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1. Introduction 

This final report, for the small scale research report on skills governance is submitted 

to the Directorate-General Employment, Social Affairs and Inclusion under the service 

contract European Employment Policy Observatory (VT/2013/0022). 

In the absence of an internationally agreed definition of skills governance, to ensure 

consistency across the report and solely for the purpose of this report, a proxy 

definition of skills governance is provided. This definition is based on findings from six 

country studies therefore, should this definition be used more widely, further research 

is needed to validate the definition. For the purpose of this study, skills governance is 

defined as a multi-layered concept working across the education and employment 

policy domains as follows:  

Skills governance is seen as a system aimed at planning and controlling – to different 

degrees - the national offer of education and training. It comprise a negotiation 

perspective, which represents the needs of employers’, employees’ and the education 

system goals, covering:  

 Skills needs at the entry point into the labour market;  

 Future skills needs to support the transformation of the labour market and the 

employability of the workforce;  

 The labour market destination of graduates. 

As part of the research the study has explored in how skills governance is 

operationalised. In each country this system (irrespective of its degree of maturity) is 

influenced by: 

 Unique educational and labour market sub-systems, institutions and actors, 

broader political governance frameworks, associated policies and strategies; 

 The definition of skills which encompasses elements linked to occupational 

profiles, qualifications, labour markets specialisations, levels and content of 

education and as well as training; 

 The existence of policy intention to influence or guidance the processes and 

outcomes of skills production, as well as the policy intention to centralise or 

decentralise this guidance process. 

Furthermore, the study explored the existence of labour market intelligence data 

infrastructure and whether and to what extent labour market intelligence is utilised in 

the six Member States to inform the development of skills, as well as ensure 

alignment to labour market needs.  

The aim of this study was to:  

 Identify existing evidence and indicators of skills governance effectiveness in 

Europe; 

 Provide a sound methodological background to construct a model with 

quantitative and qualitative indicators to assess the effectiveness of skills 

governance systems; and, 

 Carry out national information collection in a limited group of Member States to: 

a) collect information on the effectiveness of the skills governance system; b) 

identify national ‘push levers’ for determining the provision of education and 

training  offer in the country; c) and test the feasibility of the model.   

The report is based on six country case studies: Bulgaria, Denmark, Finland, France, 

Italy and Poland. Each of these countries is different in terms of size of economies, 

policy context, educational systems, and labour market characteristics and well as 

historical developments.  

The remainder of the report is structured as follows:  
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 Chapter 2 covers forecasting instruments developed across the six countries and 

mechanisms implemented to steer the provision of education and training in 

higher education and vocational education and training. The chapter also 

discussed the transmission of labour market information and whether this is 

used to inform the policy making process as well as steer the education and 

training offer; 

 Chapter 3 discuss the assessment of skills governance in Member States and the 

measurement of labour market imbalance. A set of possible indicators covering 

input, processes, outputs and outcomes is presented; 

 Chapter 4 presents the issues associated with assessing skills governance. 

Among others, these include country specific differences, national approach to 

decision making systems in steering the education and training offer, 

involvement of key stakeholders, measurement of future skills needs and labour 

market imbalances; and,  

 Chapter 5 draws overall conclusions from this study.  
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2. Skills governance in Member States  

This chapter provides an overview of mechanisms implemented by Member States to 

steer the provision of education and training in higher education (HE) and vocational 

education and training (VET).  

 

2.1.1 Purposes and objectives of skills governance  

Understanding the purpose of a skills governance system (e.g. what a skills 

governance system should ultimately provide) is a key element of the assessment 

process. Any skills governance system includes a threefold negotiation perspective: 

the employers’ needs, employees’ needs and the education system goals. Therefore, a 

well-balanced skills governance system should allow for correct planning of: 

 Skills needs at the entry point into the labour market (e.g. skills for newly 

graduated), thus responding to the immediate needs of employers and the 

labour market;  

 Future skills needs to support the transformation of the labour market 

and the employability of the workforce (e.g. skills needed by employees to 

keep their employability status in the labour market), thus responding to long-

term needs of the labour market and strategic planning of education system;  

 The labour market destination of graduates (e.g. whether the education 

system should respond to needs of national labour markets and/or train for 

‘stock’ at the EU level or even the wider global labour market). In an open 

European labour market it seems appropriate that national education providers 

plan their strategies with a wider perspective than national/local needs. The 

assumption that education systems responds only to national labour market is 

simply unrealistic, therefore the policy making process will need to ensure a 

balance between responding to national needs and the wider European labour 

market.  

2.2 What is skills governance? What actions and mechanisms are in place 

to steer the education and training offer? 

As discussed in the introduction, skills governance can be identified as a mix of 

elements shaped by the country context. These elements include the actors (private 

and public); mechanisms and practices (formal and informal); policies, strategies and 

regulations (which provide the context for skills governance actions). All these 

elements relate to the national education systems, the world of work as well as the 

policy making and political scene. To date, evidence suggests that skills supply actions 

are not always driven by a clear governance framework where all of the elements 

described above are mutually supportive. One example of a clear governance 

framework is Denmark, where top-down decision making processes can be identified, 

the policy intent exists and processes are clearly defined at the central level.  

The figure below provides a representation of the ‘role’ of skills governance as a 

system which can link the world of education to the world of work.  
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Figure 2.1 Skills Governance operating framework and context  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

2.2.2 How is skills intelligence produced? 

This section discusses the forecasting infrastructure and the production of labour 

market intelligence across the countries analysed. A range of labour market 

intelligence systems have been identified across the Member States analysed for this 

study. Each system presents different features with a multiplicity of stakeholders 

which interact differently according to country specific characteristics. The evidence 

gathered shows a high degree of uncertainty in the relationships between policies, 

skills and general economic and social outcomes; therefore this does not allow for 

drawing a clear picture of these systems.  

The link between the production of labour market intelligence and the extent to which 

this informs, or should inform the education and training provision remains an open 

question. From the evidence collected in this study a fragmented picture emerges. For 

example in Denmark clear policy intent exists, and procedures are in place, to ensure 

that the production of labour market intelligence informs education and training 

provision. While in other countries there is no consistent information to indicate 

whether the labour market intelligence is used by policy makers to shape the provision 

of education and training.  

In Bulgaria the labour market intelligence system is at its development stage. A 

major input to the development of a coherent national strategy and forecast tools was 

given by the ESF 2009-2013 funds, which founded the National Network for 

Competence Assessment (NNCA). Likewise the National Strategy for the Development 

of HE 2014-2020 which envisages the creation of an inter-institutional structure to 

support forecasts specifically for HE. The NNCA has well-developed organisational 

infrastructure (the National Reference Network) with the objectives of producing 

forecasts, establishing a competence assessment network and system, as well as 

improving the coordination and exchange between government institutions and 

employers at all levels. The Ministry of Labour and Social Policy is developing a 

forecasting system with the aim of producing labour market information to inform the 
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design of sectoral policies, define the admission criteria for HE and VET. Additionally 

the Employment Agency is developing forecasts and analysis of the basis of 

information produced by local agencies. The underpinning features supporting the 

development of the Bulgaria skills governance approach include comprehensive 

organisational infrastructure, active involvement of key stakeholders (policy makers, 

educational organisations and social partners), cooperation and dialogue between 

stakeholders, active involvement of enterprises, as well as formal mechanisms for 

transparency and the use of information.  

These features can be found in the Danish system which presents the most coherent 

system in terms of strategies and infrastructure. In Denmark a clear policy 

framework exists where goals, objectives and working methods are defined for the 

education system, the forecasting infrastructure, the labour market and all 

stakeholders involved. This is coupled with a well-developed tradition of social 

dialogue where actors are accustomed to cooperating on skills development issues and 

well-functioning mechanisms (e.g. cooperation mechanisms between educational 

providers and social partners). These systems have developed during the years into a 

mature environment where clear and transparent cooperation mechanisms between 

educational institutions and labour market actors have been developed. Additionally, 

the final intended users are trained and accustomed to routinely use the data 

generated by the system. In Denmark forecasting instruments have been 

implemented by national policy makers with the clear objective of producing data that 

would feed the policy making process. Therefore, Denmark has a long-term tradition 

of forecasting capabilities with tools based on sectoral forecasting and a decentralised 

skills governance system. At national level, the Ministry of Education produces 

statistics on education, the labour market and labour supply, including forecasts on 

educational behaviour of each cohort which are used to set policy targets. The Ministry 

of Finance produces quantitative forecasts specifically on labour demand and supply in 

the public sector. Trade unions produce long-term forecasts on labour supply and 

labour market imbalances using data provided by Statistics Denmark, the Ministry of 

Education and Ministry of Employment. At regional level the Regional Growth Fora 

assess future education and skills needs in each region, these committees bring 

together regional authorities, business communities, labour market actors and 

education organisations.  

In Finland a variety of forecasting instruments exists at national, regional and sub-

regional level. At central level forecasts are produced by the Parliament, Ministries, 

Government research institutes, employers’ confederations, various research institutes 

and other organisations. At regional level forecasts are produced by Economic 

Development Centres, Employment and Economic development offices. Additionally, 

other regional and sub-regional actors produce labour market intelligence. In 

particular the VATTAGE model, an applied general equilibrium model (AGE) is 

managed by the Government Institute of Economic Research (VATT). In 2009 the 

forecasting infrastructure has been reorganised, the national forecast of labour force 

needs, the VATTAGE/MITENNA system which was previously under the responsibility 

of the Ministry of Labour, is now under the joint consortium “PATKET”, consisting of 

four ministries: Ministry of Education and Culture, Ministry of Finance, Ministry of 

Employment and the Economy and Ministry of Social and Health Affairs. The 

consortium is chaired by the Ministry of Employment and the Economy. Overall, the 

main forecasting instruments are interconnected. However, the most integrated and 

coherent system is the VATTAGE/MITENNA system. Additionally, several ESF funded 

anticipation projects have been carried out.  

In France different actors implement instruments and mechanisms to respond to 

niche needs (sectoral observatories) and / or specific local needs (regional 

observatories). This growth is increasingly channelled and organised by clear policy 

strategies and strong national governance. In France, at the national level, studies on 

occupations and skills needs are regularly produced by Government bodies (the 

National Union for Employment in Industry and Commerce, the Centre for Strategic 

Analysis) and national research centres. National measures provide incentives to 
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employers’ organisations and trade unions, to assess sectoral and territorial skills 

needs and define measures to meet the local needs. At the local level a wide network 

of regional and sectoral observatories produce and disseminate data on employment 

and training needs. In each region the Central Government and regional councils co-

finance the Regional Employment and Training Observatories, while at sectoral level a 

national law encouraged social partners to establish Forwards Observatories of 

Occupations and Qualifications. As well, policy instruments (both legal obligations and 

incentives) are used to generate forecasts. Social partners and enterprises (with more 

than 300 employees) are legally obliged to assess the impact of external and internal 

changes on companies’ future skills needs.  

In Italy the decentralisation of responsibilities and governance system led to the 

development of a variety of useful tools and initiatives, which however operates in a 

context without clear policy strategies, well-defined national objectives and 

operational mechanisms.  A variety of forecasting tools have been developed by 

different actors. The Union of the Chambers of Commerce runs an annual survey of 

business needs using a sample of nationally representative companies (the survey is 

also co-financed by the Ministry of Labour and ESF funds). The recently established 

Information System of Professions (promoted by the Ministry of Labour and 

implemented by the Institute for the Development of Vocational Training of Workers 

(ISFOL)) produced the first national survey of occupational profiles and the first audit 

of skills needs. This project aims to provide a national platform to create a network 

comprising all forecasting and data production tools developed in Italy at the national 

and regional level to facilitate the dissemination and use of information. Almalaurea (a 

consortium of Universities) produces annual studies on employment outcomes of 

young graduates at short and medium term; it also provides a service of matching for 

employers associated to the consortium. ISTAT (the Italian National Institute of 

Statistics) produces transition-to-work statistics using an annual survey of young 

graduates of upper secondary school, university and PhD graduates. Other forecasting 

tools and observatories exist at regional level under the responsibility of local actors 

and / or regional governments.  

In Poland several national and regional projects are implemented with the aim of 

producing forecasts for labour market and skills needs. In 2010 the ESF funded Study 

of Human Capital in Poland (Bilans Kapitału Ludzkiego, BKL) was launched. This is a 

labour market monitoring project implemented by the Polish Agency for Enterprise 

Development (Polska Agencja Rozwoju Przedsiębiorczości, PARP) in collaboration with 

the Jagiellonian University, with the aims of narrowing the skills gaps at national and 

regional levels; to support the adjustment of workforce skills to employers’ needs; 

and, support the development of national human capital. The BKL project attempts to 

create an integrated forecasting system with data on the demand and supply of labour 

as well as the education and training systems. In 2011, a process that leads towards a 

more integrated system was initiated with the ESF funded project Task 2: Elaboration 

of integrated prognostic and information system. Additionally, regional labour market 

observatories produce regional data on labour market imbalances and labour demand. 

Finally, regional authorities have recently funded projects similar to the BKL to 

produce localised information and support stakeholders at the local level.   

2.2.3 How is information transmitted? 

The skills governance frameworks comprise actors and mechanisms that generate 

labour market intelligence, transfer and utilise the resulting data and information 

according to country specific settings.   

Overall, the transmission of information generated by the forecasting instruments 

largely depends on national settings and policy strategies. However, the case 

studies showed that the policy environment, the strength of relationships 

between actors as well as formal mechanisms for the transmission and use of 

information were key factors to ensure that the information is used to steer the 

educational offer.  
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In Bulgaria the policy makers, social partners, educational and training institutions 

are actively involved in the organizational infrastructure of the NNCA as part of the 

governing body, as well as bodies in charge of methodological and organizational 

aspects. The web-portal MyCompetence contains self-assessment and competences 

development tools as well as online courses and resources for employers and job 

seekers.  

Denmark has a long tradition of policy accountability and transparency therefore data 

and information is readily available for the wider public and labour market actors are 

accustomed to such material. Data and information are normally available online with 

tools to inform the wider public on career opportunities, the availability of courses and 

content. Trade Unions through their national think tank hold seminars and 

presentations about the labour market developments in educational institutions at all 

levels.  

In Finland the National and sector-specific Education and Training Committees act as 

a link to transmit the information produced by the VATTAGE model to design 

educational provision. The regional agency Centre for Employment, Transport and 

Environment is responsible for analysing, interpreting and transmitting the labour 

market intelligence in order to support the development of local policy strategies and 

further elaborate regional estimates.  

In France institutionalised transmission mechanisms are in place to ensure 

cooperation between policy makers, training and education providers and social 

partners. For example sectoral observatories have close ties with social partners’ 

bodies responsible for designing and delivering sector specific vocational qualification 

certificates. However, despite the existence of transmission mechanisms at national, 

sectoral and regional level, bottlenecks in the dissemination of information have been 

identified. Specifically, while well-developed institutionalised mechanisms exist in the 

VET system, this is not the case for the HE.  

In Italy the patchy development of instruments and the lack of formal national 

guidance does not allow for a clear understanding of transmission mechanisms. The 

need for a national platform (i.e. the Integrated Information System of Professions) to 

coordinate national instruments and regional initiatives shows that major issues exist 

in Italy both in terms of transmission and use of information. Analysis, reports and 

microdata produced by the Integrated Information System of Professions are 

published in the website. However, no formal transmission mechanisms to 

stakeholders and specific training for users are envisaged. On an annual basis the 

Almalaurea consortium sends microdata, analysis and reports to its associated 

universities.  

In Poland the BKL includes a clear dissemination strategy, with structured steps and 

mechanisms for disseminating information (with a budget allocation specifically for 

this strand of the project). Dissemination initiatives includes annual reports published 

on the BKL website, cycles of national conferences, regional seminars targeting 

regional labour market actors, employers’ representatives and HR managers, training 

and education providers (including HE providers) as well as policy makers and local 

administrations. Finally, it is envisaged that BKL experts will participate in an advisory 

role on employment committees (e.g. the Committee of Scientific Policy).  

2.3 Is there evidence that the information is used? Does skills governance 

steer the education and training offer? 

To ensure that the information produced informs the policy making process 

and steers the educational offer clear institutional mechanisms need to be in 

place and cooperation between stakeholders is paramount.  

In Bulgaria the national admission plan for VET and HE shows that educational 

institutions have used the information produce to align their provision to labour 

market needs. The approval criteria applied by the central government for the 

admission plan took into account the information produced by the NNCA thus 

approving and increasing courses in areas where shortages had been identified (i.e. 
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engineering and health care). In 2013 the Council of Ministries adopted a formal 

strategy to ensure that forecasts are used in the policy making process: ‘Mechanisms 

for including the results of forecasts of supply and demand of labour in developing and 

implementing government policies’.  

Back in the 1970s in Denmark the Ministry of Education developed refined tools to 

generate quantitative forecasts on employment / labour demand by level of education 

and sectors and outflows from the education system. The comparison of this matched 

analysis provides estimates of resource imbalances in the labour market to be used by 

policy makers. Forecasts are now routinely used to plan education and training 

budgets. The Central Analysis and Forecasting unit at the Ministry of Education was 

established specifically to ensure a timely detection of skills needs and changes in 

labour markets. VET programmes are designed and updated on the basis of close 

cooperation between the Ministry of Education, National Trade Committees and 

Advisory Councils.  

In Finland regional governments are compelled to take into account national and 

regional forecasts in planning their future strategies and activities. A formalised 

institutional process also ensures that national and local forecasts are used by policy 

makers to set educational targets and by providers to define their offer. The long 

tradition of consensual policy making, and high usage of collective agreement and 

acceptance of forecasts results have been identified as key elements to ensure that 

forecasts are widely used.   

In France, the Forward Observatories of Occupations and Qualifications (Obervatoires 

Prospectifs des Metiers et des Qualifications OPMQs) works closely with two social 

partners bodies (the Branch Training Insurance Funds and the National Joint 

Committee for Employment and Training) to design company training and sector-

specific vocational qualification certificates. Labour market information is used for 

skills development strategies of companies through the GPEC ‘Prospective 

Management of Jobs and Skills’ (see section 2.4 for more details). Despite the 

institutional mechanisms in place, bottlenecks have been identified in the transmission 

of information and its integration into the policy making process. These have been 

linked to a number of coexisting factors including the diversity of tools, actors and 

levels; the absence of a mechanism to provide a comprehensive overview; and, the 

lack of binding mechanisms linked to outputs of national institutions and the regional 

and sectoral observatories.  

In Italy, there is evidence that graduates from the universities which are part of the 

Almalaurea consortium are more likely to enter stable employment than those from 

universities outside the consortium. Therefore, it is likely that these universities use 

the information received to shape their educational offer, however this would need to 

be confirmed by further analysis. Overall, the study did not identified formal 

mechanisms to ensure that the policy making process at national level takes into 

account the information produced by forecasts. However, at the regional level 

mechanisms to use the information produced and inform the policy making process 

could exist, but have not been identified thus far.  

In Poland, results from the BKL project have been used to support changes of recent 

legislation (e.g. the Act on the employment and labour market, the HE Act). Regional 

Operational Programmes have taken into account result of the BKL in the strategic 

allocation of funds to training activities in areas where skills needs had been found 

(i.e. team work, project work and general competences). The BKL is also informing 

the so called ‘ordered speciality’ i.e. courses entirely subsidised by the Ministry of 

Science and Higher Education in subject areas were shortages have been identified.  

The use of the BKL results to steer the HE offer is patchy, some universities and / or 

individual departments use research and analyses to shape their offer (e.g. courses in 

applied linguistics have been introduced on the basis of identified gaps in the labour 

market).  
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2.4 Does the transmission and use of labour market information steer the 

education and training offer? 

Two specific findings are key concerning the extent to which the transmission and use 

of information steers the education and training offer:  

 It is inappropriate to look into whether and how the labour market 

information produced in a country feeds into the steering of the 

education supply without an understanding of the national educational 

context.  

 It is difficult to assess the mechanisms that have been developed in 

each country to ensure that education and training provision responds 

to labour market needs.  

The nature of the education and training offer is complex in the countries analysed. It 

is governed by multi-layered country specific dimensions, such as governance 

systems, policy drivers, historical developments, cultural inclinations, national and 

local economies, labour markets structures etc.  

In Denmark, VET provision is designed in cooperation with the Ministry of Education, 

National Trade Committees (where social partners are equally represented and fund 

the committee) and advisory councils on VET/adult education/continuing training. At 

regional level VET providers cooperate with social partners to adjust the provision 

according to local needs. In the definition of the HE provision, Advisory Boards have a 

key role and have been a legal requirement since 2007.  

In Finland, information produced by national long-term forecasts is used to set 

targets in relation to educational planning at national and regional level. The MITENNA 

system (run by the Ministry of Education) translates the forecasts produced by 

VATTAGE into forecasts for national educational provision. These forecasts are then 

discussed by national, regional and local councils. At the end of this process, 

educational estimations are then translated into proposals for future educational 

targets. Educational targets are discussed and defined by a working group which 

comprises the Ministry of Education and Culture (MEC), the National Board of 

Education (FNBE), education research, provincial government, Regional Councils, the 

Finnish Association of Local Government and Ministry of Employment and Economy 

(MEE); as well as, the main trade unions. The Ministry of Education sets general 

national targets and VET providers are compelled to adapt their training provision 

according to the local labour market needs, but within the national targets framework 

established by the Ministry. HE education providers have a greater level of autonomy 

in deciding their outputs and targets are specified in 3-year performance agreements 

between universities and the Ministry of Education.  

In France, a number of consultative bodies ensure that the complex system of VET 

qualification is aligned to the labour market needs. VET qualifications are produced by 

ministries on the basis on opinion of consultative bodies: the Commissions 

professionnelles consultatives (CPC), the Comité interprofessionnel consultatif (CIC) 

and the Counseil superieur de l’education (CSE). HE in France is not framed within a 

general standard model of qualifications.  

In Italy the VET system is under the responsibility of regional governments with a 

very broad framework at national level, therefore each region has developed its own 

VET system and mechanisms independently and in accordance to regional strategies 

and needs. HE is under the responsibility of the national government; however 

universities design their educational offer with a great degree of freedom.  

In Poland, courses and subjects in the government-regulated VET provision are 

activated on the basis of proposals made by employers organisations represented at 

ministerial level. However, the assessment procedures to ensure relevance of these 

proposals with labour market needs are unclear. Universities have a high degree of 

freedom in designing their offer, and there is evidence that the implementation of the 

National Qualification Framework (NQF) is providing a valuable framework to 
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harmonise the educational offer across the country according to clear learning 

outcomes.  

2.5 Which mechanisms ensure alignment between VET/HE provision and the 

labour market and readjust national imbalances? 

National studies show different emphases on ensuring that education and 

training provision responds to labour market needs. The reasons behind these 

differences identified by national stakeholders include considerations on the country-

specific developments of national economies, the strategic vision of policy makers as 

well as the ability of national stakeholders to cooperate.   

 Policy strategies and instruments; guidance and legal obligations on 

objectives and working methods of the education system, the labour 

market and the forecasting instruments is paramount to ensure 

coherence and effectiveness. Strategies and measures often have multiple 

objectives which intend to simultaneously impact on different areas including 

forecasts instruments, use of information and steering of the education and 

training offer. It is therefore difficult to disentangle and classify national policies. 

Across the countries analysed different strategies and measures have been found 

to ensure that the forecast infrastructure influence the educational offer. The 

Bulgarian government in 2013 launched a strategy to ensure formal use of 

forecast instruments in the policy making process ‘Mechanisms for including the 

results of forecasts of supply and demand of labour in developing and 

implementing government policies’. In Denmark an analysis unit was 

established under the Ministry of Education to specifically support the VET offer 

with forecasts focussed on VET and specific employment targets have been set 

for VET providers. Similarly the Ministry. In 2012 the Ministry of Higher 

Education and Science launched a policy strategy ‘Statement about the larger 

context in higher education’ to emphasise the development of skills deemed 

relevant for the labour market and enhance coherence in HE. In Finland the 

strong commitment from policy makers and employers to invest in innovation 

and R&D has also shaped the Finnish forecasting scenario. In the last decades 

forecasts instruments have focused on themes such as education and training 

needs; changes in qualifications and labour force competences; labour demand; 

changes occurring in economic sectors and implications for jobs profiles; 

globalisation and innovation; and, demographic changes. For example, one of 

the first objectives of the VATTAGE forecast model was to support the analysis 

and response to the gap between labour demand and supply in the health sector, 

due to the ageing population and obsolescence of workers’ competences. In 

France the GPEC (‘Prospective Management of Jobs and Skills’) is a legal 

obligation for companies with more than 300 employees. These are required to 

anticipate the impact of internal and external changes on their skills needs. 

 A variety of policy measures and actions have been implemented to re-

adjust national imbalances. These include a range of measures including 

financial and fiscal incentives to activate and/or increase courses in occupations 

where shortages have been identified (Bulgaria and Poland) as well as 

subsidising internships and work experience in companies to encourage students 

to acquire practical skills and create links between educational providers and 

employers (Bulgaria, Denmark, Poland). In France tax incentives have been 

used since 2007 to foster entrepreneurial investments in universities and the 

establishment of such foundations.  

 Governments are increasingly involving key stakeholders in the process of 

generating forecasts, ensuring that the information is transmitted and used, as 

well as mechanisms to design and steer the educational offer. In Bulgaria the 

governance body of the NNCA comprises representatives of social partners, 

ministries of Education and Labour, the National Agency for Vocational Education 

and Training, universities and professional organisations as well as PES. In 

Denmark at national level the national trade committees, advisory councils on 
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VET and on adult education and continuing training are responsible for ensuring 

that VET provision are in line with the labour market needs. In France in 2007 

was introduced a legal requirement for universities to include two 

representatives of local stakeholders in the governing body of each university. In 

Poland the Board of the BKL include representatives of national and regional 

government, social partners, HR representatives, universities, VET 

representatives and research institutions.   

 Advisory bodies and consultations are becoming key mechanisms to 

align the educational offer to labour market needs. In Denmark advisory 

boards in the HE have been legal requirement since 2007 and proving that 

Advisory Boards have been involved in the development of the educational 

programmes is one of the accreditation criteria. In France a number of bodies 

with consultative roles are involved in the design of VET offer. These include 

professional consultative committees (CPC), the Consultative Interprofessional 

Committee (CIC) and the Higher Council for Education (CSE). In Poland the 

project "Modernization of vocational training in Malopolska", involved boards of 

33 vocational training providers with the aim of supporting the development of 

programs through industry-focused consulting teams.   

 Ensuring relevance of the educational offer to the labour market needs 

is essential to guarantee alignment. In Denmark the shift from an emphasis 

on input (i.e. the framework regulations) to outputs, has placed the concept of 

relevance at the centre of the educational system. Advisory councils highlight 

tendencies with relevance to VET and put forward recommendation for 

programmes on this basis. The labour market relevance of VET is consistently 

monitored with reference to the effectiveness of VET programmes which takes 

into account employment rates, quality of graduates when they enter the labour 

market as well as the quality of employment. In case of relevance is not 

achieved specific development committees are envisaged by the Ministry of 

Education to support the work of advisory councils. In HE relevance is one of the 

five criteria used to assess education providers and grant accreditation. The 

assessment of the relevance includes the following elements: vocational 

orientation; analysis of similar educational programmes and employment 

situation; involvement of the Advisory Board and other stakeholders in the 

development of the programmes. In 2014 the report published by the 

Accreditation institution focused primarily on relevance. Since 2007 universities 

in France are required to include labour market relevance as part of the 

qualification descriptors to formulate their qualifications. In Poland employment 

councils approve the occupations included in the VET offer and are responsible 

for ensuring relevance of the offer to the local labour market needs.   

 The accreditation of providers is a mainstream element of the 

educational systems. However, notable differences exist across countries 

analysed and accreditation is not a key mechanism to ensure alignment in all 

cases. In Bulgaria the National Agency for Assessment and Accreditation is part 

of the national system to steer the educational offer; however, the whole system 

is still in its developmental stage. Since 2007, in Denmark the Danish 

Accreditation Institute has accredited both educational institutions and individual 

educational programmes in HE. The accreditation of programmes includes the 

assessment of processes and results. Thus the institutes are required to 

demonstrate that the design of the programme was based on a sound analysis 

of: the labour market needs, whether an additional programme was really 

needed, analysis of similar programmes to avoid overlaps and demonstrate 

employment rates, and finally demonstrate the involvement of the Advisory 

Board in the development of the programme. In France the lack of a standard 

model for HE means that the accreditation system is vital to assess the content 

of the offer. Three national bodies are responsible for accrediting and assessing 

HE programmes, depending on the education sector: the AERES (higher 

education and research assessment agency) for training programmes; the CTI 
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(engineering qualification committee) for engineering courses and qualifications 

(the final decision to approve a qualification is taken by the CTI); the 

Management training and qualification assessment committee for business 

management schools. In Italy the accreditation system for HE providers has 

been recently implemented. VET providers are accredited by regional 

governments on the basis of different regional frameworks which, however, had 

been developed according to national guidelines. The new accreditation system 

together with the national qualification criteria has contributed to change the 

composition of training providers and new organisations from difference sectors, 

employers’ organisations and bilateral bodies have become training providers. In 

Poland the Polish Accreditation Committee (PKA) is responsible for evaluating 

educational providers in HE. The assessment criteria include the assessment of 

the level of cooperation between universities and social partners. Employers are 

also members of the PKA.  

 Skills validation and recognition as well as coherence between NQF and 

National Occupational Standards (NOS) are critical for the functioning of the 

labour market and smooth exchange of information between the educational 

system and the world of work. The recognition and validation of qualifications is 

important in countries in countries with large regional variations in terms of 

policy frameworks and internal labour markets. A number of areas need to be 

disentangled when discussion the topic of skills recognition, coherence between 

qualifications and occupational frameworks and how this links to the functioning 

of the labour market. These include:  

1. whether the NOS is coherent and relevant to the labour market needs (i.e. 

occupations in the NOS are those required in the labour market);  

2. whether the NQF and standards are coherent with the labour market needs 

(i.e. whether skills and qualifications are those required by employers);  

3. whether the educational system works according to the NQF;  

4. whether the NQF and qualification standards is coherent with the NOS (i.e. 

whether the skills learned and qualifications obtained by the education 

system match the competences identified for occupations in the NOS).  

While important, the scope of this study does not allow for an assessment of all these 

interlinked areas; however, some interesting examples to improve coherence have 

been identified. In Denmark only recently educational institutions have increasingly 

started to use the NQF to develop goals and curricula. The accreditation system has 

recently introduced the relation to the NQF as part of the accreditation process for 

providers. Additionally, social partners have been systematically engaged in the 

development of the NQF. In Italy the definition of a national occupational framework 

for VET has improved the validation and recognition process of VET qualifications at 

national level and enhanced the quality of the provision.  

 Vocational and career guidance can improve the matching of skill supply 

and demand by reducing distortions linked to the asymmetry of 

information and increasing transparency within the system (e.g. by providing 

accurate information about occupations and educational providers, targeting 

occupations that are in demand etc.). The quality of guidance services varied 

widely across the countries analysed. In Denmark and Finland career guidance 

services are a key element of educational and labour market policies to ensure 

that students and unemployed people can have adequate information to make 

informed decisions. In France in 2008 the national government launched ‘Active 

Guidance’ establishing a career information and guidance service in all 

universities to provide specialised counselling to future students.  

 The role of PES is becoming increasingly important in ensuring 

alignment between the educational system and the labour market. In 

Bulgaria the Employment Agency is developing forecasting capacity to analyse 

local labour markets.  In Denmark PES make regular use of information on 
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labour market intelligence to support the services for jobseekers. Evidence from 

Denmark shows that an active role of PES can significantly (plus 20%) increase 

the outflow of people into employment1. In France the 300 job centres has 

responsibilities for anticipating local labour market needs. In Poland PES have 

been actively involved in the BKL study as key stakeholders in the analysis of 

labour supply.  

 Across Europe ESF monies have been used to build forecast 

infrastructures, enhance the tools already existing in countries and 

support the coherent development of strategies and tools to ensure 

alignment between the educational offer and labour market. In Bulgaria the 

NNCA was entirely funded through the ESF between 2009 and 2013. In 

Denmark the ESF funded project ‘Kvalinord’ (2006-2007) focused on assessing 

future imbalances in the region of Jutland. In Finland ESF funds have been 

widely used to support the development of the forecasts infrastructure. However, 

the use of ESF funds has led to a plethora of forecasting instruments always 

work implemented within a coherent framework with the risk of producing a 

surplus of overlapping information. In France during the 2007-2013 

programming period ESF played a significant role in supporting the development 

of forecasts infrastructure, including building PES capacity and implementing 

GPEC ‘Prospective Management of Jobs and Skills’ (see section 2.4 for more 

details) in SMEs. In Italy the Integrated Information System of Professions was 

co-funded by ESF while in Poland the BKL was entirely funded by ESF. In new 

Member States ESF funds often cover the entire cost of the projects (e.g. Poland 

and Bulgaria) while in other countries projects are co-funded by national and / or 

regional resources (e.g. Italy). In this respect it is worth mentioning that the 

level of national resources (either finances and / or human resources) invested 

may indicate, to some extent, different levels of Government commitment to the 

development of the national skills governance system. For example, Denmark 

has always invested significant resources in the development of its national 

infrastructure, while regional governments in Poland are launching projects 

similar to the BKL funded by national resources. It is worth highlighting that ESF 

funds needs to be integrated within a clear national strategy to ovoid the 

multiplication of overlapping projects as well as ensuring coherence.  

 

 

                                                      
1 ILO (2011) Comparative analysis of methods of identification of skill needs on the labour in transition to 
the low carbon economy 
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3. How to assess skills governance frameworks around 
Europe? Which indicators to measure skills governance? 

Which outcome indicators to measure imbalances in the 
labour market? 

There is no clear cut answer to how labour market imbalances are measured 

at country level and the causal effect between labour market imbalances and 

the functioning of skills governance systems. 

Imbalances in the labour market are driven by multiple factors which relate to the 

education system, the functioning of the labour market as well as policy strategies and 

political settings. All these areas have country-specific dimensions which make it 

difficult to identify clear drivers for skills imbalances. The assessment of a skills 

governance system would require indicators which provide a balanced overview of 

these multidimensional and complex systems. Simply looking at labour market 

imbalances without considering the wider national context would provide an inaccurate 

picture likely to lead erroneous conclusions.  

The causal link between the skills governance ‘system’ (i.e. the elements described in 

section 2.2) and any shift in educational and training provision, as well as any change 

in labour market imbalances needs to be assessed. To which extent can any outcome 

be attributed to the inputs and processes under assessment? What is the 

counterfactual and would the change have happened anyway? Additionally, any 

assessment of evaluating the skills governance system would necessarily need to take 

into account the costs of collecting indicators across different domains in all Member 

States. 

The country studies clearly showed the complexity of assessing skills governance. 

When evaluating the efficiency and effectiveness of the component elements 

of skills governance it is important to simultaneously consider the inputs to 

the system (in terms of policy intent and investment), the processes involved 

in skills governance, the expected outputs as well as the desired final 

outcomes. First and foremost the methodology for a European study would need to 

take into careful consideration country specific dimensions:  

 Member States have developed different skills governance systems and each 

national context present a variety of tools and mechanisms; 

 Over the years each Member State has developed tools and mechanisms within a 

country-specific context working across multifaceted education systems and 

labour markets with unique characteristics; 

 In all countries analysed VET and HE are separate systems which operate within 

discrete policy frameworks and strategies, different stakeholders, and distinct 

objectives (e.g. VET aims at providing very specialised qualifications while HE 

provides a broader education); and, 

 Across Members States there are differences in terms of the ‘degree of maturity’ 

of the national policy context which impacts on the functioning of skills 

governance systems.  

 In this assignment an evolutionary process was implemented to develop a 

set of indicators and an outline matrix able to capture country specific 

factors as well as differences across countries.  

The evolutionary process applied to this study involved a number of steps: 

 1st step - it was necessary to scope the policies, governance systems, 

mechanisms to steer the VET/HE and country forecasting instruments in order to 

know and understand their context, the rationale as well as the extent to 

which the production of labour market intelligence is used to inform the policy 

making process 
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 2nd step - once the context and rationale were defined it was important to 

develop indicators which cover input, processes, outputs and outcomes. This 

step is crucial since it is easy to be lost within the complexity of the systems and 

contexts. 

 3rd step – once a set of indicators were defined a matrix was developed to 

analyse and assess skills governance systems across countries with inputs, 

processes, outputs and impact on outcomes.  

 4th step – the final stage involves an informed analysis of the matrix 

acknowledging the gaps and taking into account the context and the rationale for 

each country. 

On reflection, a set of indicators that fails to understand the specific (national) context 

would not provide a fair assessment of the systems established.   

Table 3.1 shows the possible indicators linked to a logic model approach (inputs, 

processes, outputs and outcomes) to assessing skills governance, subject to national 

specificities. This intends to provide a flexible framework that can be further 

developed and adapted to adequately capture national settings 

0 presents a matrix of possible indicators to support the assessment of skills 

governance across Europe.  
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Table 3.1 Possible areas of indicators linked to the logic model approach to assess skills governance 

Input Processes Outputs  Outcomes  

 Policy instruments  

- Existence of national/regional 

policies / strategies targeted to 

adapt education supply to 

demand  

- Existence of 

programmes/projects/strategies 

targeted to increase/reduce the 

supply of specific 

subjects/courses 

 Clear policy intent  

- Clear policy targets and 

objectives of forecasting 

instruments  

- existence of strategies to 

transmit and disseminate 

information  

 Resources invested (HR and 

financial resources invested in the 

system) 

 Forecasting capabilities  

- Existence and coverage of 

forecasting tools 

- Information produced 

 

 Stakeholders/institutions 

involved in 

designing/steering education 

and training  

 Mechanisms  to design/steer 

education and training  

 Transmission of information  

- Instruments to transmit 

information (mediated / 

unmediated) 

- Timely transmission 

 Use of information  

– Main users of skills 

forecasts (e.g. 

policymakers, labour 

market actors, 

educational institutions, 

etc…) 

– Use of forecasts in policy 

making process 

 Training and capacity 

building of stakeholders and 

final users  

 Changes in processes 

and outputs 

 Change/update of 

policies related to the 

use of information  

 Level and quality of 

cooperation between 

stakeholders 

 Change in the 

education and training 

offer (VET and /or HE)   

 

 

 Change in skills and educational 

mismatch, ideally:  

– Reduction of over/under-qualification 

– Better alignment between  

qualifications and field of occupation 

 Trends in the number of people who work 

within or outside their field of occupation 

 More effective and efficient routes into the 

labour market  

– time to enter first job 

 More active labour markets 

– Reduction of time between jobs 

– More workforce participating in training  

 Better alignment between education and 

labour market  

– Reduction of unemployment by level of 

education and subjects  

– Reduction of unfilled vacancies  

– Reduction of average duration of 

vacancies  
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Table 3.2  Possible matrix indicators to assess skills governance across Europe 

Indicators  Measurement scale  

Input indicators   

 Policy instruments 

– Existence of national/regional policies/strategies to build stakeholders involvement in 

designing/updating/steering the VET/HE offer [Y/N] 

– Existence of national regional policies/strategies to ensure relevance of VET/HE provision [Y/N] 

– Existence of national/regional policies/strategies to transmit and support the use of information 

[Y/N] 

– Existence of national/regional policies/strategies to foster cooperation/reinforce links between 

VET/HE providers and local stakeholders [Y/N] 

– Existence of programmes/projects/strategies targeted to increase/reduce the supply/demand of 

specific subjects/courses [Y/N] 

Simple yes / no answers, backed up 

with qualitative insight on the policy 

instruments, to provide analysis on 

the robustness of stakeholder 

involvement / cooperation, 

relevance, appropriate (context 

specific) transmission polices and 

strategies that reinforce 

cooperation between providers and 

stakeholders that result in 

programmes, projects and 

strategies which in turn influence 

the supply and demand of specific 

subjects and courses.  

 

 Clear policy intent for forecasting and / or other anticipation tools (systematically cover each in turn) 

- Existence of clear objectives of forecasting and / or other anticipation tools [Y/N]  

- Existence of communication channels to transmit and disseminate the information [Y/N] 

- Existence of national/regional policies/strategies to support/enforce the use of information by VET/HE 

providers [Y/N] 

- Existence of legislation to support/enforce the use of information produced [Y/N] 

 Forecasting and other anticipation capabilities  

- Existence of well-developed forecasting and / or other anticipation tools [Y/N] 

- Actors involved in the production of forecasting [national policy makers/regional policy makers/VET 

Simple yes / no answers, backed up 

with a description of the policy 

intent for forecasting / other 

anticipation tools. Analytical insight 

on forecasting / other anticipation 

capabilities.   
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Indicators  Measurement scale  

providers/HE providers/ social partners/ PES/ other labour market actors) 

- Coverage of forecasting tools [National/regional/sectoral] 

- Content of information produced  

- Labour supply [Y/N] 

- Labour demand by sector and occupation [Y/N] 

- Labour market imbalances [Y/N] 

- Statistics on labour market entrance for young graduates [Y/N] 

- Demand by skill (or qualification as a proxy) level 

- Graduates by field of  education (e.g. proportion/number of graduates) [Y/N] 

- Employers skills, qualification and certification requirements [Y/N] 

- Time frame of forecasts/ other anticipation tool [‘snapshot’, short, medium, long term] 

 Frequency of forecasting production [yearly/every three years/one-off] 

 Resources invested (Financial and human resources invested in the system) 

- Level of public finance / co-finance of national / regional institutions to develop/update forecasting 

instruments and other skills anticipation tools [National/EU funds in €] 

- Level of national/regional funds/co-funds to support the development/update of forecasting and other 

anticipation tools [National/EU funds in €] 

- Level of national/regional funds/co-funds to VET/HE [National funds in €] 

 Annual average human resources allocated developing, updating and preparing results from forecasting 

and other anticipation tools  

Financial and human resources as 

specified.  

 

Process indicators  

 Instruments/mechanisms to build stakeholders involvement in designing/updating/steering the Mix of simple yes / no responses 



Skills Governance in Europe 

19 

 

Indicators  Measurement scale  

VET/HE offer  

- Consultation with social partners to design/up-date curricula [Y/N; Recommended/Compulsory] 

- Structured consultation procedures to involve social partners in the design/update of VET/HE 

programmes [Y/N] 

- Consultation of Advisory Committees/Boards/Councils to design/update VET/HE programmes [Y/N, 

Recommended/compulsory] 

- Composition of Advisory Committees/Boards/Councils with relevant actors (local LM stakeholders, social 

partners, educational institutions, PES, experts etc…) [Recommended/Compulsory] 

- Existence of NQF [Y/N; if yes, whether corresponding to EQF levels 3,4,5,6,7,8, if not at which level has 

been developed] 

- Existence of NOS [Y/N; if yes, whether corresponding to ESCO, if not at which level has been 

developed] 

- Involvement of social partners (e.g. Trade Committees) in the development/update of NQF and NOS 

[Compulsory/Recommended] 

- Involvement of social partners in the development of NQF  

- Link of NQF to NOS [Y/N; Recommended/Compulsory; How] 

- Link of VET/HE to NQF [Y/N; Recommended/Compulsory; How] 

- Link of VET/HE to NOS [Y/N; Recommended/Compulsory; How] 

 Instruments to ensure relevance of VET/HE provision 

- Concept of relevance as part of accreditation criteria for VET/HE institutions [Y/N] 

- Compulsory screening of relevance LM needs at initial accreditation of a programme/ institution [Y/N] 

- Relevance criteria linked to  

- Level of transparency (e.g. detailed statistics on employment rates and salaries published by 

courses/educational institutions to support educational choices) [Y/N] 

- Clarity of educational offer (e.g. reduced number of programmes, clarity of content and skills) 

and Likert scale ratings (as 

appropriate) coupled with 

qualitative analytical insights.  

Qualitative commentary is essential 

to understand the country specific 

mechanisms introduced to address 

skills shortages (what, for whom, 

how and why) and who effectively 

controls the activities introduced 

stakeholders: VET / HE providers or 

individual employers).  
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Indicators  Measurement scale  

[Y/N] 

- LM insertion of graduates [Y/N] 

- Provision of internships based on pre-assessment of availability in the LM [Y/N] 

- Existence of monitoring/ evaluation mechanisms for VET /HE providers [Y/N] 

- Quality of the monitoring / evaluation system [value judgement, Likert scale] 

- Evaluation of VET/HE institutions/provision linked to LM relevance of programmes [Y/N] 

- Quality of the evaluation [value judgement, Likert scale] 

- Existence of targets for VET/HE institutions linked to insertion outcomes and mechanism used to fund 

such outcomes (and – where possible any relationship to forecasting and other anticipation tools): 

- Grants [Y/N] 

- Regulation [Y/N] 

- Tax incentives [Y/N]  

- Review of VET/HE curricula [Y/N; Recommended/Compulsory; how often] 

- Financing systems of VET/HE linked to insertion outcomes [Y/N] 

- Direct grants to employers to set up educational schemes in areas where shortage of skills have been 

identified [Y/N] 

- In-company training in apprenticeship schemes financed by employers coupled with autonomous 

decision of training offer by employers [Y/N] 

- Tax incentives to employers participating in apprenticeships schemes [Y/N] 

 Mechanisms/activities (including projects) to foster cooperation/reinforce links between VET/HE 

providers and employers   

- Work-based learning/traineeships scheme integrated in VET/HE programmes [Y/N; 

Recommended/Compulsory] 

- Tax incentives to foster entrepreneurial investments in VET/HE (e.g. foundations between universities 
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Indicators  Measurement scale  

and enterprises) [Y/N] 

- Wage-compensation mechanisms to encourage training in apprenticeship schemes [Y/N] 

- Training bonuses to companies offering additional in-company training places [Y/N] 

- Join projects between VET/HE providers and employers (e.g. PhD projects, guest lecturers etc…) [Y/N] 

- Companies dating and career days [Y/N] 

- Mentoring schemes [Y/N] 

 Instrument/mechanisms to produce information  

- PES producing forecasts [Y/N; Recommended/Compulsory role] 

-  Obligations for employers in assessing the future skills needs [Y/N] 

 Instruments/mechanism to transmit and support the use of information  

- State support to intermediary organisations (e.g. sector skills councils, training committees, etc.) 

[Y/N] 

- Whether a structure process exist to transmit forecasts to national/regional policymakers, VET/HE 

providers, social partners, PES [Y/N] 

- Mandatory career guidance and counselling services in VET/HE institutions and PES [Y/N] 

- Level of transparency and accessibility to forecasts e.g. 

- Detailed forecasts available in websites [Y/N] 

- Training provided on use of forecasts to national/regional policymakers, VET/HE providers, social 

partners, PES, wider public [Y/N] 

 Instruments/mechanism to increase/reduce the supply/demand of specific subjects/courses 

- Tax incentives to employers offering traineeships/apprenticeships in areas of LM shortages [Y/N] 

- Loans/allowances to students in areas of LM shortages [Y/N] 

- Tax exemptions for training in areas of LM shortages [Y/N] 
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Indicators  Measurement scale  

- Existence of bonus points linked to specific subjects/courses [Y/N] 

- Targeted national/regional awareness-raising programmes oriented towards occupations/sectors in 

shortage [Y/N] 

 Use of information  

- Whether forecasts are used by 

- National/regional policymakers [Y/N] 

- VET/HE providers [Y/N] 

- Social partners [Y/N] 

- PES [Y/N] 

- Employers [Y/N] 

- Whether (and the extent to which) forecasts are used in  

- Planning educational policy strategies [Y/N] 

- Planning VET/HE budgets [Y/N] 

- Designing/updating VET/HE provisos/curricula [Y/N] 

- Supporting career counselling/information services [Y/N] 

- Supporting matching services for jobseekers [Y/N] 

- Planning training needs by employers [Y/N] 

- Planning future recruitment needs [Y/N] 

 

Output indicators  

 Changes in processes and outputs [Y/N]  
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Indicators  Measurement scale  

 Change/update of policies related to the use of information [Y/N] 

 Level and quality of cooperation between stakeholders [Likert scale, measurement based on the original 

starting point] 

 Changes in the education and training offer (VET and /or HE) [Y/N] 

Outcome indicators (noting that skills governance is a potential contributory factor in change, not 

responsible for change)  

 

 Reduction of skills and educational mismatch (EU level indicator) 

- Proportion of people under skilled, over skilled, matching skills by gender, age, type of contract, sector 

(EU Level indicator, EWCS 2005, 2010)  

 Reduction of skills and educational mismatch (national level indicator), covering – where available2:  

- Graduate employment by destination 

- Graduate employment by occupation 

- Graduate employment by sector 

- Graduate unemployment  

 Efficiency of job matching (movement Beveridge curves for EU 28 exploring positive / positive, positive / 

negative and negative / negative trends3) 

 Skills mismatch index4 (European Economic Forecast) 

 

                                                      
2 According to a review of the Skills Panorama website, national sources on graduate employability/transition have been identified in 16 countries for 2012 and 14 countries 
2013. However, an estimation of the comparability of this data would require a thorough comparative assessment of the national sources.  
3 The Beveridge curve compares unemployment rates and job vacancies rates. In a well-functioning labour market the Beveridge curve shows a negative relation between 
unemployment rate and job vacancies  http://ec.europa.eu/europe2020/pdf/themes/27_skills_gaps_and_labour_mobility.pdf 
4 Note, index calculated for the autumn 2011 forecast. The feasibility of repeating this calculation needs to be assessed. In addition private sector tools should be reviewed to 
inform indicator selection e.g. the Hays Index (first issued in 2012, prepared by Oxford Economics), covering 27 countries globally, including 15 Member States (see 
http://www.hays.co.uk/global-skills-index/index.htm).  
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Indicators  Measurement scale  

 More effective and efficient routes into the labour market  

- Time to enter first job following qualification/graduation for VET/HE students by gender  

 More active labour markets 

- Reduction of duration of unemployment by age and gender (national level indicator, where available)  

 Better alignment between education and labour market  

- Reduction of unemployment by age, sex, level of education and fields of education (national level 

indicator, where available)  

- Reduction of unfilled vacancies (national level indicator, where available)  

- Reduction of average duration of unemployment  (national level indicator, where available)  

- Skills shortages by occupation and sector (national level indicator, where available)  

- Growth occupations (source European Vacancy Monitor, corresponding primarily to churn occupations 

and national forecasts / other anticipation tools)  

- Reduction of job vacancy rate by sector (EU Level indicator, EU LFS 2009, 2012) 
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4. Issues associated with assessing skills governance 

The assessment of the effectiveness of a skills governance system requires a 

multidimensional approach exploring a number of areas:  

 The national approach to the provision of education and training, as well as the 

skills governance system;  

 The national approach to decision making systems in steering the educational offer, 

either top-down (where the main users of skills forecasts are policy makers) and/or 

bottom-up (where the main users of the skills forecasts are labour market actors); 

 The involvement of key stakeholders in steering the educational offer (e.g. the 

relative contribution of social partners in the decision making process); 

 The available mechanisms that can be implemented to readjust national imbalances 

(e.g. policy levers to adjust the supply of skills); 

 The complexity of forecasting future skills needs and using the available 

information; 

 A measurement of mismatch between the demand and supply of skills and the 

demand and supply of labour; and, 

 The national statistical infrastructure and data availability.   

One of the main issues to be considered when measuring skills governance relate to the 

definition and delimitation of the concepts of effectiveness and efficiency (e.g. 

what is effectiveness, how is success defined and when can systems be deemed 

as efficient?) For example in Denmark there are clear policies and strategies with clear 

objectives, which support the definition of effectiveness, and a working mechanism, 

which support the definition of efficiency, with reference to this specific national context. 

Evidence suggests that instruments can be technically valid but whether and how the 

information is used to inform the policy making process depends on the national context 

in which these tools operate. Additionally, whether this information actually steers 

education provision (i.e. changes are made following the analysis of this information) 

depends on a number of factors. These include, among others, the national mechanisms 

to design the education offer, the national policy framework and whether policy 

strategies already envisage the use of this information to inform the design of the 

education offer. As stated earlier, in Denmark there is a clear policy strategy and 

mechanisms in place to ensure that the information is used to respond to the labour 

market needs. While in Italy, well-developed tools exist; however, they appear to have 

been developed within a context of inconsistent policy agendas at national and regional 

level. Therefore, it is difficult to establish whether results are – or will be - effectively 

used in the policy making process.  

It seems that the concept of effectiveness is likely to change in accordance with 

each country-specific context. For example in Denmark effectiveness would be 

defined by different levels of success: 

 Whether the information is effectively transmitted, in a timely manner  

 Whether the information transmitted is used to inform the policy making process  

 Whether policies and strategies are adapted as a result of the information received 

 Whether the right stakeholders are involved and whether the communication 

between stakeholders is effective  

 Whether the educational offer responds to labour market needs  

 Whether imbalances in the labour market are reduced.   

Likewise, the concept of efficiency needs to be conceptualised and contextualised 

(e.g. what an efficient system comprises, which can only be built using the input and 

process indicators, presented in tables 3.1 and 3.2). Evidence seems to show that timely 

exchange of information, accessibility of data and the dialogue between 
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stakeholders are common elements that help to broadly define efficiency. In 

Italy the forecasting instrument implemented by Almalaurea was intended to provide 

feedback to universities in a timely manner; the aim of the project implemented by Isfol 

was twofold: to provide easily accessible forecasts on occupations (i.e. national survey on 

occupations), as well as providing a national platform with a common language (i.e. the 

occupational profiles) where other national instruments could add their data referring to 

the Isfol occupational profiles. In Denmark the methods of involvement of stakeholders 

is part of the accreditation criteria for universities, and mechanisms are in place to 

exchange timely feedback between the education system and the labour market to 

ensure that education provision are swiftly updated.  
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5. Conclusions  

On the basis of the findings presented in the previous sections some considerations 

emerge on a number of areas:  

 Unique education systems exist between countries and sub-systems also 

coexist within countries, with these systems having evolved according to country-

specific institutional frameworks and historical developments. Therefore, skills 

governance (tools and mechanisms) are shaped according to each country-specific 

educational context, which includes the size of a country’s population. 

Consequently, any attempt to analyse a skills governance system without taking 

into account the relevant education and training systems (and sub-systems) is 

likely to be incomplete; 

 Forecasting tools and transmission mechanisms are integrated parts of a 

wider context and they cannot be gauged without an assessment of the 

environment in which they have been developed. For example, in Denmark the use 

of the information and its use in the policy making process is strongly related to the 

fact that the same policy makers have developed forecasting tools; therefore the 

stakeholders that produce the information are those that use it in the first instance. 

There is also a strong political interest in providing transparency; a history of 

cooperation between actors, as well as clear political guidance on the need to align 

education provision to labour market needs. From the production side there is a 

system which is based on effective allocation and recruitment of resources, medium 

and high skilled labour market and employers well acquainted to the production and 

use of labour market information.  

 The ownership of forecasting instruments and the policy intent to use the 

labour market information, is key to ensure integration of results into the 

policy making process. In Denmark the forecasting infrastructure has been 

strategically designed, implemented and funded by the national government. The 

same government sets priorities for the educational system, the labour market and 

the forecasting instruments ensuring that all these domains are coherently framed. 

As a result forecasts are used directly and consistently in the policy-making 

process.   

 National negotiation systems seem to be a key factor underpinning the 

development of skills governance systems. Within the European context, social 

dialogue, effective cooperation and partnerships between relevant 

stakeholders such as education and training providers, social partners, policy 

makers and other labour market actors are necessary to develop efficient 

systems, enhance labour market intelligence capability and support the 

alignment of the educational system to the needs of the world of work. The 

evidence shows that an active cooperation between actors makes the educational 

systems more demand-driven and responsive to labour market needs. The 

importance of stakeholders cooperation is highlighted by the fact  that in Denmark 

an institutionalised structure of cooperation ensure that social partners are an 

integral part of the decision making process. In Bulgaria and Poland cooperation 

between stakeholders is the locus of the country strategies.  

 Transparency matters. Transparent policy making processes lead to the 

definition of clear policy strategies at the national and local level. These 

elements are paramount to provide an adequate environment for tools and 

mechanisms to develop coherently and been used consistently. Transparency is 

also important when setting goals and objectives for the education system and 

forecasts instruments to ensure that all stakeholders work towards recognised goals 

and within clear procedural frameworks. With reference to the production of labour 

market intelligence a transparent system is needed to ensure that results of 

forecasts are transmitted, understood and used by policy makers, employers, 

PES, educational providers, students etc… A truly transparent educational system 



Skills Governance in Europe 

 

28 

 

allows families and students to make informed decisions on the educational offer 

and future job opportunities offsetting biases introduced by information 

asymmetries and socio-economic backgrounds. It also supports employers in 

making informed decisions at recruitment stage and when deciding whether to 

cooperate with providers (i.e. in internships, apprentices, ad-hoc projects etc…).  

 While the timely delivery of information is essential, ‘timely’ is a not a 

fixed concept nor is it easy to define. The production and transmission of labour 

market information is crucial to provide swift responses to the changes in economy 

and society. Stakeholders interviewed refereed to the ‘timely’ production and 

transmission of labour market intelligence and forecasts and indicated a yearly 

production and transmission as an acceptable timeframe. However, when assessing 

a skills governance system the ‘timely’ update of occupational and qualification 

frameworks, as well as the update of curricula and educational providers goals are 

also essential for the functioning of the system. In this case, it is not possible to 

identify a timeframe which could be applied across countries due to the interplay of 

multiple country-specific factors i.e. the diversity of education and labour market 

systems, the different mechanisms in place to define and update the national 

frameworks, the maturity of the policy context,  cooperation between stakeholders, 

etc… 

 Further analysis is needed by Member States to assess the coherence of 

the elements contributing to skills governance. Systems with institutionally 

embedded intermediary bodies would need to critically appraise whether the right 

communication bridges are in place and whether strong incentives and / or 

mechanisms are in place to ensure alignment with the labour market.  
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Annex 1 Methodological approach to the study 

This study intended to pilot in different national settings the methodological approach. 

The following sections present strengths and shortcomings of the approach in Bulgaria, 

Denmark, France, Italy and Poland. 

Stakeholders and interviewees  

Countries are often characterised by complex educational systems. In all of the countries 

analysed the HE and VET are two separate policy domains governed by different policy 

strategies, different governance systems (i.e. responsibility of national or regional 

governments), different stakeholders and mechanisms. Therefore, because of the 

diversity of the actors and mechanisms each domain would need to be analysed 

separately. Ideally any future analysis would need to include a thorough assessment of: 

mechanisms used in the design and update as well as strategies underpinning the 

educational and training provision; whether and how forecasting instruments are used to 

inform the policy-making process and to change or update the provision (particularly the 

diversity of approach – and the relative importance of the regional level). There is also 

merit in considering the size of a country, in determining the anticipated numbers of 

stakeholders and interviewees to be covered..  

Additionally, each country has a variety of forecasting instruments and a great diversity 

of tools, therefore to understand the rational and the connection of the instruments with 

national mechanisms it is essential to interview people involved in developing and using 

different instruments.  

Therefore, to ensure that future research is representative of the totality of the system 

broad categories of key stakeholders would include: 

 Stakeholders for HE  

- policy makers involved in the definition of policy strategies, usually these are at 

national level in all countries analysed (Ministries of Education); 

- universities, in some countries such as Italy and France universities have a great 

degree of autonomy,  additionally strong regional differences impact on the 

provision of courses; universities tend also to specialise in different subject 

areas, therefore a small sample of providers would be ideal;  

- national experts in HE, such interviews would provide a balanced overview of the 

system in the country with a thorough assessment of strengths and weaknesses, 

with potential interviewees including national institutes involved in the evaluation 

and /or accreditation of providers; 

 Stakeholders for VET  

- policy makers involved in the definition of policy strategies, according to the 

national context these would be at national and / or regional level. For example 

in Italy the each region has VET system which developed according to regional 

needs, in this case a more in-depth study would require a sample of regions to 

cover well-developed as well as weak systems; 

- the design and assessment of qualifications is key in each VET system, it would 

be important to interview stakeholders involved in the development of 

qualifications  to understand the rational and the role of the qualifications within 

the national context, but also whether and how forecasting data are used in the 

design and update of qualifications;  

- VET providers, in countries where the system is particularly fragmented large 

provides are placed to provide an overview of mechanisms, issues and strength 

across the country; 

 Stakeholders for forecasting instruments  
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- Institutes or government departments and agencies in charge of the main 

forecasting tools in the country 

 National statistics institutes would provide information on available data in the 

country, how and whether these data are used by different stakeholders and 

disseminated; 

 Social partners (employers’ organisations and employees’ representatives) would 

provide a key point of view on strengths and weaknesses of the national system 

and how to improve mechanisms to ensure better alignment between the education 

system and labour market needs. 

Sampling methodology 

The sampling methodology comprised a mixed method using a snowballing methodology 

and purposive sampling, strengths and weaknesses were identified in in different 

countries.  

The snowballing methodology envisaged the interview with the stakeholder in charge 

of the main forecasting instrument at national level and the subsequent nomination of 

other stakeholders’ users of the instrument.  

This methodology worked particularly well in countries such as Denmark and France 

where there is a high level of cooperation between different stakeholders. However, it did 

not work in Italy and in Poland. 

To integrate the information provided by the first interviewee, researchers were asked to 

undertake desk research of stakeholders involved in the design and planning of 

education and training.  A number of institutes and stakeholders were identified with this 

method mainly in countries and / or areas were a diversity of stakeholders and 

institutions operate independently (e.g. in Italy and in some cases in France, or the 

search of VET and HE stakeholders).   

A pragmatic approach would be to use a mixed methodology similar to the method 

envisaged in this pilot study. It is important to avoid an imbalanced approach which 

would rely completely on a purposive snowball sample.  

Questionnaire  

Two key issues emerged concerning the questionnaire:  

 All of the researchers thought the questionnaire was too long and overly ambitious 

in terms of depth and scope of the information collection process given the time 

available to conduct the country research i.e. five days per country. 

 In all countries stakeholders would respond only to some subsections of the 

questionnaire rather than the whole questionnaire (though given the breadth of the 

questionnaire and the distinctions between the HE and VET systems discussed 

earlier).  

Each subsection was considered comprehensive though took considerable time to 

complete. For example the first two subsections required usually one hour of interview 

with the stakeholder in charge of the forecasting instrument.  

To the open question ‘what would be valuable set of indicators and / or methods to 

assess skills governance’ all interviews considered the topic as difficult to understand and 

respond to. A clear overview of the indicators, how they relate to skills governance per se 

and an understanding data and information availability to populate the indicators at the 

national (and in many cases the regional level) needs to be developed. While a broad set 

of indicators can be developed, national datasets would provide the necessary richness 

that reflects the complexity of the individual national context. Interviews with statistical 

and/or economics background (i.e. a labour economist from Almalaurea in Italy and 

interviewees from statistical department in Denmark) believed that the assessment of 

skills needs would require a very complex framework with set of indicators taking into 
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account the education domain, the labour market context as well as the policy context 

(e.g. investments and policy objectives). 

As discussed above (and anticipated already at this pilot stage) it is unfeasible to find 

stakeholders that have a general overview of all areas explored in the questionnaire. 

Table A1.1 provides an overview of the sections of the questionnaire, stakeholders that 

should be interviewed and issues encountered in the pilot should this research be scaled 

up into a broader European research study that comprehensively assesses skills 

governance.  

Table A1.1 Overview of the questionnaire and type of stakeholders  

Sections of the 

questionnaire 

Stakeholders Issues  

Forecasting capabilities  Stakeholders responsible for 

charge of forecasting 

instruments 

Representatives from the 

institutions responsible for 

commissioning such tools 

(e.g. Ministries of Education 

and or Labour) 

Forecasting instruments are 

usually not connected and 

each stakeholder would 

know about their own 

instrument (though 

stakeholders in smaller 

countries are more likely to 

know about different 

instruments than those in 

larger countries). It is also 

not possible to find one 

stakeholder that has a 

general overview of all 

forecasting instruments in 

the country 

Transmission and use of 

information 

Steering the education and 

training provision 

- Policies and programmes  

- funding and non-financial 

incentives  

Policy makers responsible 

for HE and VET  

HE and VET providers  

HE and VET experts 

Social partners 

Understanding the HE and 

VET policy context requires 

interviews with different 

stakeholders.  

HE and VET are separate 

policy domains, 

stakeholders do not usually 

have a general overview of 

all policies and instruments 

related to HE and VET. 

Furthermore, in cases where 

there is a regional 

governance system, these 

interviews with HE and VET 

stakeholders need to be 

undertaken at the regional 

level to gain an overview of 

policies and mechanisms.  

This section requires a mix 

of stakeholders to ensure a 

balanced view between 

policy level and operational 

level.   

 

Stakeholders in steering the 

education and training 

provision 

Steering educational choices  
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National occupational 

profiles and national 

qualification frameworks 

Stakeholders responsible for 

occupational profiles and 

national qualification 

frameworks  

HE and VET providers  

Social partners 

Representatives from the 

institutions responsible for 

commissioning such tools 

(e.g. Ministries of Education 

and or Labour) 

In this section it important 

to understand whether and 

how occupational profiles 

and national qualifications 

facilitate the interaction and 

alignment of the educational 

system to the labour 

markets, therefore it is 

important to understand the 

rational for developing these 

instruments in each country 

and the issues (and whether 

indeed they serve the 

purpose for which they were 

developed) 

Imbalances in the labour 

market 

Stakeholders responsible for 

forecasting instruments 

National statistic institutes  

Policy makers in charge of 

HE and VET  

HE and VET experts 

Member States have very 

different data infrastructure, 

also data are often not 

available and systems are 

not connected. Therefore it 

is important to discuss data 

availability with different 

stakeholders  
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