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3. INDICATORS’ DEFINITIONS 
3.1 Not an end, but a beginning… 

3.1.1 General comments 
The information to be produced by the set of ten indicators in the EQARF will be 

of great relevance for the interested parties (both at system and providers level) to 

comprehend the current state of VET in the different countries at national, regional and 

local level) and to report on it to relevant stakeholders. However, an indicator is not a 

piece of basic information to meet administrative needs nor is it intended for a 

statistical yearbook. Rather, it is a set of information that has been elaborated and 

which needs to be refined to suit the context. 

Establishing a reasonably robust time- based performance measurement and a 

reporting system against those definitions will be quite a significant achievement and 

that is not a task without difficulties, given the variety of data sources and the fact that 

data gathered are not always aggregated to a systemic level as it is referred in the 

CEDEFOP publication (page 10)7. 

 

Unfortunately, there is not a single data source that supplies exhaustive VET data, 

therefore several sources have to be used. In several instances, the methodologies 

are not fully harmonised8. 

 
This problem is meant to be addressed by developing “a concept for a 

harmonised modular system of statistics and indicators on VET” (p. 15) which may 

constitute an important stone in paving the avenue towards the improvement of the 

availability and quality of statistics and indicators on VET. As it is well known, in the last 

decade considerable effort has been devoted to identifying the most appropriate way to 

organize data in the international indicator development process but the fact remains 

that statistics on VET are generally either not available or, if they are available, they are 

not comparable.  

In implementing the Recommendation EQARF tensions may be distilled in the 

process, e. g. the voluntary nature of this document, the definition of quality by the 

different stakeholders, the role of authorities and providers in assuring quality in VET, 

the relationship between VET and other sectors of Education and Training, particularly 

Higher Education.  

                                                 
7 Evaluation of Eurostat education, training and skills data source,(2008) Cedefop Panorama 
series, Luxembourg: Office for Official Publications of the European Communities, 
8 http://www.trainingvillage.gr/etv/Upload/Information_resources/Bookshop/510/5185_en.pdf 
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To discuss quality assurance in VET is particularly relevant for all stakeholders 

involved at a time when reporting systems are required to evolve in ways which allow 

individuals to acquire skills and competences beyond formal qualifications. This 

discussion may bring to the debate the ever-present tension between quantity and 

quality, for example when reporting on the quantity of individuals having met VET 

requirements vs. reporting on the quality of the respective system. 

In any event, the application of the Recommendation on the EQARF, in 

particular the set of ten indicators, will be instrumental for MS systems and providers at 

national, regional and local level. Stakeholders, however, should be cautioned against 

collecting data simply because the data are available to be collected. Instead, the 

indicators should be used to describe organizational performance, direction and 

accomplishments, to answer to specific policy questions, and mostly to improve VET 

quality. 

In the TGI’ s view this product should not be seen as the end of an exercise but 

rather as a platform for a wide range of beginnings: these definitions will be given life 

by being shared, debated, and implemented in the context of the diverse organizational 

realities across Europe. It should be borne in mind, though, that performance 

measurement systems take time: time to design, time to implement, time to perfect and 

thus they must be approached as an iterative process in which continuous 

improvement is a critical and constant objective. 

 

3.1.2 The state- of –the- art in European countries: a bird’s eye view 
CEDEFOP and some of the countries represented in the TGI generously 

offered elements about the present or foreseen use of the EQARF indicators in their 

respective countries. A brief overview is presented below following an alphabetical 

order of the countries that have contributed. It is a bird’s eye view of the state- of –the- 

art in some of the European countries concerning the indicators’ use and should, 

therefore, be read as a showcase rather than any kind of reporting exercise by the 

Member States representatives.  

 

Indicator nº 1. Denmark and Finland have no plans to adopt it as a regular 

indicator; Italy regularly applies indicator 1b, while uses 1a under some identified 

constraints, e.g. data on the application of QA systems is episodic; in Lithuania, it is 

not used yet but there are plans to adopt it; it is not used in Norway; Malta collects 

data systematically; in Portugal it is partially used, even if under specific constraints 

(e.g. multiple sources); it is partially used (in IVET) in Romania. 
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Indicator nº 2. In Denmark, it is partially used, i.e. data is collected about 

participation in further training but there are no plans to collect data on financial 

resources used; in Finland 2a)t is considered unnecessary; Italy it is not used at 

national level but data is collected locally; in Malta, it is used, even if data is not 

collected systematically; Norway uses it in public funded further training; Lithuania 

collects data annually; in Portugal data is collected from different sources in relation 

with public funding; in Romania, it is partially used, e.g. for accredited teacher 

training programmes in general, not specifically for VET. 

 

Indicator nº 3. It is used in Denmark: data is collected at national level; it is used in 

Finland; in Italy, data is systematically collected for IVET and also, with some 

difficulties, for CVET; in Lithuania data is collected annually; in Malta, data is 

systematically collected; in Norway, data is systematically collected for IVET and 

unsystematically for CVET; in Portugal it is partially used, data systematically 

collected in IVET and difficult to collect in CVET; in Romania it is used, covering full 

data collection for IVET and partial data collection for CVET. 

 

Indicator nº 4. Data is collected at national level in Denmark; it is used in Finland; in 

Italy, data is collected systematically for IVET but no data is available for CVET; in 

Lithuania, data is collected annually at national level; in Malta, data is systematically 

collected; it is used in Norway, where data is systematically collected for IVET and 

unsystematically collected for CVET; in Portugal, it is partially used: data is 

systematically collected for IVET but only partially for CVET, i.e. state funded 

programmes; inn Romania,  data is collected for IVET and partially collected for 

CVET in programmes financed by Unemployment Fund( UF). 

 
Indicator nº 5.  In Demark it is partially used: data is systematically collected for 5b) 

but 5a) is not used and there are no plans to adopt it; it is partially used in Finland; it 

is used in Italy, particularly VET funded by the European Social Fund; it is not used 

in Lithuania; it is used in Malta and data is systematically collected; in Norway it is 

not used but there are plans to adopt it; it is not systematically used in Portugal; it is 

partially used in Romania,  where data for IVET is due to start in 2009  while for 

CVET it is applied in UF programmes. 

 

Indicator nº 6. It is not used in Denmark, even if statistics are available, and there 

are no plans to adopt it; Finland does not use it and there are no plans to adopt it; it 

is used in Italy through regular surveys, particularly for 6a) and unsystematic 
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surveys for 6b); it is not used in Lithuania ; it is used in Malta; it is not yet used in 

Norway but there are plans to adopt it; it is not used in Portugal; in Romania , it is 

partially used (IVET starting in 2009) but not used for CVET. 

 

Indicator nº 7. Indicator is used in all countries and data is collected by National 

Statistics Offices. 

 

Indicator nº 8.  Data is collected in Denmark; in Finland it is not used and there are 

no plans to adopt it; in Italy, it is not systematically used; in Lithuania data is 

collected annually; in Malta data is systematically collected; in Norway, the use is 

unclear for the moment; it is not used in Portugal; partially used in Romania where 

there are different definitions for vulnerable groups according to type of VET. 

 

Indicator nº 9. Analysis results are collected annually in Denmark; in Finland 

education provision is planned based on anticipation of skills  needs; in Italy 

workforce needs are annually investigated by the Chambers union; in Lithuania it is 

used but data is collected unsystematically; in Malta training needs analysis are 

conducted at local and national level; in Norway it lies with the vocational training 

councils; it is partially used in Portugal within the Qualification Sector Council; it is 

partially used in Romania: a development planning mechanism  for IVET was set up 

in 2000. 

 

Indicator nº 10. It is not used in Italy as such; in Norway it is not used and there are 

no plans to adopt it; Malta indicates materials used in fairs and exhibitions; in 

Portugal data is collected on the initiative Novas Oportunidades (New 

Opportunities). 

 

3.2 Revisiting the indicators’ debate: the role of indicators in the quality cycle 
The quality of VET is a longstanding concern among stakeholders, which 

explains and the emerging interest in the development of more and systematic means 

of monitoring the performance of VET systems. Even though the quality movement, as 

we know it today, has been developing since the 1980s, and regardless of the factors 

that are driving reforms, a systemic approach to quality is crucial to underpin the quality 

assurance of the VET systems. In fact, if VET systems are to address broad societal 

needs more adequately, it will be essential that they meet today’s challenges of striving 

towards quality and of encompassing all dimensions of VET. In short, it will be the 
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implementation of quality systems which will determine the nature of the emerging 

lifelong learner.   

The set of ten indicators in Annex II of the Recommendation on the EQARF are an 

organic part of this comprehensive framework and, as such, they address quality 

systemically under the following types of umbrella indicators: context/input indicators ( 

nº1 and 9), input/process indicator (nº 2), input/process/output indicator (nº 3); 

process/output/outcome indicator  (nº 4); outcome indicators (nº 5 and 6); context 

indicators (nº 7 and 8); context/input indicator( nº 9); process indicator (nº10). 

In the available literature, some issues should be pro-actively considered by 

stakeholders when implementing a system of indicators among which the following are 

to be highlighted: 

Indicator’s value 
Indicators are value neutral until they are interpreted against their context, that is to 

say, value judgements as such are external to measurement and are seen as being 

assigned during interpretation rather than during collection. In an ERIC/CUE digest on 

accountability mechanisms one can read “The greatest danger of indicators is the ease 

with which they can give false impressions because they are misunderstood or 

interpreted in invalid ways”9. That might be the case, for example, if stakeholders 

improve one indicator value at the expense of another and in the process push a 

system in one place, thus causing it to expand in another place (the balloon effect).   

Data burden 
At least two dimensions are generally identified in data burden, i.e. 

a) attitudinal: data providers cannot see any value in collecting and reporting on 

required data  

b) financial: if data demand significant financial or human resources and are not 

appropriate as inputs. 

Making tradeoffs 
In an ideal world indicators are thought out to be timely, reliable, useful and valid but 

that is an assumption which real life contradicts in a number of ways. In fact, what is 

useful for one stakeholder is not useful for another or different stakeholders may have 

differing definitions of what is burdensome or not. Under real life constraints, one needs 

to be prepared to make tradeoffs between quality, burden and the time available 

without compromising the indicator’s feasibility. 

Unintended outcomes 

                                                 
9 Accountability Mechanisms in Big City School systems(ERIC/CUE Digest Nº 71) 

http://www.ericdigests.org/pre-9220/big.htm    
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Indicators are not simply numbers and when, in response to the interpretation of the 

indicator values, policies are changed, unintended consequences may arise and have 

a backlash effect on the system. Policy makers are expected to think about the effects 

of indicators use and policy making. 

Frequency of data collection 
Data collection may vary according to the specific reporting system, particularly as far 

as CVET is concerned. In general, the best case is to collect data annually. 

 
 

3.3 Indicator’s definitions 
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Definition 
Relevance of quality assurance systems for VET providers: 
a) Percentage of VET providers showing evidence of applying the EQARF principles 

within a defined quality assurance system, where the number of registered VET 

providers =100%; 

b) Percentage of VET providers who are accredited, where the number of registered 

VET providers = 100%. 

 
 
Requirements 
Relevance of quality assurance (QA) systems for VET providers: 
Relevance of QA= QA systems that follow the EQARF principles 
 

a) Universe of registered VET providers: VET providers formally registered by 

Ministry (e.g. Education, Economy, Labour), Chambers, relevant authorities (e.g. 

regional authorities). 

b) Accredited VET providers: 

• VET providers under the regulation of educational laws, e.g. schools, colleges;  

• VET providers in the field of education/training market who are accredited by a 

public notified body. 

 
 
Recommendation 
VET providers to demonstrate they apply quality assurance principles as defined by 

EQARF or similar instruments (e.g ISO, EFQM or other quality models). 

 
 

 

 

Indicator nº1 
 
Relevance of quality assurance systems for VET providers: 
 
a) Share of providers applying internal quality assurance systems defined by 
law/at own initiative; 
 
b) Share of accredited VET providers 
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Definition 
Investment in training of teachers and trainers: 
a) Percentage of teachers and trainers participating at accredited in-service training 

programmes, from the total number of registered teachers and trainers;  

b) Total amount of funds annually invested per teacher and trainer in teachers’ and 

trainers’ further education and training. 

 
Proposed Supplementary Indicator: Percentage of total education expenditure. 

 
Requirements 
a) Share of teachers and trainers participating in further training: 
Universe of teachers and trainers: registered teachers and trainers participating at 

any formally recognized in-service training programme, which may include the 

recognition of non- formal learning; 

Type of programme: programmes which allow accumulation of a minimum number of 

credits or hours accepted at national, regional or local level will be taken into account; 

Scope: national, regional or sector levels, IVET and CVET, public and private, 

excluding informal but integrate non formal VET – recognition of prior experience; 

Coverage: registered, accredited or certified teachers and trainers (for in-service 

programmes). 

b) Amount of funds invested:  

Scope: national, regional, or sector levels, IVET and CVET, public and private, 

excluding informal but integrate non formal VET, recognition of prior experience; 

Coverage: formally recognized in-service training programmes, i.e. accredited or 

certified programmes that may include the recognition of non-formal learning; 

Amount of investment: Annual total expenditure per number of teachers and trainers 

trained.  

 

 

Recommendation: Impact analysis of teachers’ and trainers’ participation in-service 

programmes on the quality of the teaching and learning process. 

Indicator nº 2 
  
Investment in training of teachers and trainers: 
 
a) Share of teachers and trainers participating in further training; 
 
b) Amount of funds invested. 
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Definition 

Participation rate in VET programmes: 
a) Percentage of annual cohort completing lower secondary school/compulsory 

education participating in IVET programmes at upper secondary level (which lead to a 

formal qualification); 

b) Percentage of active population (15-74 years old) entering CVET programmes 

(which lead to recognition). 

 

Proposed supplementary indicators 
In view of the variety of VET systems, the following indicators are recommended: 

 

a2) Percentage of entries to IVET not coming directly from compulsory or lower 

secondary education;  

a3) Percentage of annual cohort completing upper secondary school, entering VET 

programmes at post-secondary or tertiary level (which lead to a formal qualification). 

 
Requirements 
Participation rate in VET programmes: 
 
Type of VET programmes: IVET programmes which lead to a qualification and CVET 

programmes which lead to recognition;  

Population in CVET: active/working population (15-74years old); 

Participation: total participation, not merely those who receive a qualification; 

Social criteria: need to consider i) previous working experience ii) vulnerable groups.  

 

Need to consider different interpretations used by, and different VET systems across 

Member States, to provide a context. 

Indicator nº 3 
 
Participation rate in VET programmes: 
 
Number of participants in VET programmes (1), according to the type of 
programme and the individual criteria (2) 
 
(1) For IVT: a period of 6 weeks of training is needed before a learner is counted as a participant For 
LLL (Lifelong learning): percentage of population admitted to formal VET programmes. 
(2) Besides basic information on gender and age, other social criteria might be applied, e.g. early 
school leavers, highest educational achievement, migrant, handicapped persons, length of 
unemployment, etc. 
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Definition  
Completion rate in VET programmes: 
a) Percentage of those completing (i.e. attaining a formal qualification) IVET 

programme(s) (which lead to a formal qualification), compared to those entering IVET 

programme(s); 

b) Percentage of those completing (i.e. attaining a formal qualification) CVET 

programme(s) (which lead to recognition), compared to those entering CVET 

programme(s). 

 

Proposed supplementary indicator  
VET Qualification compared to population: 
Percentage of those having completed VET programmes (i.e. attained a formal 

qualification or recognition) compared to active population (15 to 74 years old). 

 
 

Requirements 
Completion rate in VET programmes: 
a) Type of VET programmes: VET programmes which lead to a qualification or 

recognition.  

b) Programme completion: those who receive either a qualification (IVET) or 

recognition (CVET). 

Need to consider 

• different interpretations used by and different VET systems across Member 

States, to provide a context;  

• supplementary indicator, due to data collection difficulties with the proposed 

indicator; 

• time lag between indicators 3 and 4.  

• Vulnerable groups. 

 
Recommendation: Consider the learning activities that are possible to position within 

the National Framework of Qualifications (NFQ). 

Indicator nº 4 
 
Completion rate in VET programmes: 
 
Number of successfully completed/abandoned VET programmes, according to 
the type of programme and the individual criteria. 
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Definition 
Placement rate in VET programmes: 
 
a) Proportion of VET programme completers who are placed either in the labour 

market, further education or training (including university) or other destination within 12-

36 months after the end of programme; 

b) Percentage of VET programme completers who are employed one year after the 

end of training. 

 
 

Requirements 
Placement rate in VET programmes 
 
Destination: labour market, further education and training (including university) and 

other destinations. 

Designated point: 12 - 36 months;  

Data collection should contain: 

• the position in the labour market: employed –searching employment- not 

searching employment; 

• basic job features: Full time –part time; Permanent – temporary; Dependent-

independent; 

• the position in the educational and training system: Attending – not attending 

formal education and training activities. 

• vulnerable groups. 

 

 

Recommendation 
Indicator to be exclusively used in IVET. 

Indicator nº 5 
Placement rate in VET programmes: 
a) Destination of VET learners at designated point in time after completion of 
training, according to the type of programme and the individual criteria  (1); 
b) Share of employed learners at designated point in time after completion of 
training, according to the type of programme and the individual criteria. 
(1) For IVT: including information on the destination of dropouts. 
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Definition 

Utilisation of acquired skills at the workplace: 
 
a) Percentage of VET programme completers working in relevant occupations; 

b1)  Percentage of employees of a given sector who, within a period of 12-36 months 

from completing the VET programme, find that their training is relevant for their current 

occupation;  
b2) Percentage of employers of a given sector who are satisfied to find VET 

programme completers with relevant qualifications and competences required for the 

work place; 

b3)  Percentage of employers of a given sector who are satisfied with programme 

completers. 

 

 

Requirements 
Utilisation of acquired skills at the workplace: 
Programme coverage: formal programmes, schemes for the recognition of prior 

learning, particular awards; 

Relevance of programme and occupation: can be investigated by checking whether 

the qualification is adequate to perform that occupation; 

Need to consider vulnerable groups. 

 

 

Recommendation 
Indicators b1), b2), b3) should be assessed by a survey on a given sector within a 

representative sample. 

 

Indicator nº 6 
Utilisation of acquired skills at the workplace: 
a) Information on occupation obtained by individuals after completion of 
training, according to type of training and individual criteria; 
b) Satisfaction rate of individuals and employers with acquired 
skills/competences. 
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Definition 
Unemployment rate: the number of people unemployed as a percentage of the labour 

force. The labour force is the total number of people employed plus unemployed. 

 

 

Requirements 
 

Need to consider vulnerable groups. 

 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

Indicator nº 7 
 
 Unemployment rate (3) according to individual criteria 
 
(3) Definition according to ILO and OECD: individuals 15-74 without work, actively seeking employment 
and ready to start work. 
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Definition  
Prevalence of vulnerable groups: 
a) Percentage of participants and of programme completers from disadvantaged 

groups, defined at European and national level, from the total number of participants 

and VET programme completers; 

b) Percentage of programme completers, from disadvantaged groups defined at 

European and national level, compared to the number of those entering. 
 
 
Requirements 
Prevalence of vulnerable groups: 
 

Scope: national level, IVET and CVET, excluding informal but integrating non -formal 

VET; 

Coverage: disadvantaged groups as defined at European and national level, including 

gender and age disadvantaged groups. 

Need to correlate with indicators nº 3, 4, 5, 6 and 7. 

Possible link with indicator nº 10. 

 

 

 

 

 

 

 

 

 

 

 

Indicator nº 8 
 
Prevalence of vulnerable groups: 
 
a) Percentage of participants in VET classified as disadvantaged groups (in a 
defined region or catchment area) according to age and gender; 
 
b) Success rate of disadvantaged groups according to age and gender. 
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Definition 
Mechanisms to identify training needs in the labour market: 
a) Type of mechanisms used to update the VET offer to the future labour market 

needs; 
b) Information on mechanisms used to provide stakeholders with the most recent 

information on the future needs of the labour market. 

 
 

Requirements 
Mechanisms to identify training needs in the labour market: 
a) Type of mechanism ( e.g. methods, procedures, processes) set up to identify 

changing demands at different levels: Planning, implementing, evaluating and informed 

decision making in order to update the VET offer to the future labour market needs. 

Scope: national level, IVET and CVET, excluding informal but integrate non -formal 

VET; 

Recognizing the future needs: the existence of forecasts on short, medium and long 

term. 
 

b) Evidence of their effectiveness: in order to measure effectiveness, this 

indicator/descriptor refers not only to the mechanisms themselves (how they are 

planned and implemented) but also to the capacity of the VET system to respond (by 

evaluating them and by deciding further action) to the labour market. 

Suitability of training offer for the future needs identified in the forecasts, for specific 

occupations;  

Flexibility: how fast can education change a qualification content (standards, 

competencies, curriculum); 

Need to correlate with indicators 3, 4, 5, 6 and 7 (as a “proxy”), but with a time lag in 

order to measure the effects. 

 
Recommendation 
Provide evidence to demonstrate the effectiveness of the used mechanisms. 

Indicator nº 9 
 
Mechanisms to identify training needs in the labour market: 
 
a) Information on mechanisms set up to identify changing demands at 
different levels;  
 
b) Evidence of their effectiveness
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Definition  
Schemes used to promote better access to VET: 
a) Type of schemes used to improve access to VET 

b) Information demonstrating the capacity of the VET system to increase access to 

VET. 

 
 

Requirements 
Schemes used to promote better access to VET: 
a) Type of scheme (e.g. plans, policies, programmes): planning, implementing, 

evaluating and informed decision making put in place in order to promote, better 

access to VET, especially for disadvantaged groups. 

Scope: policies, processes, procedures; medium or long term interventions; national 

and European levels, IVET and CVET, excluding informal but integrate non formal 

VET; 

Coverage: disadvantaged groups – as defined at European and national level; 

Suitability of training for the demands for actual and future needs of specific 

disadvantaged groups and individuals; 

Flexibility: how fast education can respond to group and individual specific needs. 
 

b) Evidence of their effectiveness: in order to measure the effectiveness, this 

indicator/descriptor refers not only to the schemes themselves (how they are planned 

and implemented) but also to the capacity of the VET system to increase the access by 

evaluating them and by deciding further action. 

Share of the population from disadvantaged group entering VET related with the 

majority share; 

Need to correlate with indicator 4 and 8; 

Employability: effects on unemployment by disadvantaged groups and employability 

after the introduction of a specific scheme; 

Individual and group satisfaction related with the access to VET system. 

 
Recommendation: Provide data to demonstrate the effectiveness of the used 

schemes. 

Indicator nº 10 
 
Schemes used to promote better access to VET: 
 
a) Information on existing schemes at different levels; 
 
b) Evidence of their effectiveness. 
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4. CONCLUSIONS: What next? 
 

While there is broad agreement in the available literature about the identification 

of issues and challenges that stakeholders may have to face when choosing and using 

indicators, it is a fact of life that they may feel themselves locked into an unhappy 

relationship with this kind of measurement tool. It may be relevant to voice them once 

again in the context of the implementation of this particular set of indicators given. The 

following think- pieces are not meant, however, to be taken as solutions but rather as 

suggestions to policy makers, quality assurance managers in VET institutions, 

information officers and others in the National Quality Assurance Reference Points 

established as part of the Recommendation on EQARF. 

Indicators are decisive for any improvement process in VET but it is important to 

remind that they only indicate, i.e. they are only one form of measurement. A lot of 

people still mistrust them and indicators by themselves will not motivate these people 

to change. There is therefore a need to bring stakeholders to the point where they 

understand the role measurement has in the process of improvement and to 

demonstrate that the risk of not changing out- weights the risk of changing.  

Indicators, however, need to be presented in ways that are easy to understand: 

if used appropriately, they will help better to understand how systems can be improved 

and then changes to the systems are seen as possible and compelling. It is crucial, to 

that end, that the gap between measurement, understanding and improvement is 

bridged. A good communication plan at national level is advisable in order to debate, 

interpret and implement the set of ten indicators in the context of the diverse 

organizational realities, bearing in mind that indicators must be used in a way that 

relates very specifically to the objectives of the provider or the system in question.  

There are two other dimensions to be taken into account when implementing 

indicators, which are 

a) to approach the use of indicators, both at system and providers’ level, as an 

iterative process in order to improve the national measurement system, including 

statistics; 

b) to promote the active ownership of the indicators with stakeholders. 

 

These two dimensions will be vital to make and support any subsequent improvements 

in the system.  

Finally, it is suggested that at European level a) the set of ten indicators are 

streamlined by organically integrating them into the E&T2010 and ET2020 work 

programmes b) synergies between ENQA-VET and SGBI are further strengthened. 
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ANNEX 1: Glossary of Terms 
 
 
 
 
 
 
 
 

KEY TERM     DEFINITION 

Accreditation of an 
education or training 

programme 
 

 

 

 
 
 

Accreditation of an 
education or training 

provider 
 

 

 

 
 
 
 
 

Adult education 

 

 

 

 

 

 

 

 

 

 

 

A process of quality assurance through which accredited status is granted to a programme of education 

or training, showing it has been approved by the relevant legislative or professional authorities by having 

met predetermined standards. 

 

Source: adapted from Canadian Information Centre for International 

Credentials. 

Related term: accreditation of an education or training provider 

 

 

A process of quality assurance through which accredited status is granted to an education or training 

provider, showing it has been approved by the relevant legislative or professional authorities by having 

met predetermined standards. 

 

Source: adapted from Canadian Information Centre for International 

Credentials. 

Related terms: accreditation of an education or training 

programme, education or training provider 

 

 

 

General or vocational education provided for adults after initial education and training for professional 

and/or personal purposes, and which aims to: 

– provide general education for adults in topics of 

particular interest to them (e. g. in open universities); 

– provide compensatory learning in basic skills which individuals may not have acquired earlier in their 

initial education or training (such as literacy, numeracy) and thus to; 

– give access to qualifications not gained, for various reasons, in the initial education and training 

system; 

– acquire, improve or update knowledge, skills or competences in a specific field: this is continuing 

education and training. 

 

Comment: adult education is close to, but not synonymous with, continuing education and training. 

The following document served as a resource during the preparation of this Glossary: 

Terminology of education and training policy: a selection of 100 terms. CEDEFOP. 

Luxembourg: Office for Official Publications of the European Communities, 2008.  

When that is not the case, the source is individually identified below the respective term. 

To limit the length of this annex, only terms and concepts referred to in the definitions are 

included. 
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Awarding body 

 

 

 

 

 

Source: adapted from European Training Foundation 1997; Cedefop, 2004. 

Related terms: compensatory learning, continuing education and training, lifelong learning 

 

 

Body issuing qualifications (certificates, diplomas or titles) formally recognising the learning outcomes 

(knowledge, skills and/or competences) of an individual, following a assessment and validation 

procedure. 

 

Source: based on Cedefop, 2004. 

 

 

 
Certificate / 

diploma / title 
 
 
 
 

Certification 
of learning 
outcomes 

 
 
 
 
 
 
 

Competence 
 
 
 
 
 
 
 
 
 
 

Continuing education 
and training 

 
 
 
 

 

An official document, issued by an awarding body, which 

records the achievements of an individual following an 

assessment and validation against a predefined standard. 

 

Source: based on Cedefop, 2004. 

 

The process of issuing a certificate, diploma or title formally 

attesting that a set of learning outcomes (knowledge, knowhow, 

skills and/or competences) acquired by an individual 

have been assessed and validated by a competent body 

against a predefined standard. 

Comment: certification may validate the outcome of learning 

acquired in formal, non-formal or informal settings. 

Source: based on Cedefop, 2004. 

 

 

The ability to apply learning outcomes adequately in a defined context (education, work, personal or 

professional development). 

Comment: competence is not limited to cognitive elements (involving the use of theory, concepts or tacit 

knowledge); it also encompasses functional aspects (involving technical skills) as well as interpersonal 

attributes (e.g. social or organisational skills) and 

ethical values. 

Source: Cedefop, 2004, European Commission, 2006a. 

Related terms: know-how, knowledge, skills 

 

 

 

Education or training after initial education and training – or after entry into working life aimed at helping 

individuals to: 

– improve or update their knowledge and/or skills; 

– acquire new skills for a career move or retraining; 

– continue their personal or professional development. 

 



 35

 
 
 
 
 
 

Graduation/Successful 
completion 

 

 
 
 
 
 
 

Dropout 
 
 
 
 
 
 
 
 
 
 

Education or training 
provider 

 
 
 

 
 

Formal learning  
 
 
 
 
 
 

 
Informal learning 

 
 
 

Comment: continuing education and training is part of lifelong learning and may encompass any kind of 

education (general, specialised or vocational, formal or non-formal, etc.). It is crucial for the 

employability of individuals. 

Source: Cedefop, 2004. 

 

 

 

Successful completion should involve the demonstration by student of the expected skills and 

knowledge of someone at the level of education of the programme completed. In all cases, a successful 

outcome should result in certification which is recognised within the educational system and the labour 

market. 

 

Education at a glance 2008: OECD indicators, Paris, 2008 

http://www.oecd.org/dataoecd/10/7/41274044.pdf ( accessed June 3, 2009) 

 

Withdrawal from an education or training programme before its completion. 

 

Comments: 

(a) this term designates both the process (early school leaving) and the persons (early school leavers) 

who fail to complete a course; 

(b) besides early school leavers, dropouts may also include 

learners who have completed education or training but failed 

the examinations. 

Source: based on Ohlsson, 1994. 

 

 

Any organisation or individual providing education or training services. 

Comment: education and training providers may be organisations specifically set up for this purpose, or 

they may be other, such as employers, who provide training as a part of their business activities. 

Training providers also include independent individuals who offer services. 

Source: based on Cedefop, 2004.mber of course hours have been  

 

 

Learning that occurs in an organised and structured environment (e.g. in an education or training 

institution or on the job) and is explicitly designated as learning (in terms of objectives, time or 

resources). Formal learning is intentional from the learner’s point of view. It typically leads to validation 

and certification. 

Source: based on Cedefop, 2004. 

 

 

 

Learning resulting from daily activities related to work, 

family or leisure. It is not organised or structured in terms of 

objectives, time or learning support. Informal learning is in 

most cases unintentional from the learner’s perspective. 
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Initial education and 
training 

 

 

 

 

 

 

 
 
 
 

Learning 

 

 
 
 
 
 
 
 
 

Lifelong learning 
 

 

 

 

 
 

Non-formal 
learning 

 
 
 
 
 

Comments: 

– informal learning outcomes do not usually lead to certification 

but may be validated and certified in the framework of 

recognition of prior learning schemes; 

– informal learning is also referred to as experiential or incidental/ 

random learning. 

Source: based on Cedefop, 2004. 

 

 

General or vocational education and training carried out in the initial education system, usually before 

entering working life. 

Comments: 

(a) some training undertaken after entry into working life may be considered as initial training (e.g. 

retraining); 

(b) initial education and training can be carried out at any level in general or vocational education (full-

time school-based or alternance training) pathways or apprenticeship. 

Source: based on Cedefop, 2004. 

Related terms: compulsory education, continuing education and Training. 

 

 

 

A process by which an individual assimilates information, 

ideas and values and thus acquires knowledge, know-how, 

skills and/or competences. 

Comment: Learning occurs through personal reflection, 

reconstruction and social interaction. Learning may take place in 

formal, non-formal or informal settings. 

Source: Cedefop, 2004; European Commission, 2006a 

 

 

 

All learning activity undertaken throughout 

life, with the aim of improving knowledge, skills and competences, within a personal, civic, social and or 

employment related perspective. 

 

Communication from the Commission “Making a European Area of Lifelong Learning a Reality”, 2001a 

 

 

Learning which is embedded in planned activities not explicitly designated as learning (in terms of 

learning objectives, learning time or learning support). Non-formal learning is intentional from the 

learner’s point of view. 

Comments: 

– non-formal learning outcomes may be validated and lead to 

certification; 

– non-formal learning is sometimes described as semi-structured 
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Programme of education 
or training 

 
 
 
 
 
 
 
 

Qualification 
 
 

 

 

 

 
 
 
 
 
 
 
 

 
 

Recognition 
of learning 
outcomes 

 
 
 
 
 
 
 
 

Sector 
 

 

 

learning. 

Source: based on Cedefop, 2004. 

 

 

An inventory of activities, content and/or methods 

implemented to achieve education or training objectives 

(acquiring knowledge, skills and/or competences), organised 

in a logical sequence over a specified period of time. 

Comment: the term programme of education of training refers to 

the implementation of learning activities whereas curriculum refers 

to the design, organisation and planning of these activities. 

Source: based on Cedefop, 2004. 

 

 

The term qualification covers different aspects: 

(a) formal qualification: the formal outcome (certificate, diploma or title) of an assessment and validation 

process which is obtained when a competent body determines that an individual has achieved learning 

outcomes to given standards and/or possesses the necessary competence to do a job in a specific area 

of work. A qualification confers official recognition of the value of 

learning outcomes in the labour market and in education and training. A qualification can be a legal 

entitlement to practice a trade (OECD); 

(b) job requirements: the knowledge, aptitudes and skills required to perform the specific tasks  attached 

to a particular work position (ILO). 

 

Source: based on Eurydice, 2006; European Training Foundation, 1997; OECD, 2007; ILO, 1998. 

Related terms: certification of learning outcomes, competence, European qualification framework, 

formal learning, informal learning, learning outcomes, non-formal learning, regulated profession, skill 

 

 

 

(a) Formal recognition: the process of granting official status 

to skills and competences either through the: 

– award of qualifications (certificates, diploma or titles); or 

– grant of equivalence, credit units or waivers, validation of 

gained skills and/or competences; 

and/or 

(b) Social recognition: the acknowledgement of the value 

of skills and/or competences by economic and social stakeholders. 

Source: Cedefop, 2004. 

 

 

A group of companies with the same main economic activity (e.g. chemicals). 

Or  

A category of transversal professional activities 

(e.g. marketing) common to a variety of companies. 
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Skill  
 

 

Teacher 
 
 
 

 

 

 

 

 
 

 
Trainer 

 

 

 

 

 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 

Unemployed persons 
 
 
 
 

 

Source: Cedefop; European Commission, 2006a. 

 

 

 

The ability to perform tasks and solve problems. 

Source: Cedefop; European Commission, 2006a. 

 

 

A person whose function is to impart knowledge, know-how or skills to learners in an education or 

training institution. 

 

Comment: a teacher may fulfil several tasks such as organising and carrying out training 

programmes/courses and transmitting knowledge, whether generic or specific, theoretical or practical. A 

teacher in a vocationally-oriented institution may be referred to as a ‘trainer’. 

Source: Cedefop, 2004; AFPA 1992. 

 

 

 

Anyone who fulfils one or more activities linked to the (theoretical or practical) training function, either in 

an institution for education or training, or at the workplace. 

Comment: 

 

 

(a) two categories of trainer can be distinguished: 

– professional trainers are training specialists whose job may coincide with that of the teacher in a 

vocational training establishment; 

– part-time or occasional trainers are professionals in various fields who take on, in their normal duties, 

part-time training activity, either in-company (as mentors and tutors of recruits and apprentices or as 

training providers) or externally (by occasionally offering their services at a training establishment); 

(b) trainers may carry out various tasks: 

– design training activities; 

– organise and implement these activities; 

– provide the actual training, i.e. transfer knowledge, know-how and skills; 

– help apprentices develop their skills by providing advice, instructions and comments throughout the 

apprenticeship. 

Source: Cedefop, 2004; AFPA,, 1992. 

Related terms: learning facilitator, teacher 

 

 

Unemployed persons comprise persons aged 15 to 74 who were: a. without work during the reference 

week, b. currently available for work, i.e. were available for paid employment or self-employment before 

the end of the two weeks following the reference week, c. actively seeking work, i.e. had taken specific 

steps in the four weeks period ending with the reference week to seek paid employment or self-

employment or who found a job to start later, i.e. within a period of, at most, three months. 
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Vocational education 

and training (VET) 
 
 
 
 
 

Vulnerable groups 
 

 

Source: Data collection, Eurostat 

http://epp.eurostat.ec.europa.eu/tgm/table.do?tab=table&init=1&plugin=1&language=en&pcode=tsiem1

10 (accessed  June 3, 2009) 

 

 

Education and training which aims to equip people with knowledge, know-how, skills and/or 

competences required in particular occupations or more broadly on the labour market. 

 

Source: adapted from European Training Foundation, 1997. 

 

 

 

Groups that experience a higher risk of poverty and social exclusion than the general population. Ethnic 

minorities, migrants, disabled people, the homeless, those struggling with 

substance abuse, isolated elderly people and children all often face difficulties that can lead to further 

social exclusion, such as low levels of education and unemployment or underemployment. 

 

Source: Social protection; Social inclusion Glossary 

http://ec.europa.eu/employment_social/spsi/vulnerable_groups_en.htm  

(accessed  June 3,2009) 
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