. 

The examples below provide more insight on how some RSPs contributed to the Pact 

principles in 2025. 

The RSP for Advancing Technology & Digital Skills in Lisbon is promoting a 

culture of lifelong learning for all through tailored training on digital tools, 

platforms, and business transformation, with a particular focus on supporting SMEs. 

In 2025, the RSP advanced its commitment to developing integrated and inclusive learning 

pathways by improving access for women and older professionals. Their Women in Tech 

programme equipped 33 women with technology leadership skills by combining 

human-centred leadership training with advanced strategic technology and AI-enabled 

capabilities. The RSP also ensured reserved training places for learners aged 50+, re-

enforcing efforts to encourage lifelong learning. 

The RSP for the Skåne region is building a strong skills partnership by uniting 

a broad range of stakeholders from the cultural and creative sectors, including 

education and training providers, public authorities and support organisations. 

Together, they are forming a cross-sectoral partnership at regional level, characterised in 2025 
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by strong engagement, thematic working formats, and the emergence of new collaborative 

project ideas. 

In 2025, the 4Gune RSP contributed to monitoring skills supply/demand and 

anticipating skills needs through a comprehensive mapping exercise covering 

bachelor’s and master’s degrees, research groups, knowledge transfer units, and 

lifelong learning programmes across universities. Conducted in close collaboration with higher 

education institutions and wider ecosystem partners, this work provides a clearer overview of 

current skills provision and supports more effective tracking of labour-market needs and future 

skill requirements, aligned with the industrial ecosystem.  

The RSP for Lifelong Learning Mobility (EARLALL) is working against 

discrimination and for gender equality and equal opportunities by advancing 

its objective of increasing vocational education and training mobility across Europe, 

with particular emphasis on expanding educational and professional opportunities for 

individuals with fewer opportunities through strengthened transregional cooperation. RSP 

members supported this ambition by promoting gender equality within career guidance and 

lifelong learning services, and by broadening mobility opportunities for learners from 

underrepresented backgrounds. 

  

 



 

 

SUCCESS FACTORS AND 

CHALLENGES IN UPSKILLING 

AND RESKILLING 
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Success factors for upskilling and 

reskilling activities 

Partnerships, collaboration and knowledge exchange enabled 

upskilling  and reskilling efforts  

The main enabling factors for skills development or anticipation most frequently mentioned by 

respondents most was developing partnerships with other organisations (67%, 1001), 

followed by collaboration and knowledge exchange (65%, 980). Other enabling factors 

included in‑house expertise and capabilities (49%, 729), research on skills such as skills 

monitoring or anticipation (30%, 450), access to funding (24%, 337), and upskilling and 

reskilling being an organisational priority (22%, 249).  

Figure 12. Enabling factors in skills development and anticipation 

 

Source: Ecorys 2026 (N=1503). 

Members continue to perceive the Pacts valuable in supporting 

efforts to upskill and reskill the workforce 

76% of respondents indicated that the Pact for Skills is somewhat or very valuable in 

supporting upskilling and reskilling opportunities for people of working age (1141), mirroring 

the results of the 2024 survey.  

2%

22%

24%

30%

49%

65%

67%

0% 20% 40% 60%

Other, please describe (n=31)

Upskilling and reskilling are an organisational
priority (n=249)

Access to funding (n=337)

Research on skills (e.g. skills monitoring,
anticipation) (n=450)

In-house expertise and capabilities  (n=729)

Collaboration and knowledge exchange (n=980)

Developing partnerships with other organisations
(n=1001)



PACT FOR SKILLS ANNUAL REPORT 2025 
 

 

38 
 

Figure 13. Respondents’ assessment of the value of the Pact for Skills 

 

Source: Ecorys 2026 (N=1500). 

Consistent with 2024, trade unions (88%, 16), followed by chambers of commerce, trade and 

crafts (84%, 19) and employer’s organisations (80%, 46) most often consider the Pact for 

Skills to be very or somewhat valuable. High levels of perceived value were also reported by 

private or public employment services (78%, 68), and non-governmental or civil society 

organisations (78%, 360). Training providers (77%, 440), representatives of industrial clusters 

(76%, 49), sectoral organisations (75%, 114), public authorities (75%, 106), employers (73%, 

124), and research organisations (68%, 158) similarly reported strong levels of overall value 

of the Pact for Skills. 

Figure 14. Value perception of the Pact for Skills, by stakeholder type 

 

Source: Ecorys 2026 (N=1500). 
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Networking, recognition and access to information are the key 

value drivers of the Pact for Skills 

Opportunities for networking and collaboration is the main value driver of the Pact for 

Skills, as reported by 50% (345) of respondents. Responses highlight that the Pact supports 

both partnership formation as well as increased motivation and inspiration of members, 

contributing to a feeling of community and shared goals. Respondents also reported 

increased visibility and recognition for upskilling and reskilling activities (43%, 296) 

particularly in terms of recognition from external parties at European level and increased 

outreach. In addition, access to knowledge and information, including learning from best 

practices and having better insight on relevant skills needs (37%, 255) were mentioned as 

added value. Another positive effect mentioned, which was not present in prior year 

responses, is greater strategic alignment with the EU priorities (31%, 216).     

Figure 15. Respondents’ views on value drivers for the Pact for Skills  

 

Source: Ecorys 2026 (N=694). 
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(895) reported limited financial resources and 57% (855) limited human resources. 

Administrative burdens when delivering upskilling and reskilling activities (31%, 459) were 

particularly reported by training providers, non-governmental or civil society organisations, and 

research institutions, whilst limited collaboration across stakeholder groups within 

sectors (24%, 359) was seen as a challenge particularly by training providers, non-

governmental or civil society organisations, and research institutions. The same stakeholders 

(22%, 338) noted limited data and information available on specific workforce skills 

needs. Other challenges reported included sector- and country-specific challenges (19), lack 

of resources including time or staff (14), and lack of interest in upskilling/reskilling among 

target participants or stakeholders (11).  

Figure 16. Challenges faced when working on skills development or anticipation 

 

Source: Ecorys 2026 (N=1503). 

The main barriers to progress are the lack of strategic focus on skills 

and limited resources  

In 2025, 13% of respondents reported little or no progress in achieving their Pact 
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• Contextual constraints such as cultural changes required for long-term 

implementation, diversity in national frameworks, and challenges arising from the 

emergence of new technologies (e.g., AI), 

• Differing stakeholder priorities across sectors, particularly within the agri-food, energy-

intensive industries and tourism ecosystems arose because skills development was 

not a primary focus of the organisation, resulting in less frequent skills-related activities 

addressing the Pact priorities, or a lack of dedicated capacity or resources. 



 

 

 

FEEDBACK ON THE PACT FOR 
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Pact for Skills members’ feedback on 

Support Services 
Survey respondents (67%, 999) were very or somewhat satisfied with the Pact for Skills 

Support Services33. This marks an increase of 2 percentage points from 2024. Only 23% of 

respondents noted they did not know how satisfied they were with the Pact for Skills Support 

Services, which is a slight decrease (1 percentage point) of respondents compared to 2024, 

suggesting a portion of Pact members still may not be adequately reached or engaged by the 

Support Services. 

Events, tools, resources and communication activities were found 

useful by most members 

During the year 2025, the Pact for Skills Support Services hosted seven events34. 

Webinars (e.g., on Erasmus+ calls, and on Up- and Reskilling for the digital transition or 

securing and retaining skilled workers to tackle skills shortages) were most often considered 

somewhat or very useful by those who attended them (89%, 563). This was followed by 

thematic seminars (87%, 506), networking events (85%, 539) and peer learning activities 

(84%, 450). 

Figure 17. Usefulness perceived from events   

 

Source: Ecorys 2026 (N=719). 

 
 

33 Number of respondents, 1502. 
34 The summary reports for each event can be found on the Pact website. 
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The tools offered by the Support Services were found by more than 85% of respondents to be 

somewhat or very useful. When broken down, 89% (271) found the online library of tools and 

resources to be somewhat or very useful, with similar levels for the  guidance handbook for 

skills partnerships (89%, 257) and the online database for funding opportunities (87%, 253).  

Figure 18. Usefulness perceived from tools and resources  

 

Source: Ecorys 2026 (N=250). 

Participants generally expressed positive feedback regarding the various communication tools 

and resources provided by the Pact for Skills Support Services. The quarterly Pact for Skills 

newsletter (87%, 422) was most often considered useful, followed by the website (86%, 411). 

Other communication outputs such as communication toolkits and skills leader badges (85%, 

402) and the LinkedIn Group were found slightly less useful in comparison (73%, 291). In 

relation to 2024, the newsletter (3 percentage points) and website (4 percentage points) 

increased their usefulness for the Pact members. 

Figure 19. Usefulness perceived from communication tools and resources  

 

Source: Ecorys 2026 (N=518). 
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For most respondents (87%, 859), Pact for Skills communication activities were useful in 

keeping them informed about the Pact and its activities. In addition, 77% (762) of respondents 

relied on communication activities to stay informed about EU policy updates. Communication 

outputs also helped respondents stay informed about relevant funding opportunities (65%, 

641), and networking with other members (56%, 556). While Pact for Skills events and 

communication platforms were slightly less used by members to build new partnerships (45%, 

448) and support their organisations’ upskilling and reskilling activities/policies (34%, 332) , 

they remained relevant in these areas. 

Figure 20. Ways in which respondents found communication activities useful (events, website, 
newsletter and social media)  

 

Source: Ecorys 2026 (N=989). 

More tailored support and networking opportunities could increase 
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Pact members most often reported that tailored support that is targeted, sector-specific and 

practice-oriented could further increase the value of the Support Services to members (33%, 

156). Following this, respondents noted the desire for more matchmaking and partnership 

development (27%, 130), including clearer identification of synergies between 

members/initiatives, and guidance in partnership building. Assistance and guidance with 

accessing funding (26%,124), particularly through sharing information of funding 
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the Pact and its members (16%, 75), notably more dissemination of post-event documents 

such as post-event summaries and access to past events. Furthermore, respondents 

identified that more thematic and practice-oriented events (15%, 70) would increase the 
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Methodological annex 
This report presents the results of the fourth Pact for Skills annual survey conducted between 

7 January and 4 February 2026, among registered Pact for Skills members. The findings 

presented are based on an analysis of answers to both quantitative and qualitative survey 

questions. Ecorys, which is delivering the Pact for Skills Support Services, conducted the 

survey and analysis on behalf of the European Commission's Directorate-General for 

Employment, Social Affairs and Inclusion (DG EMPL), Skills for Competitiveness Unit. 

The response rate of the survey was 49% (1,534 responses), based on a total of 3,117 

organisations receiving an invitation to complete the survey35. Although the response rate to 

the survey is relatively high, the results should not be considered representative of the entire 

Pact for Skills membership, which is estimated to include around 4,000 organisations36. 

The figures presented in the ‘Key achievements of Pact members’ and ‘Large-scale Skills 

Partnerships’ sections of this report are based on an analysis of a set of nine key performance 

indicators (KPIs) for which values were collected through the survey (see Table 2 below). 

The dataset for these indicators has certain limitations in terms of data reliability and quality, 

which need to be considered when interpreting the figures presented in this report: 

• Type and quality of data. The annual survey relies on self-reported information from 

respondents. Therefore, individual responses cannot be individually verified, and the 

type and quality of the data reported may vary between respondents, 

• Representativeness of values. Pact for Skills members include individual 

organisations, Large-scale Skills Partnerships, Regional Skills Partnerships, and 

umbrella or representative organisations that may speak on behalf of wider networks. 

Consequently, reported values may reflect the activities of regional, national, or 

European networks rather than just the responding organisation, 

• Potential duplication of reported values. Due to members often work in 

partnerships, some respondents may report figures representing the achievements of 

an entire partnership rather than their individual contribution. If multiple organisations 

within the same partnership are members of the Pact, this may result in duplicated 

values being reported. 

 
 

35 While there is a total of 3,210 organisations included in the survey database, 3,117 organisations 
were invited to fill in the survey. This is because 88 organisations were not able to receive the email 
invitations and five organisations opted out of their Pact for Skills membership. 
36 The Pact for Skills membership extends beyond its registered members due to various partnerships 
operating under the Pact's auspices. 
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To mitigate and limit the challenges from the above limitations of the dataset, the Ecorys 

research team implemented several methodological steps: 

• Prior to launching the survey, the research team informed coordinators of partnerships 

registered in the Pact for Skills database that they were expected to report on KPI 

values on behalf of all their partner organisations, 

• The research team verified the highest values reported for the KPIs ‘Number of people 

who took part in upskilling or reskilling activities’ and ‘Amount of financial investment 

into upskilling/reskilling (EUR)’ with respondents, to ensure the data submitted was 

reliable and consistent with the research objectives, 

• Any anomalous values were examined by cross-checking the value of the KPI ‘number 

of your employees who took part in upskilling or reskilling activities’ with the answer to 

the question ‘how many individuals are currently employed by your organisation’ and 

were verified with respondents where needed,  

• The research team excluded reported KPI values deemed irrelevant to the scope of 

the survey, the objectives of the Pact (e.g. activities targeting young people) or the 

specific KPI for which the value was reported. To support this assessment, the 

comments provided for each KPI were reviewed individually. 

The table below presents the total, average, median, and maximum values of the KPIs 

included in this report. The large differences between average and median values indicate 

that a small number of very high figures account for much of the overall result. This reflects 

the diversity of Pact members: some represent small organisations such as SMEs and NGOs, 

while others are large multinational companies or training providers operating at EU or 

international level. In addition, certain types of organisations - such as regional or national 

public authorities and VET providers - are primarily responsible for delivering upskilling and 

reskilling activities. As a result, their reported values are naturally much higher than those from 

organisations with a more limited training role, such as NGOs or social partners. 

These differences are also reflected in the external funding sources used by organisations. 

Public authorities, for example, are more likely to draw on structural funds or other large-scale 

public resources, which means they contribute a significant share of the overall value reported 

for the KPI on ‘Amount of financial investment into upskilling/reskilling’. Finally, the increasing 

use of digital delivery methods in education enables some organisations to reach substantially 

more people through online training activities than would be possible through in‑person 

formats.  
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Table 2. Overview of reported KPI values37 

KPI Average Median Maximum Total 

Number of people who took part in 
upskilling or reskilling activities (n=975) 

4,028 200 580,000 3,927,688 

Number of your employees who took 
part in upskilling or reskilling activities 
(n=896) 

330 8 140,000 295,796 

Number of training programmes 
developed (n=1,025) 

29 5 2,500 30,049 

Number of training programmes 
updated (n=723) 

23 4 1,000 16,542 

Number of individuals who participated 
in events dedicated to skills needs, 
skills anticipation, or upskilling and 
reskilling efforts (n=865) 

2,415 120 500,000 2,088,801 

Number of individuals reached by social 
media posts dedicated to skills needs, 
skills anticipation, or upskilling and 
reskilling efforts (n=832) 

141,449 2,500 16,000,000 117,685,917 

Number of people reached by other 
communication outputs dedicated to 
skills needs, skills anticipation, or 
upskilling and reskilling efforts (n=803) 

47,302 1,000 9,000,000 37,983,764 

Number of stakeholders joining a skills 
network (n=689) 

403 20 100,000 277,647 

Amount of financial investment into 
upskilling/reskilling (EUR) (n=199) 

5,104,204 80,000 
377,852,04

0 
1,015,736,605 

Source: Ecorys 2026. 

 
 

37 The “Average” refers to the mean value—calculated by dividing the total reported figure by the number of 
respondents (n). This can be influenced by very large or very small values. The “Median” represents the middle 
value in the distribution and is therefore less affected by outliers, providing a view of a more ‘typical’ response. 
The “Maximum” indicates the highest single value reported by any respondent. The “Total” reflects the sum of 
all values reported across respondents, showing the overall volume of activity generated by the sample. 
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