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Publishable executive summary 

The continuous education of workers and professionals is very heterogeneously at 
European level. The building supply chain does not acquire new technologies timely so 
that producers of new technologies and materials very often perform dedicated training 

to their direct customers and there is not any track of this training activities.  

Therefore, the partners decided to make an analysis of the national situation starting 

from the CEDEFOP report which contains the official data the member state have 
provided.  

Each partner has provided the analysis of the situation in the country except Portugal, 
as they are involved only in the platform development and North Macedonia as their data 

are not analyzed by CEDEFOP. Both the CEDEFOP data and the analysis of these data are 
reported in this deliverable. 

The absence of a monitoring system on the continuous education of the building industry 
has different disadvantages. 

• There are not public registers for the blue and white collars to identify the 
competences possessed for each technology implementation 

• The time to market of new technologies rely on the capacity of the producers of 
materials and technologies to promote training among their customers 

• The final users do not know what is the best technical solution for them and who 
they should commit  

• The maintenance and the renovation of installed plants is very difficult as the end 
users and/or owners do not know whom to ask and what to ask 

We believe that the ARISE platform can provide a solution to all the above problems. 

List of acronyms and abbreviations  

BIM: Building Information Model 

CEDEFOP: European Centre for the Development of Vocational Training 

EE: Energy Efficiency  

EPB: Energy Performance of Buildings 

ESI: European Skills Index 

LLL Long Life Learning 

RES: Renewable Energy Source 

VET: Vocational Education and Training  
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1. Overview of the European skill index  

CEDEFOP has published the situation in the different European countries in relation to 

the ideal skills that a country should have. We report here the integral text and then we 
provide an explanation for the situation in each country to understand how the ARISE 

platform could fill the existing gaps in the different countries.  

We consider this document as a basis for the roadmap to reach the 2030 target. 

From the CEDEFOP web site1: 

The European skills index (ESI) measures countries’ “distance to the ideal” 
performance. This ideal performance is chosen as the highest achieved by any 

country over a period of 7 years. The ideal performance is scaled to be 100 and 
the scores of all countries are then computed and compared to that. Basis of the 

ESI are 15 individual indicators from various international datasets. The scores are 
calculated across countries at the indicators’ level. The scores are then averaged 

at the various layers and finally the Index score is formed. To illustrate, an Index 
(or pillar, sub-pillar etc.) score of 65 suggests that the country has reached 65% 

of the ideal performance. Thus, there is still 35% (100-65) room for improvement. 
A score of 100 corresponds to achieving the ‘frontier’, that is an aspirational target 

performance for that indicator. A score of 0 corresponds to a lowest-case 
performance. This page shows specific information on the scores achieved by the 

chosen country across pillars, sub-pillars and indicators. Below, you can find a 
short commentary on the country's skills system performance over time and the 

ESI 2020 scores. 

In the following paragraphs, the situation in the ARISE partner countries is reported. 

 

1.1. Denmark 
In the green box, the content downloaded from the CEDEFOP website is reported. After 
the box, a possible explanation of the values found in the CEDEFOP website is reported. 

 

Denmark ranks 4th in the 2022 release compared to the 6th position in 2020. 
Ranking 4th in skills development, 13th in skills activation and 12th in skills 

matching, it occupies the last position within the “leaders” group for another 
year. 

Denmark ranks 4th in skills development, with the second-best in “pre-

 
1 https://www.cedefop.europa.eu/en/tools/european-skills-index 



 

 

 

primary pupil-to-teacher ratio” and fifth-best score in “high digital skills”. In 
addition, it ranks in the top ten in all other indicators except “VET students” 

(rank 23rd) and “upper secondary education (and above)” (rank 25th). 

Denmark has an average performance in skills activation, ranking 13th. It has 

a good activity rate for the younger cohort (aged 20-24), ranking 8th, but the 
performance on all other indicators is between 11th and 19th place. 

Denmark ranks 12th in skills matching. Interestingly, it shows a very good 
performance in “overqualification rate” (rank 3rd) and in “long-term 

unemployment” (rank 4th), but a quite poor one in “underemployed part-
timers”, where it ranks 15th. 

  

 

Skills Development 

 



 

 

 

Skills Activation 

 

Skills Matching 

Denmark performs well largely because income tax is paid locally to the municipality 
(borough), who then relay a portion to central government. The main benefit of this is 

that infrastructure is seen to be addressed as locally, with schools and other amenities 
being seen to be provided, rather than lost through the layers of governing.  

The country is largely homogenic with a strong sense of balance and fair play. This makes 
and encourages progress and promotes merit across the board. This means that there is 

equality among sexes, especially with maternity/paternity level, which reduces sexual 
bias with regard to pregnancy and childcare. This means women can have meaningful 

career paths and this promotes opportunities across all skillsets.  

Being linear and non-hierarchical means that leadership and line-of-command is reduced 
in management, as most use consensus to arrive at solutions. It regularly rates highly in 

quality-of-life surveys, which has a positive knock-on effect in society. Denmark also has 
a well-developed mixed and high-income economy. In terms of education, it is entirely 

free, which means that it has the fourth highest ratio of tertiary degrees. This permeates 
across many other areas in education from applied courses to hands-on situations. 

Denmark has also the highest minimum wage due to strong trade unions.  

Denmark has also moved from being a strong agricultural economy to expanding its 

industrial base and service sector. Its main industries include renewable energies 
(Vestas), pharmaceuticals (Novo Nordisk), Container transport (Maersk), food processing 

(Arla), construction (bridges and infrastructure) and finally it is renowned for its beer 
(Carlsberg).   

ARISE will address and complement blended learning, as with an educated workforce, 
there naturally comes obvious training pathways to top-up skill-sets and fill gaps in a 

person’s learning and perceived standing in the workforce. Being a small country, they 
are always very aware that standing still is not an option, and this pushes their desire to 

improve.  

1.2. Ireland 
In the green box, the content downloaded from the CEDEFOP website is reported. After 
the box, a possible explanation of the values found in the CEDEFOP website is reported. 

 

Ireland ranks 26th in the 2022 release remaining at the same position as in 



 

 

 

2020. It occupies the second position in the “low-achieving” group of 
countries and ranks 14th in skills development, 19th in skills activation and 

29th in skills matching. 

Ireland ranks 14th in skills development. It performs very well in “reading, 

maths & science scores” and “recent training”, where it ranks both 4th. On 
the other hand, Ireland has very low in “VET students” and “pre-primary 

pupil-to-teacher ratio”, thus ranking 29th in both this indicator. 

Ireland ranks 19st in skills activation. It has an average performance in three 

out of the four indicators, but the second to last performance for the activity 
rate of the older cohort (aged 25-54), thus ranking 30th. 

Ireland has relatively poor skills matching performance in 2022, ranking 29th. 
It ranks in lower positions than 25th for all the indicators in this pillar except 

for the “long-term unemployment”, where nonetheless it ranks 14th. 
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Skills Activation 

 

Skills Matching 

Vocational Education and Training (VET) is commonly known as the Further Education 

and Training (FET) sector in Ireland. The results shown from CEDEFOP website indicates 
that Ireland ranks 26th in 2022, remaining unmoved from the 2020 release. Being ranked 

second in the “low-achieving” group of countries is a worrying factor and the ranking of 
skills development could be contributed to the following reasons: 

1) Attractiveness of VET 
2) Participation in lifelong learning 

Traditionally, the uptake of VET in Ireland has been small. The reason for this could be 

due to the preference of learners leaving compulsory education for higher education. In 
response to this, the National Skills Strategy 2025 and the Further Education and Training 

Strategy were launched by the Department of Education and Skills. The ambitions of the 
policies aim to increase the position of VET in Ireland.  

With signs of improvement, the lifelong learning rate in Ireland is currently 13%, 
remaining lower than the EU 2020 target of 15%. The challenges of attracting and 

encouraging older workers and those with low education remains an issue. For example, 
those with secondary level education attainment or below, had a lifelong learning 

participation rate of 4%, in comparison to those with postgraduate qualifications with a 
rate of 26%. Participation rate for those aged 55-64 sits at 9% while 19% for those aged 

25-34. To alleviate the current challenges, new programmes in the FET system aim to 
attract learners into employment in low skill occupations / sectors and to engage in 

learning activities aimed at upskilling and reskilling. 

The impact of introducing new policies and programmes take time to implement as they 

often involve shifts in culture and values. Initiatives such as the National Strategy on 
Literacy and Numeracy for Learning and Life, first introduced in 2011 have seen 



 

 

 

significant improvements in reading, maths and science scores where Ireland now ranks 
4th. Changes in delivery of education which focuses on critical thinking, rather than solely 

on retaining facts and knowledge could also be a contributing factor to the increase in 
this area. 

In Ireland, an upper secondary attainment (Leaving Cert) is often considered the 
minimum qualification for successful entry into the labour market and for continuing to 

further education. This could be attributed to the high scores of Upper Secondary 
Attainment in the CEDEFOP report. 

Where Ireland falls down in overall skill activation performance, this is shown to be 
caused by the activity rate of the cohort - ages 25-54. The reasons for this could stem 

from a number of factors such as care responsibilities, family reasons, own illness or 
disability, and other reasons. It is noted that other reasons include education or training, 

retirement, awaiting recall to work, no suitable job available or other personal reasons 
not stated. The ‘People Outside the Labour Force’ report by Eurostat has highlighted that 

in the EU, some of the cohort of ages 25-54 may be simply not interested in working.  

To address the problems of skills matching, there have been a number of policies 

introduced to tackle long-term unemployment and skills matching. These are called ICT 
Skills Conversion Programme, Momentum, Momentum II and Skillnets. Although these 

have been in practice for a number of years, Ireland still remains in a low position. 
Ireland’s poor skills matching performance in 2022 could be attributed to a skills shortage 
in a number of occupations which have been identified as mismatch priority occupations 

for Ireland. Since the COVID-19 pandemic, there has been an urgent call for more trained 
and experienced workers. The closures of businesses during this period also led to “mass 

exodus of workers into other industries” (Kelly, 2022). There is also a skills shortage of 
craft apprenticeships in the construction industry contributing to the housing crisis here 

in Ireland. Due to the housing and increase of cost of living, Ireland has also seen an 
increase in emigration during 2022.  

Long term unemployment rate in Ireland for the second quarter of 2022 was 1.2%. 
Another impact of the pandemic is seeing a potential increase of long-term 

unemployment from those who were made redundant during this period. To ensure levels 
of long-term unemployment are kept to a minimum, the action of reskilling the 

unemployed is a clear action that must be taken. As the economy recovers and temporary 
lay-offs return to work, it is imperative that there is support and training programmes 

for those trapped in long term unemployment. 

Despite the overall poor results, a report by Dunlop (2022) states that significant 

progress has been made in Professional Development since 2017. This trend is expected 
to continue to increase to achieve the ambition set out in the FET strategy 2020-2024. 

Digital innovation has increased exponentially since the pandemic and has highlighted 
the challenges faced across teaching, training and instructing. Full commitment from 

teachers, trainers, practitioners and professionals will be required to maintain and expand 
upon the growing trend of professional development in Ireland.  

1.3. Italy 
In the green box, the content downloaded from the CEDEFOP website is reported. After 
the box, a possible explanation of the values found in the CEDEFOP website is reported. 

 



 

 

 

Italy ranks last in the 2022 release remaining at the same position as in 2020 
and belongs to the “low-achieving” group. It ranks 24th in skills development, 

27th in skills matching and is the bottom scorer in skills activation. 

Italy ranks 24th in skills development. It has a good share of “VET students”, 

ranking 12th in this indicator, but a very low “upper secondary education (and 
above)”, where it ranks 29th. The other indicators in this pillar are between 

the 13th and the 28th position. 

Italy performs last in skills activation in 2022, reaching the bottom of the 

ranking among the 31 countries. It performs among the three worst in all the 
indicators. 

Italy ranks 27th in skills matching. It has a very low performance in all 
indicators, where it ranks between 20th and 29th position. 
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Skills Matching  



 

 

 

 

Skills Activation 

From the above diagrams Italy is not in a positive situation. One of the reasons could be 
the fragmentation of both the VET and the LLL managed by professionals’ association. 

Training and professional updating is managed through different systems with general 
rules valid for everyone, but there is no centralized collection of all the people who, for 

example, have followed and passed a course on a specific technology. 

The engineers and architects associations are organized at the provincial level. Associates 

have an obligation for LLL which is acquired through training credits issued against 
activities officially recognized by the orders but there is no control on the achievements 

and on the type of courses that they have followed. Only in some cases there are courses 
with a final exam as in the case of energy certifiers. 

The same happens for colleges of surveyors or experts, also in this case, there are 
exceptions, for example to install renewable energy plants there is an obligation to pass 

a course and also to follow a 15-hour refresher course every three years but there is not 
an exam to pass. Often the  hours of training can be self-certified according to criteria 

given by the individual colleges and/or regions. 

As far as workers are concerned, there is a dense network of training organizations for 
continuing education throughout the country. For example, ANCE, the national 

association of building builders, has a network of schools, FORMEDIL, which in practice 
has an office in every province of Italy, around a hundred in total. 

Similarly, the CNA, the National Confederation of Crafts and Small and Medium 
Enterprises, has another network of training schools, called ECIPA, which has the purpose 

of developing and managing training interventions aimed at developing and qualifying 
capital human resources of associated companies which are over 600,000. 

For some qualifications there is a training obligation, certainly for safety at work but also, 
for example, to install and maintain air conditioning systems where there is the "F-gas" 

license. 

There also numerous non-compulsory "continuous training" activity, such as the one 

performed by the producers of materials and technologies, but there is no trace of these 
courses except by going to the individual provincial registers or companies.  

It also means that the statistical values published by CEDEFOP do not represent the real 
Italian situation because official data are not available. It is therefore difficult to improve 

the situation until there is no way to measure the current values of trained and qualified 
people and this means that the end user, i.e. the citizen or the public administration who 



 

 

 

wants to entrust a renovation job to "competent" people, has no evaluation tool.  

 

1.4. Netherlands 
In the green box, the content downloaded from the CEDEFOP website is reported. After 

the box, a possible explanation of the values found in the CEDEFOP website is reported. 

 

The Netherlands has improved its position as it ranks 5th in the 2022 release 
compared to the 11th position in 2020. It has improved its ranking in all three 

pillars compared to 2020. Despite the good score for the skills activation pillar, 
skills Development and the low score for the skills matching pillar places the 

Netherlands first in the “middle-achieving” countries group at EU level. 

For the skills development pillar, the Netherlands ranks 6th. Despite the good 

score for “high digital skills” (rank 3th) and “VET students” (rank 6th), the 
Netherlands performs poorly in the basic education sub-pillar. 

For the skills activation pillar, the Netherlands ranks 2nd, with the good 
performance in “early leavers from training” (rank 5th) and high proportion 

of “recent graduates in employment” (rank 4th) score. The country has a 
lower activity rate for those aged 25-54 than might be expected (rank 15th), 

given the high youth activity rate (rank 5th). 

For the skills matching pillar, the Netherlands ranks 17th. The Netherlands 

performs better for “long-term unemployment” (rank 4th) and relatively poor 
in “underemployed part-timers” (23rd). 

  



 

 

 

 

Skills Development 

 

Skills Activation 

 

Skills Matching 

From the above diagrams it is clear that the Netherlands has a quite good starting 
position. Although this does not mean that upskilling of actual workforce is in a proper 

shape. Especially with regards to upskilling the construction value chain and all actors 
involved, digital skills urgently need to be further developed. From generic digital skills 

into applied contextual digital skills. For example working with smart devices is a generic 
skill, using smart devices for collaborative working on Building Information Models is an 

applied skill. In order to address this challenge Digideal Built Environment is running a 
digital skill improvement programme from 2023-2027. It is called DigiVaardig. The Dutch 

ARISE team will pro-actively collaborate with this initiative in order to implement ARISE 
project outcomes 

For the construction value chain training and professional updating is managed through 
different systems with general rules valid for everyone, but there is no centralized 

collection of all the people who, for example, have followed and passed a course on a 
specific technology. 

There is a dense network of training organizations for continuing education throughout 
the country although its way of working is often very fragmented. In order to address 

https://digigo.mett.nl/digivaardig/default.aspx
https://digigo.mett.nl/digivaardig/default.aspx


 

 

 

this challenge ARISE will work with the BUILD UP Skills advisor-app. Where upskilling 
resources will be linked with the ARISE qualification framework and a skills maturity 

assessment. There are orders of engineers and architects, which are organized at the 
national level. Architects have an obligation to continue training which is acquired 

through training credits issued to activities officially recognized by the orders but 
everyone can choose the initiatives they want and it is not required to pass any tests to 

demonstrate that they have acquired new skills. For non-compulsory "continuous 
training" activity, such as the one performed by the producers of materials and 

technologies, there is no trace except by going to the individual branch registers or 
companies and registers such as buildingSMART. Although for construction, maintenance, 

installations and grid maintainers there is a trend towards more integration of registers 
including non-compulsory proofs. Examples of these are www.centraalregistertechniek.nl 

and the Digital Skills Passport initiative 

Also the Netherlands has a fertile ground for cooperation between education and 

business. Katapult is a network of more than 450 partnerships between education and 
business and is continuously growing. The aim is to improve cooperation between 

education, business and society. This is done, for example, by professionals from the 
business world who provide lessons. Or by students who do research for an SME during 

their studies. 124,000 students, 12,000 companies and 8,000 lecturers are now 
participating in these partnerships, also known as Centers of expertise, Centers for 
innovative craftsmanship and other forms of collaboration in vocational education. 

 

1.5. North Macedonia 
For North Macedonia, the CEDEFOP website provides no data. 

Therefore, data from the European inventory for NQFs, for North Macedonia (2020) 

(https://www.cedefop.europa.eu/files/north_macedonia_-
_european_inventory_on_nqf_2020.pdf ) are quoted in the section below. 

Important lessons and future plans The Comprehensive education strategy for 2018-25 
identified the further development and sustainability of the NQF as a national priority, 

acknowledging a number of challenges, including funding and legislative arrangements, 
capacity building, stakeholder engagement and cooperation.  

The existence of a legislative gap between the implementation of pilot initiatives and 
their scaling up at national level is considered to be a common reason across such pilots 

for limited impact of reforms. The current review of different legislative frameworks is 
addressing different new policies (e.g. review of the adult education law for the 

introduction of VNFIL), but there are still contradictions and inconsistencies between the 
NQF law and other relevant legislation.  

Further efforts are needed for qualifications to become more responsive to the labor 
market and individuals’ needs. Insufficient involvement of stakeholders representing the 

labor market and a need to take labor market information more into account remain a 
challenge.  

Adult education programmes are still to be better placed within the qualification system. 

Their features – they are linked to occupational standards, follow a common structure, 
and are designed using learning outcomes – fit them for the vocational qualification type.  

https://busleague.eu/build-up-skills-advisor-app-upskilling-made-easy/
https://busleague.eu/build-up-skills-advisor-app-upskilling-made-easy/
http://www.centraalregistertechniek.nl/
http://www.centraalregistertechniek.nl/
http://www.centraalregistertechniek.nl/
https://www.volandis.nl/kijk-vooruit/digitaal-skills-paspoort
https://www.volandis.nl/kijk-vooruit/digitaal-skills-paspoort
https://www.wijzijnkatapult.nl/
https://www.wijzijnkatapult.nl/


 

 

 

Adult education programmes leading to vocational qualifications that are included in the 
NQF could ensure better links with VNFIL arrangements, strengthen the involvement of 

the private sector and address fragmentation of the adult education offer.  

During 2020, Covid-19 caused some education and training programmes to slow. 

Ensuring the financial and human resources for the functioning of the newly established 
NQF structures, and ensuring coordination and coherence of the different actions and of 

the multiple projects aimed at reforming VET qualifications in line with NQF principles, 
are factors that will impact the extent to which the NQF will be successfully implemented 

The gap that has been identified during this ARISE report development, will be further 
used in the project course, for pointing out and discussion with national stakeholders and 

authorities, in order to approach and apply the CEDEFOP comprehensive methodology of 
European Skills Index, in line with the country’s commitment to implement green and 

digital transition by reinforcing its education sector. 

 

1.6. Portugal 
In the green box, the content downloaded from the CEDEFOP website is reported. After 

the box, a possible explanation of the values found in the CEDEFOP website is reported. 

 

Portugal ranks 24th in the 2022 release remaining at the same position as in 
2020 and occupying the last position in the “middle-achieving” group. It ranks 

27th in skills development, 21st in skills activation and 24th in skills matching. 

Portugal ranks 27th in skills development, with an average performance in 
the training and tertiary education sub-pillar, where the best result is obtained 

in both “reading, maths & science scores (aged 15)” and “recent training” 
(rank 16th). The worst score is in “upper secondary education (and above)” 

where Portugal ranks 31st. 

Portugal ranks 21st in skills activation. It obtains a very good score for the 

activity rate of the older cohort (25-54), where it ranks 5th, but the other 
indicators are in the lower half of the ranking (the lowest ranking being 25th 

in “recent graduates in employment”). 

Portugal ranks 24th in skills matching. It has a good score in “low-waged 

earners (ISCED 5-8)”, ranking 6th, but it ranks in lower positions than 16th 
in all the other indicators in this pillar. 
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1.7. UK 
In the green box, the content downloaded from the CEDEFOP website is reported. After 
the box, a possible explanation of the values found in the CEDEFOP website is reported. 

 

The United Kingdom ranks 22nd in the 2020 release remaining at the same 

position as in 2020. With wide difference in scores among the three pillars, 
the overall score places United Kingdom in the “middle-achieving” countries 

group at EU level. 

For the skills development pillar, the United Kingdom ranks 20th with the 

lowest performance in the pillar for the indicator “pre-primary pupil-to-
teacher ratio” (rank 29th). Among the other indicators in the pillar, the United 

Kingdom is performing better in “high digital skills” (rank 5th). 

For the skills activation pillar, the United Kingdom ranks 12th, with high youth 

activity rate, i.e. activity rate (aged 20-24) ranks 4th. In 2020 the country 
also scores well for “recent graduates in employment” (rank 12th) but 

performs relatively poorly in “early leavers from training” (rank 22nd) and 
“activity rate (aged 25-54)” (rank 17th). 

For the skills matching pillar, the United Kingdom ranks 26th, with low scores 
for all indicators (ranking lower than the 20th position) in the pillar except for 
the “long-term unemployment” indicator where it ranks 4th. 
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All following information is in accordance  to data supplied on the Vocational education 
and training in Europe | United Kingdom | CEDEFOP (europa.eu). 

There are some consideration when considering the the Vocational education and training 
( VET) number and statistics values, as follows: 

 

Context of VET in the UK 

“VET in the UK: 

● skills development is a major priority of all four countries; 
● there is an increased demand for apprenticeships and skills-for-work; 
● across the UK there is a high participation rate (66%) in adult and continuing education; 
● early leaving from education and training has decreased in the last decade and is 

slightly above the national target set at 10%. 

Different systems governing bodies in the 4 UK regions 

“The UK government has devolved decision-making powers in several areas of policy 
responsibility, including governance of VET, to the administrations in Scotland, Wales and 
Northern Ireland. (...) reforms are creating greater divergence and the Scottish system has 
always been different in many ways from those of the rest of the UK. 

England, Scotland, Wales and Northern Ireland have different governance, regulation and 
quality assurance bodies. (...) 

There is a complex institutional framework in the UK VET sector, with the policymaking 
authority for VET “ 

The qualifications market in the UK is jointly driven by government policies and private 
interests. This has led to a large choice of qualifications and awarding organisations. 

 

Demographics impacts 

“Demographic changes have an impact on VET. 

The amount of job roles requiring intermediate and higher skills and education is rising in the 
UK and it is expected that it will become even more important to possess specialist skills and 
higher education in the coming years, in order to qualify for a more technologically advanced 
labour market. 

The demographic trend towards an ageing population raises challenges for VET.  

There may need to be a renewed focus on adult education and upskilling to keep up with the 
needs of the labour market. ‘As working lives are getting longer and the pace of technological 
change is increasing, the number of significant changes an individual will have to adapt to during 

https://www.cedefop.europa.eu/en/tools/vet-in-europe/systems/united-kingdom-2019
https://www.cedefop.europa.eu/en/tools/vet-in-europe/systems/united-kingdom-2019


 

 

 

their working life will increase.’ 

Furthermore, efforts to curb immigration may result in a need to supply a greater number of 
intermediate skilled workers from the native labour force. The UK has relied on EEA skilled 
labour and curbs on immigration will impact on the skills profile of the workforce. “ 

 

UK The education and training system comprises: 

● preschool education (ISCED level 0); 
● primary education (ISCED level 1); 
● lower secondary education (ISCED levels 2 and 3) 
● upper secondary education (ISCED 4); 
● higher/tertiary education (ISCED levels 5, 6, 7 and 8). 

Pre-school education is provided in nurseries and children centres (years 0-5) (years 0-4 in N. 
Ireland). 

Primary education is offered in schools: 
● from age 4 for 7 years in N. Ireland; or 
● from age 5 for 6 years in England and Wales; and 

● from age 5 for 7 years in Scotland. 

Secondary school starts after completion of primary schooling. Lower secondary programmes 
last: 

● three years (grades 7-9) (Key Stage 3) in England, Wales and Northern Ireland; or 
● two years (grades 8-9) (National 1-4/Intermediate 1) in Scotland. 

Upper secondary programmes (grades 10 and 11) are available to learners over 14. (Key Stage 
4 in England, Wales and Northern Ireland and National 5/ Intermediate 2 in Scotland). 

[….] 

Education or training is compulsory from the age of 5 (4 in N. Ireland) up to age 16 (18 in 
England). 

There is a range of education and training providers within the UK VET sector. In England, Wales 
and Northern Ireland, providers include lower secondary schools, school sixth forms, sixth form 
colleges ([22 ]), further education (FE) colleges ([23 ]) and higher education institutions (HEIs) 
in addition to private training organisations and work-based learning providers ([24 ]). 

Most VET programmes can be accessed from age 15/16, although learners can be introduced 
to VET earlier after dropping out of compulsory schooling or combining vocational subjects with 
general secondary study.  



 

 

 

Vocational education and training (VET) is available at secondary and higher education levels in 
the UK; (EQF levels 2 to 7). 

Vocational education and training (VET) is available at secondary and higher education levels in 
the UK; (EQF levels 2 to 7).  

Most VET qualifications are taken at EQF level 3 and EQF 4 ([25 ]) in the further education (FE) 
sector ([26 ]). 

VET qualifications exist in a wide variety of sectors and prepare learners for work and further 
study. Programme duration varies by subject area, level of study and type of learning and is 
between one and four years. 

School-based VET is provided in schools and colleges and includes: 

● predominantly school-based programmes that combine general academic study with 
VET elements; 

● broad VET programmes ([27 ]); 
● specialist occupational programmes; 
● work-based learning (technical and occupational learning) may take place both in a VET 

provider setting and a workplace, in the following forms: 
○ (school) workshops; 
○ in-company training for VET learners; 
○ on-the-job apprenticeship training. 

Learning options in formal (school-based) VET: 

● full-time; 
● part-time (evening classes; 
● distance learning; 
● in-company training on a block- or day-release basis; 
● combined with an apprenticeship, where technical and occupational learning takes 

place: 
○ on the job, 
○ of the job. 

Apprentices are employed and are taught core, transferable skills. A national qualification is 
awarded upon completion ([28 ]). 

Adult and continuing education is part of the formal education system, but is also offered as 
non-formal training by employers and training providers: 

● in formal VET, the same learning options apply for adults as for minor learners: 
○ full-time; 



 

 

 

○ part-time; 
○ dual (apprenticeship) learning; 

●   
○ distance learning; 

● non-formal training is delivered: 
○ on-the job; 
○ off-the job. 

Main vocational qualifications offered in the UK ([29 ]) 

In England, Northern Ireland and Wales: 

● GCSEs: General Certificate of Secondary Education (RQF/CQFW levels 1 and 2 
corresponding to EQF levels 2 and 3 respectively). GCSEs in vocational subjects are 
available in all three countries; 

● BTEC: Business and Technology Education Council qualifications RQF level 2 are 
offered in England, Northern Ireland and Wales (see also; Pearson What is a BTEC?) 

○ BTEC Awards; 
○ BTEC National Awards; 
○ BTEC First Awards. (Pearson. About BTEC Firsts); 
○ BTEC certificates; 
○ BTEC Diplomas. 

● NVQ: National Vocational Qualifications are competence-based, practically oriented 
qualifications that are based on National Occupational Standards and often assessed 
in the work place. NVQs sit within the RQF (Regulated qualifications framework in 
England and N. Ireland in place since 2015) and CQFW (Credit and qualifications 
framework of Wales). 

In Scotland: 

● SVQ: Scottish Vocational Qualifications (SVQs) are competence-based, practically 
oriented qualifications that are based on National Occupational Standards and often 
assessed in the work place. SVQs sit within the SCQF(Scottish credit and qualifications 
framework). 

● National Certificates are offered in both vocational and academic subjects mostly in 
full-time education 

● NPAs: National Progression Awards are usually short, more flexible programmes for 
employees or people returning to work, though are also taken as part of a wider 
curriculum of qualifications within the school or college setting 

[National Certificates and National Progression Awards are National Qualifications Group 
Awards in which students accumulate credits towards distinctive group awards (EQF level 3 
programmes). They allow entry to more advanced study and employment.] 

● Professional Development Awards 

https://qualifications.pearson.com/content/dam/pdf/btec-brand/BTECbrand/W984_a%20BTEC%20ICB%20what%20is%20btec%20ipdf.pdf
https://qualifications.pearson.com/en/qualifications/btec-firsts/about.html


 

 

 

● HNCs: Higher National Certificate 

● HNDs: Higher National Diploma 

BelfastMet,  as the biggest FE and HE College in Northern Ireland offers a series of vocation 
training at several EQF levels, including constructions and digital technology course  

 

In the context of the AEC vocational sector,  we currently deliver Construction FE and HE 
training, including a set of vocational courses in BIM, result of BIMcert Project, which can be 
integrated and expanded in ARISE. 

In the 2020 BIm adoption report by NBS, in the NBS National BIM Survey 2020 , it was found 
that “Although momentum of BIM users may appear to have stalled slightly over the last 
two years, of the 27% not using BIM, 72% suggest they will use it for projects within the next 
five years.” 

Despite Training in BIM being integrated in the curriculum of some HE courses, such as 
Foundation Degrees in Construction technology and Architectural technology, Foundation 
Degree in Civil Engineering, among others; there is still demand in N.I for those upskilling 
with the active workforce. We have noticed in NI that there is still a demand for training in 
BIM for example, from basic concepts to practical modeling. Based on BMC learner 
demographics for such vocational course, its mainly employed learners, in mostly design 
positions requiring upskilling and transition from 2D CAD based workflows to BIM. 

During 2020, Covid-19 caused some education and training programmes to slow. A report 

from the british council  Vocational training and education changed forever due to the 
pandemic | British Council states  that covid 19 pandemic affected vocational training 

delivery  

A report from the OECD (2021), Implications of the COVID-19 Pandemic for Vocational 
Education and Training, OECD Publishing, Paris, https://doi.org/10.1787/55afea00-en.  
mentions negative impacts of the pandemic and prefer that  digital learning environments 
that most education institutions had to rely on during closures don’t work as well for 
practice-oriented learning  

However, In Northern Ireland, BelfastMet, and in relation to our construction and BIm training 
we continued to deliver as before.  

The work that had been developed previously in BIMcert, had equipped Belfast Met 
construction Department to enact online training with relative speed and success. 

The practical physical disciplines training were the ones that suffered some set back ( 
example surveying, etc) 

Other NI Colleges also transition to Online delivery during Covid with relative success. 

We have now, as in other regions, resume face to face teaching. 

 

https://www.britishcouncil.org/organisation/press/vocational-training-and-education-changed-forever-due-pandemic
https://www.britishcouncil.org/organisation/press/vocational-training-and-education-changed-forever-due-pandemic
https://doi.org/10.1787/55afea00-en


 

 

 

 

Prior recognition of skills  

There are generally less transfer opportunities to further and higher education for 
qualifications obtained outside a formal qualifications framework in the UK. Recognition of 
Prior Learning (RPL) is granted at institutional discretion based on the RPL policy of 
individual awarding organisations in England. 

Guidelines for the Recognition of Prior Informal Learning form part of the SCQF ([112 ]) in 
Scotland. There was previously a RPL network connected to the Scottish Credit and 
Qualifications Framework Partnership which published a RPL toolkit ([113 ]) and an online 
guide that aims to increase and improve recognition of non-formal and informal learning as 
well as formal learning. While the RPL Network is no longer in operation, the tools and 
supporting workshops continue to be available. 

In England, RARPA (Recognising and Recording Progress and Achievement in non-
accredited learning) was furthermore devised by the National Institute of Adult Continuing 
Education (now: the Learning and Work Institute) and the former Learning and Skills 
Development Agency to aid recognition and validation of learning that does not lead to a 
formal award. RARPA includes a staged process in assessing individual learners’ 
achievement by taking into consideration their starting point, identification of learning 
objectives, recording of progress and end of programme assessment. 

Lifelong Learning mechanisms have been developed to allow non-formal education and 
training, such as community learning, in-company training and continuing professional 
development, to be recognised in accordance with the high level principles of the Credit and 
Qualifications Framework of Wales ([114 ]). 

The Department for the Economy in Northern Ireland aims to encourage more people, who 
may have less in the way of formal qualifications, to consider applying for places in higher 
education on the basis of accredited prior experiential learning (APEL). The Northern Ireland 
University and College Accreditation of Prior Experiential Learning (APEL) Guidelines ([115 ]) 
were developed to facilitate entry to higher education – particularly Foundation degrees – 
for those who lack the required formal academic qualifications for higher education entry by 
accepting vocational qualifications and experiential learning partly or in full. The guidelines 
were endorsed by the universities and college sector and draw upon good practice within 
the sector and across the UK. 

For more information about arrangements for the validation of non-formal and informal 
learning please visit Cedefop’s European database ([116 ]). 

 

 

 

 



 

 

 

 

 

 

 

2. Conclusion 
The report published by CEDEFOP is a very valid mean to have a general picture of the 

European skills index (ESI) which measures countries’ “distance to the ideal” 
performance. Nevertheless, there are two main problems: 

• Not all the countries are monitoring the different kind of education, training and 
life-long learning therefore the results do not always represent the reality 

• It would be more interesting, for the ARISE project, to have the same indicators 
only for the building sector where we are afraid that the situation is even worse as 

in this sector there are more workers that have poor education or even no 
education at all. 

We therefore believe that it is necessary to find a new way to evaluate the competences 
especially among the workers of the building industry. Many workers learn by doing and 

not by going to specific courses. The ARISE platform could be considered the tool to 
evaluate their competences and to push them to LLL to remain in the labour market and 
even improve their salary.  

In the last deliverable of the working package on Benchmarking Energy & Digitalisation 
Skills, we will propose a roadmap that starts from the situation identified in the CEDEFOP 

report and the consideration reported in the other reports of this working package. We 
will identify the actions needed to have a workforce ready to fight the climate changes 

and obtain a zero energy built environment. 
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