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WP3 - National survey – Report 

Existing technology for competence balancing of 
individuals and skills management in companies 
 
 

Introduction 
 
Changes in society, technology and economy are accelerating in speed. The assumption in the 
economy, especially by the global players and in the academic world, is that one half of the know-
how becomes obsolete within five years. At the same time the current know-how doubles. The gap 
between acquired competences and sought-after competences is increasing. As a result, there is a 
high demand for more flexible and higher-level competences and skills of individuals. A survey, 
conducted by the polling institute forsa, indicates the currently most asked competencies by the 
employers. They are: ability to cope with change, digital social competence, abstraction and analytic 
competences, self-organisation and learning to learn-competence. Although the companies are 
looking for professionals with these competences, career guidance counsellors often aren’t able to 
deal with them, since instruments to support the development of these new skills are still based on 
old principles: 
 

 Companies or other employers use simple, one dimensional techniques to identify training 
needs of employees or skills demands of specific workplaces – if they analyse such demands 
at all. 

 Career guidance and counselling is based on standard procedures or tests and non-
individualised information is provided to those looking for new opportunities. Most 
counsellors – public as well as personnel developers in companies – focus on formal 
competencies and leave informal and non-formal competencies aside.     

 Education “educates” the labour force instead of “developing” it. 
 Communication, cooperation and coordination between different actors rarely take place. 

 
In the framework of the BRIDGE+ project, the participating municipalities, regions and their partners 
aim at building up, testing and implementing new strategies of skills development on a regional level 
– supported by innovative technology. These regional initiatives shall include relevant groups of actors, 
above all companies, career guidance organisations, educational institutions and individuals, and 
interlink them in the framework of personal and virtual networks and platforms. In trainings, these 
actors will learn how to use innovative technology for competence management and career guidance 
according to their needs. They will also be motivated to use the tools as “BRIDGES” to the partners, 
allowing a constant dialogue on future work and learning – the most important pillar of labour market 
skills intelligence.  
 
The BRIDGE+ project establishes concepts of regional skills development and guidance supported by 
digital infrastructures. 
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Existing regional career guidance networks will get better access to innovative technology such as 
competence balancing software, skills management systems for companies, Europass features etc. In 
pilot initiatives, these tools will be linked by technical interfaces on regional digital platforms. 
 
In trainings, users will not only learn when and how to use the IT tools, e.g. to make formal, non-formal 
and informal competences of individuals visible. They will also be motivated to use the tools as 
“BRIDGES” to the partners, allowing a constant dialogue on future work and learning – the most 
important pillar of labour market skills intelligence. These concepts will involve relevant regional 
actors, above all career guidance institutions, but also employers and their Chambers/associations, 
education and training institutions, the political level and individuals. 
 

Workpackage 3:  
 
Work package 3 is about exploring the state of play of competence balancing and skills management in the 
participating countries, regions and municipalities. It aims at analysing, testing and evaluating: 

- Tools used for competence and skills analysis of individuals. 
- Tools for analysing skills-demand at specific (future) workplaces. 
- Calibrating EU key-competences with generic competences, with a focus on the competences 

demanded with priority by companies. 
- Improving the understanding between the different stakeholders on personalised learning and 

Validation of Prior Learning (VPL). 
 
The results of WP 3 are a collection of local experiences and practices from the partners countries on: 
a. The use of VPL and transversal skills, i.e. procedures for building transparency and trust between the 

owner of the competences and the other stakeholders (work, education, intermediaries); the use of 
transversal skills standards/frameworks; the application in ECVET and EQF. 

b. Examples of good practice from career guidance services and company internal HRD and the support of 
IT-based approaches, methods and instruments. The relationship between the skills / competence 
supply (the employees, jobseekers, volunteers) and the skills/competence demand (enterprises, 
volunteer organization) and analysing the formal and informal personalized learning pathways. 

c. The kind of competences / transversal skills are seen as relevant for the individual and for the 
companies. 

d. Procedures and models that have been adopted for VPL and competency frameworks in the partners’ 
countries and how is it used in career guidance. 

e. Recommendations on the technology options for career guidance as well as a list of success factors for 
skills development on regional level. 

 

Guidance  
 
The country template aims at covering the state of play in national policies, framework conditions, main 
target groups and other general tendencies related to the use of competence balancing and skills 
management. The aim is to gain an overview on the situation and the main tendencies in a country, 
concerning national context, VPL and CG systems, methodology and processes. The regional context comes 
into view by describing case studies, highlighting the contextualisation and implementation of the national 
policy in ‘real’ activities. 
  



 

Bridge+ national survey v2.2 – DRAFT  3 | Page 
 

 

Content 
 

Introduction ..................................................................................................................................................... 1 

Workpackage 3: ............................................................................................................................................... 2 

Guidance .......................................................................................................................................................... 2 

Content ............................................................................................................................................................ 3 

1. National policies - context and framework ................................................................................. 4 

1.1 Objectives of VPL/CG ............................................................................................................. 4 

1.2 VPL/CG as a process .............................................................................................................. 5 

1.3 VPL/CG in ‘the learning triangle’ ........................................................................................... 6 

1.4 Country-analysis of VPL/CG in BRIDGE+ countries ................................................................ 8 

2. VPL and CG systems .................................................................................................................. 11 

2.1. The links of VPL and CG to qualification profiles (NQF’s, VET, higher education) and/or 
function profile-systems like HRM? .................................................................................. 11 

2.2. The main stakeholders and the main target groups for VPL and CG ................................ 13 

2.3. The strengths of VPL and CG systems ............................................................................... 14 

2.4. The weaknesses ................................................................................................................ 15 

2.5. The opportunities .............................................................................................................. 15 

2.6. The threats ........................................................................................................................ 15 

3. Methodologies and processes .................................................................................................. 17 

3.1. Methodologies and tools that are applied in competence balancing [VPL] and skills 
management [CG] ............................................................................................................ 17 

3.2. The processes in which these methodologies and tools are applied ................................ 22 

3.3. Examples of tools used in country’s VPL/CG ..................................................................... 23 

3.4. The experts in competence balancing (VPL) and skills management (CG) (or the 
professionals working with the methods and tools) ......................................................... 26 

3.5. Expert competence-profile and certification-program ..................................................... 27 

3.6. What can beneficiaries do with the results? Are the results valid on 
national/sector/company level? ....................................................................................... 27 

3.7. Are transversal skills included in VPL and CG-processes? ................................................. 28 

3.8. Technological features of VPL and CG .............................................................................. 29 

4. Regional case studies ................................................................................................................ 31 

References ..................................................................................................................................................... 42 

 

  



 

Bridge+ national survey v2.2 – DRAFT  4 | Page 
 

 

1. National policies - context and framework 
 
National policies/strategies on competence balancing are based on the synergy of linking validation of prior 
learning systematics (VPL) with career guidance services (CG): 
- Career Guidance aims at providing career development support for individuals of all ages, at all career 

stages. It includes careers´ information, advice, counselling, assessment of skills, advocating and 
mentoring. 

- Validation of prior learning is defined as the process by which an authorised body confirms that an 
individual has acquired certain learning outcomes against a relevant standard. 

The synergy between career guidance and validation of prior learning can be observed from the 
perspectives of either ‘validation of prior learning in career guidance provisions' or ‘guidance in relation to 
validation arrangements. 
 

1.1 Objectives of VPL/CG 
 
The linkage of VPL and CG as an organising principle of lifelong learning, reflects the change towards a 
learning society in which the individual learner has ánd can take more responsibilities for her1 own, personal 
learning process (OECD, 2004; Duvekot, 2014). It also means that the individual learner changes the existing 
‘balance of power’ in learning processes because she will be steering lifelong learning too with her portfolio. 
In this portfolio, the learning outcomes that she has achieved are documented together with the relevant 
evidence. In many cases the portfolio - containing evidence and reflection of personal learning 
achievements – might even encompass an action plan for personal development. Such personalised 
portfolios create a new balance within learning as a process and contribute to the individual’s social identity 
and career perspectives; above all, they show the roadmap for personal development in the contexts of 
work, education/training, social activities and private life. 
 
The emphasis on learning outcomes is in line with the development of common structures of education and 
training across Europe and is associated with the European Credit Transfer System (ECTS) and the European 
Qualifications Framework (EQF) (CEC, 2006a, 2006b). Thus, VPL/CG as such contributes to the removal of 
barriers for access to learning opportunities and for the mobility of labour between countries and between 
sectors. At national levels, learning outcomes are crucial for modernising qualification systems and 
frameworks, stimulating economic development and promoting social cohesion and citizenship. These 
goals are shown in Figure 1 on next page 
Important conditions for creating a learning society in which these goals can come to full bloom, are: 
1. A transparent, output-oriented knowledge infrastructure. 
2. Creating trust by (a) focusing on the already available quality-system based on the judgement of the 

existing assessment processes used by schools, colleges and universities and (b) prospective quality-
management by introducing external peer-reviews on quality-issues for the future. 

3. A transparently structured education sector, that allows a flexible flow of participants from one layer of 
sector to another, both intra- as well as inter-sectoral. 

4. Universal, transparent and interchangeable procedures and reports on valued competences. 
5. Close relations between educational institutions and their associates/partners (enterprises, government 

institutions, institutions in the field of (re)integration of unemployed into the labour market). 
6. Creating possibilities for developing and executing individual tailored learning paths. 
7. Facilities for financing flexible, tailor-made individual learning routes, such as an individual learning 

account. 

                                                           
1  Let’s be clear: whenever the reader encounters words like ‘her’ and ‘she’, (s)he may also read ‘his, ‘him’ and ‘he’. 
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8. Clear communication to citizens about the technical and financial arrangements for education and for 
VPL/CG. 

9. An individual right for portfolio-assessment and career-advice, linked to a VPL/CG-process. 
 

Figure 1. Objectives of VPL/CG (Duvekot, et al, 2007) 

Individual 
Stimulating ownership and self-investment in learning; demonstrating personal learning 
outcomes; building up a learning biography or portfolio. 

Organisation 
Building up competence management and facilitating employees’ self-investment and 
articulation of competences; designing lifelong learning strategies in Human Resource 
Management. 

VET/HE 
Matching learning to real learning needs; offering learning-made-to-measure; focus on 
learning outcomes; facilitating lifelong learning strategies. 

Civil Society 
Activating citizenship; transparency of learning outcomes in the civil society; linkages with 
other perspectives (qualification, careers) 

Macro-level 
Concerns policies of governments and social partners and their responsibilities for creating 
favourable conditions for lifelong learning through laws and regulations. 

 

1.2 VPL/CG as a process 
 
The starting point of VPL/CG is that initial training for a career no longer suffices. It is important to 
acknowledge that competences (knowledge, skills, attitude, aspirations) are constantly developing. This 
means recognizing that one always and everywhere - consciously and unconsciously – learns through: 
- formal learning, which occurs in an organised and structured context (in a school/training centre or on 

the job) and is explicitly designated as learning (in terms of objectives, time or learning support). Formal 
learning is intentional from the learner’s point of view. It typically leads to qualification or certification. 

- non-formal learning, which is learning embedded in planned activities not explicitly designated as 
learning (in terms of learning objectives, learning time or learning support) but with an important 
learning element. Non-formal learning is intentional from the learner’s point of view. It typically does 
not lead to certification. 

- informal learning, which results from daily work-related, family or leisure activities. It is not organised 
or structured (in terms of objectives, time or learning support). Informal learning is in most cases 
unintentional from the learner’s perspective. It typically does not lead to certification (Cedefop, 2009). 

 
VPL/CG is a process that strengthens the role of the individual in shaping her lifelong learning. It can 
demonstrate the outcomes of learning in terms of profit (status, money), efficiency (time, customisation), 
and enjoyment. The learning-programme-independent nature of the assessment enhances the effects that 
VPL/CG can create for personal objectives in terms of qualifications, career development and personal 
meaning. In general, VPL/CG consists of five consecutive phases (Duvekot, 2016): 

1. Engagement focuses on being aware that someone has already acquired many formal, non-formal and 
informal learning experiences that might be valuable. A person can exploit these competences through 
self-management. A wide range of aspirations may be achievable thanks to a person's experience and 
can therefore be deployed to determine an individual learning objective. Such learning objectives 
range from activation in the person’s private life, empowerment, personal development and career 
development in education and occupation to creating flexibility and mobility in order to access or 
move up the job market.  

2. Recognition and documentation focus on identifying and organising individual learning experience and 
relating them to personal competences. The description of these competences acquired through paid 
and voluntary work, qualifications, leisure activities, etc. is recorded in a portfolio. The portfolio is 
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supplemented with evidence backing this up, such as certificates, job reviews, references, documents, 
videos or pictures which substantiate the claim of possessing certain competences.  

3. Under assessment, the content of a portfolio is assessed and evaluated. Assessors compare the 
competences of an individual with a selected yardstick that is used as a reference for the intended 
learning objective. Depending on the yardstick used, this comparison is used to draw up an advisory 
opinion on possible validation at personal, organisational, sectoral or national level in the form of 
certification, career advice or personal valuation. The advice is based on the output or learning 
outcomes to be validated and presented by the individual at the assessment. This output is used as a 
basis for drawing up advice on how somebody can cash in on her development, and subsequent steps. 

4. The impact of VPL/CG is focused on validating the assessment advice in terms of cashing in (direct 
impact), possibly in combination with designing specific learning packages and/or work packages 
(indirect impact). In the context of ‘learning’, a benefit could be the formal acquisition of exemptions 
or an entire qualification. In the context of ‘work’, it might involve being allocated a particular job, a 
promotion or a horizontal (same job level) or vertical (another job level) move. Finally, the benefit may 
also be something more personal, such as creating a personal profile, self-empowerment, or a vision 
on personal development. Benefits may create direct or indirect effects. The difference can be 
described as a cashing-in effect or development-orientated effect.  

5. The last phase entails anchoring, or structural implementation of VPL/CG in all areas of the individual’s 
life. The results of an VPL/CG approach may have a structural effect on the personal and social 
organisation and orientation of all actors. At an individual level, the anchoring of VPL/CG is strongly 
related to the relevant context. Anchoring is also possible at an organisational level, especially if the 
organisation wants to be able to use VPL/CG structurally for specific purposes in the context of human 
resources and learning strategies.  

 
Figure 2 presents the five phases of the VPL/CG-process in their sequentiality. Making optimal use of the 
process requires going through the first three steps to reach direct impact in the 4th phase. For structurally 
anchoring the impact in the learner’s context it is essential to embed VPL/CG-systematics in the processes 
of learning (VET, HE) and social systems (HRM, occupational). After completing a VPL/CG-process a learner 
might set-up a new process with new learning objectives. This is how VPL/CG supports lifelong learning 
strategies that essentially are recurrent and enriching a person’s experiences and activities in the learning 
society. 
 
Figure 2. Phases of the 
VPL/CG-process 
(Duvekot, 2016) 

 
 
 
 

1.3 VPL/CG in ‘the learning triangle’ 
 
The main assumptions on the interlinkage of VPL and CG are that: 

1. VPL/CG puts people into a position where they realise that they already possess valuable learning 
experiences, which they can exploit to shape personalised learning. 

2. Learning usually takes place in a variety of contexts, but is ultimately carried out by the learners 
themselves, in consciously or unconsciously created learning situations. 

3. VPL/CG is about ownership of the value of one’s learning experiences and the further development 
steps a learner can (co-)design for a variety of learning purposes: employability. Social inclusion and 
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participation, empowerment, mobility, qualification, enjoyability, etc. VPL/CG supports this ownership 
by demonstrating personal value and ambition to the learner and by capacitating the experts in the 
learning and social systems to be able to facilitate and support the learners in their ambitions. 

4. There is more to learning than just education, which implies that schools should be able to capitalise 
on learner’s extracurricular learning experiences. This means, being aware of and able to afford the 
value of what someone already has learned and determining what can be learned next. This awareness 
is based on the acquisition of learning and participation in learning. Ideally, awareness, acquisition and 
participation are the successive stages that a person should go through to undergo any form of 
personalised learning in which VPL and CG are the main drivers. 

 
The context for applying VP{L/CG best for the purpose of inclusion of all citizens is made up of the dialogues 
in a ‘learning triangle’ with three main actors: ‘the learner’ as competence bearer with a personal 
competence standard (PS) or portfolio, ‘the employer/organisation’ as competence requester with 
occupational standards (OS) and ‘the school’ as competence enricher with qualification standards (QS). See 
figure 3 for these interlinked positions in the triangle. The last two actors might also fulfil each other’s roles 
as ‘requester’ and ‘enricher’. The connection between these actors when managing learner’s demand for 
learning creates a dialogue on how to match learning demand by making transparent which learning 
outcomes – with respect to the articulated learning objective of the learner - have already been achieved, 
what learning is still needed/demanded and how to fill-in a personalised learning strategy. 
 

Figure 3. The learning triangle, managed by VPL/CG-systematics (Duvekot, 2016) 

 
 
A learner’s agency articulates the possibilities which, in principle, exist between the actors in this ‘learning 
triangle’. This basically means that linking citizens by implementing VPL/CG-systematics for the sake of a 
personalized learning road for the sake of any form of inclusion or participation in a country, obliges 
everyone to be aware of the value of various stepping-stones in this process: 

1. Raising awareness of the necessity and opportunities of lifelong learning for learners in any given 
context is at the heart of the process of validating personal (prior) learning experiences. Without this, 
learning or working perspectives will remain school- or company-steered and cannot effectively be 
based on individual talents and ambition. 

2. The portfolio is introduced as the red thread in the process. The portfolio is designed and filled with 
personal ‘value’, its content is assessed, and an advice is added on how to reach out to qualification- 
and/or career-opportunities. The portfolio is subsequently enriched by further learning experiences, 
tailored to personal career needs, style and context. Finally, after successfully finalising the 
personalised learning trajectory, the entire process of validation, then, can become recurrent since 
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the new learning or development results will be added to the original portfolio. This enriched portfolio 
might be the basis for new development steps and start a new VPL/CG process. This can be called the 
"portfolio-loop” (Duvekot, 2016). 

3. Self-assessment is a crucial element because without this a learner can only partially become co-
designer of her personal development. A learner needs to be focused on her own prior learning 
achievements before linking to a pre-set standard in learning or social processes. Self-assessment or -
reflection aims at personal development, career-planning and/or creating flexibility and mobility of 
the learner. It adds value by providing the basis for learner-steered development and career-planning, 
stimulating self-reflection on personal development, supporting self-managed learning and acting and 
stimulating learners to document continuously their professional- and personal development. 

4. The role of the assessor is vital for starting up personal development. Reliable assessment is the bridge-
builder in the learning triangle between the PCP of the learner and specific development steps linked 
to QS’s or OS’s, advised by the assessor. An assessor has three main functions: (1) raising levels of 
achievement, (2) measuring this achievement reliably and (3) organising the assessment cost-
effectively. Assessment is the judgement of evidence submitted for a specific purpose; it is therefore 
an act of measurement. It requires two things: evidence and a standard scale (Ecclestone, 1994). 
Evidence is provided with the portfolio of the learner. The standard that will be met, depends on the 
specific learning objective. This means that the assessor has to be flexible with regard to the diversity 
of learning objectives in order to provide learner-oriented validation and/or valuation. Good quality 
and a high success-ratio of further development steps depend on a good assessor. 

5. Regarding the development-steps one might say that, when following the personalised path of VPL/CG, 
lifelong learning is extended to a wider range of objectives from learning to certification/qualification 
and from learning to empowerment and employability. This calls for strong involvement of the learner 
herself and of stakeholders that are involved in establishing systems for VPL and CG like 
‘educationalists’ and ministries but also employers and trade unions. 

6. Proper evaluation and feedback are necessary to structurally anchor or embed the process into 
personal behaviour and in learning and social systems.  

 

1.4 Country-analysis of VPL/CG in BRIDGE+ countries 
 
The added value of the phasing in the analytical framework for the country-analysis of VPL/CG in the 
BRIDGE+ project with the 5th phase of ‘sustainable anchoring’ is that it broadens the focus of the analysis 
to two levels: the system-level and the individual level. The long(er)-term impact of VPL/CG for target 
groups is important for the analysis since certification in itself is valuable but only holds a short-term impact 
when the certificated citizen doesn’t link it to more sustainable social and economic participation in the 
country. The 5th phase therefore helps distinguishing the various ways in which VPL/CG can be anchored in 
all areas of individual lives and in supportive systems of education/training and on the labour market. 
 
The country analysis is essentially a system analysis of the features of operational VPL/CG-systematics 
within national domains for learning (qualification standards/frameworks, non-formal education), working 
(Human Resources Management systems, 3rd sector systems, occupational standards) and living (civil 
society standards, citizenship, ‘Bildung’, personal life). The input comes from the 7 countries in the BRIDGE+ 
project: Austria, Belgium, France, Germany, the Netherlands, Sweden and Spain. 
 
The data-collection was structured in generic questions covering five categories: 

A. The approach to VPL/CG on national and/or regional level as recorded in laws, creating a legal 
framework for opportunities of designing, applying and evaluating VPL/CG in the domains of learning, 
working and living. 
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B. VPL/CG offered in education by affording the linkage of prior learning outcomes to qualifications by a 
process of identification, documentation, assessment and certification of. 

C. VPL/CG offered on the labour market by social partners (employers, trade unions) for linking prior 
learning experiences to employability perspectives by means of facilitating the identification, 
documentation, assessment and certification of prior learning outcomes.  

D. VPL/CG offered in the third sector for linking prior learning experiences to civil society perspectives by 
means of affording identification, documentation, assessment and certification of prior learning 
outcomes. 

E. The funding of VPL/CG on national levels. 
 
The data from the 7 European countries were grouped in five categories with 13 distinctive aspects. This 
grouping is shown in table 1. With respect to the data some remarks: 

- Sources for this analysis are the country reports, produced in the project. 
- Some boxes might be empty due to a lack of information or unclear data. 
- When validation in education only encompasses identification and documentation of prior learning 

outcomes this generally means that only formal learning outcomes are addressed. 
- Indicator 7 on ‘certification’ might entail partial or full certification. 

 
Table 1. Country-analysis for BRIDGE+ (system-analysis) 

  

Country 
 

A B C D E 
National 
approach 

VPL/CG in education  
Labour market 
perspectives 

Third sector 
perspectives 

Funding 
VPL/CG  

Policy  Phases       

1 2 3 4 5 6 7 8 9 10 11 12 13 

Nat. Reg. NO  Eng. Doc. Ass. Imp. YES NO YES NO Nat. 
Sector/ 
NGO’s  

AUSTRIA   X X X     X X  X  

BELGIUM (NL)  X  X X X X X   X   X 

BELGIUM (FR)  X  X X X X X   X   X X 

GERMANY  X  X X   X   X  X  

FRANCE X   X X X X X    X X  

NETHERLANDS X   X X X X X   X  X X 

SPAIN X   X X   X   X  X  

SWEDEN X    X X X X X   X  X  

 
The country-analysis was carried out on the basis of a framework (see table 2) with four criteria leading to 
a classification of countries and their VPL/CG-application: 

1. The presence – or not – of a legal framework for a VPL/CG-policy. 
2. The scope of VPL/CG: integrating VPL/CG-procedure with a focus on formal, non-formal and/or 

informal learning. 
3. The funding of VPL/CG by national arrangements, NGOs and/or sectors. 
4. The linkage of the short-term impact of VPL/CG for accessing learning programmes with the longer-

term impact of perspectives for employability on the labour market or in the third sector.   
 

Table 2. Framework for system-analysis of VPL/CG-application in BRIDGE+ countries. 
 National legal 

framework 
VPL/CG on 
formal, informal 

Funding on 
national + 

Impact on 
education, 
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and non-formal 
learning 

NGO/sector 
levels 

labour market 
and third sector 

Broadly applied Yes formal, informal 
and non-formal 
learning 

national and 
NGO/sector 
levels 

All three 
perspectives 

Less broadly applied Yes formal, informal 
or non-formal 
learning 

national or 
NGO/sector 
levels 

Two out of three 

 
The data from table 1 were interpreted according to the analytical framework and led to a grouping of two 
existing systems on country-level in which the five phases of the VPL/CG-process are applied, ranging from 
broadly applied to marginally or none: 

1. Group 1 consists of Belgium, the Netherlands, France and Sweden having  
1. a favourable legal framework for applying VPL/CG in education and public and private sectors,  
2. operationalised VPL/CG in education, able to take care of prior learning experiences of formal, 

non-formal and informal nature,  
3. funding available on national and sector and/or NGO levels and  
4. opportunities for anchoring the outcomes of VPL/CG to all systems in education, labour market 

and third sector. 
2. Group 2 consists of Germany and Spain having ( 

1. a favourable legal framework for applying VPL/CG in education and public and private sectors,  
2. operationalised VPL/CG in education, able to take care of prior learning experiences of formal and 

of non-formal or informal nature,  
3. funding available on national or sector and/or NGO levels and  
4. opportunities for anchoring the outcomes of VPL/CG to only two of the systems in education, 

labour market or third sector. 
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2. VPL and CG systems 
 

2.1. The links of VPL and CG to qualification profiles (NQF’s, VET, higher education) and/or function 
profile-systems like HRM? 
 

The link with the following systems were mentioned: 
• National Qualification System (DQR, NLQF, SeQF, AT, ES) 
• Branch profiles 
• Experience certificate (Ervaringscertificaat EVC – NL) 
• (not) compulsory 
• HRM / company: 
• Certificate of professional competence V (akbekwaamheidscertificaat) 
• Real existing competences 
• Basis for taking decisions 

 
 

DE Based on descriptors of learning outcomes, the German Qualifications Framework (DQR) is 
generally open for the alignment of learning outcomes of all education sectors and is expected 
to support the permeability of the entire education system, as well as the validation of non-
formal and informal learning. Following the referencing of formal qualifications to the DQR, 
the referencing of competences acquired through non-formal or informal learning is intended 
to be the next step. (Cedefop 2016) 

AT Before the background of existing legal regulations for different educational, qualification, 
labour market etc. areas the integrating approach for all activities and processes concerning 
VPL and CG are based on the National Austrian Strategy for Lifelong Learning LLL:2020. One 
difference of linkage is e.g. that a Lifelong Guidance Strategy was developed before the 
decision of LLL:2020 and decided five years before LLL:2020. Lifelong Guidance became a core 
element of LLL:2020, as one of the five strategic guiding lines, and as element of at least 7 out 
of 10 action lines.  
VPL is content and objective of action line 10 in LLL:2020, the existing National Strategy for 
Validation is an outcome of the strategic implementation process of LLL 2020 and was decided 
by government 7 years: 
In principle it is the same with NQR, but, of course, this process follows a common European 
process: 
So, the Austrian approach is to develop a comprehensive system with strong linkages between 
the elements of strategy and legal based processes like NQR. 
Nevertheless, the Austrian education, qualification and labour market process follow mainly 
formal routes. 
But, in practice in HRM company strategies and processes the aspect of “real existing 
competences” have more and more the priority before only formal based procedures. 

NL Linkage of VPL and CG to qualification profiles (NQF’s, VET, higher education) and/or function 
profile-systems 
 
The aim of the dual system in 2016 is to boost adult learning in combination with work, without 
focusing specifically on one or more key skills, but rather on programmes combining work and 
study that lead to a qualification and/or better opportunities in the job market. The 
Ervaringscertificaat is used – amongst other instruments – to assess and recognise prior 
learning competences. The broadening of the pathways of VPL since 2016 is about widening 
the perspective of what VPL also in terms of CG brings to Dutch citizens. Next to the 
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Ervaringscertificaat, in 2017 the ‘vakbekwaamheidsbewijs’ was introduced in the labour 
market route (Register ervaringscertificaten, 2017). This ‘vakbekwaamheidsbewijs’ aims at 
articulating the personal value of an employee on the labour market in the occupation itself 
and links this value to other available occupations. 
An intermediary function between both Dutch VPL/CG-routes is filled-in by the Dutch 
Qualification Framework (NLQF). With the NLQF the relation between labour market 
qualifications and formal qualifications can become more transparent. The NLQF is related to 
the European Qualifications Frameworks (EQF) and provides mobility on the European labour 
market for adults. Private educators are able to link their qualifications to NLQF levels since 
2012. Since 2016 a gradual rise in the number of qualifications referred to the NLQF has been 
registered (Cedefop, 2017). In this way, the NLQF-levels can provide favourable preconditions 
for clarifying the wider value of people’s skills and competences than solely their performing 
on an occupational level. The NLQF aims to facilitate learning and labour market mobility by 
providing insight into the levels of qualifications recorded by the National Coordination Point 
(NCP) in the NCP register. The NLQF provides transparency in that it facilitates a comparison of 
qualification levels at national and European level and thus facilitating labour market mobility. 
2 The Dutch Qualifications Framework (NLQF) describes the formal Dutch qualification 
levels. It is a systematic organisation of all existing qualification levels in the Netherlands, from 
Level 1 (basic education) to the Master’s degree at level 7 and a Doctorate's degree at level 8. 
Qualifications are classified in NLQF levels and are given a level indication. The framework 
consists of an Entry Level followed by 8 levels, Level 1 being the least complex and Level 8 the 
most complex. 
3 All government-regulated qualifications (the qualifications of the Ministries of 
Education Culture and Sciences; Economic Affairs; Food and Natural and Living Environment) 
in the National Coordination Point (NCP) have had an NLQF-level since 2011. All other 
qualifications are first assessed, and their level determined by the NCP and then recorded in 
the Register. For (sector-) organisations it is possible to have their standards validated against 
one of the NLQF-levels. The result of this can be that a sector-standard that is used for learning 
or career advice in the labour market route can be registered on a specific NLQF-level. A VPL 
procedure giving a picture of an individual’s knowledge, skills and competences against a 
chosen sector or occupational area can function as VPL standards. 
4 Systematic work has been carried out since 2012 informing potential stakeholders of 
the potential inherent in the framework. While progress has been slow in the first years, 47 
qualifications have been levelled and included in the framework since the start of work in 2012 
till 2018. 
 
A VPL-procedure can be used to assess and recognise the competences (both vocational and 
general) of a candidate in relation to the standards (finishing levels) of an internal or sector 
standard (branch or sector qualification), MBO (VET qualification), HBO (HE qualification in 
universities of applied science) and WO (HE qualification in academic universities, of which only 
the Open University offers VPL). This assessment results in an Ervaringscertificaat. This 
certificate can be used as an independent document that proves the value of the experiences 
measured in terms of a qualification. Candidates are free to choose what they want to do with 
their certificate (career development or further learning). 
As mentioned, all government regulated qualifications are incorporated in the NLQF. Other 
qualifications can be incorporated as well but have to meet criteria for quality of the 
programme (content and assessment-model) and the labour market relevance. The NCP opens 
up – in theory – all standards (national and sectoral) and makes it possible to link them to 
personal formal, non-formal and informal learning outcomes that are validated and reported 
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in an Ervaringscertificaat. In this context, the concept of a standard could lead to the 
recognition of functioning on a specific NLQF-level as well. This is a kind of ‘level recognition’ 
which can be a stimulus for individual decision-making on further learning and/or career steps. 
Qualifications in branches, VET and HE are translated into competences and learning outcomes 
and for many qualifications put into a VPL-procedure. Notably, VET is based on a learning 
outcomes approach in theory. This is called the competence-base of VET in which all national 
standards embedded in VET are formulated in terms of competences. In January 2012, the final 
step was taken to turn VET into a vocational-oriented learning system based on skills and 
competences (Wetten, 2012). 
In theory, a full diploma can be granted on the basis of VPL if the applicant can prove his or her 
learning outcomes are in line with the expected learning outcomes of a diploma. In practice 
this is very difficult for VET-schools and universities of applied sciences to implement. For VET-
schools there are better opportunities for candidates to get access to and exemptions from a 
specific programme. This is because VET is based on a national qualification system in which all 
diplomas are based on the same competences across the country. 
 
In many sectors VPL/CG is part of the human resources management (HRM) approach. The 
focus lies on sustainable employability and mobility of the workforce. The use of VPL is strongly 
linked to these initiatives in which sector programmes for non-formal learning are used as 
standards in the VPL-process. The next step in this process is in progress by making 
intersectoral links between national and sector standards through the Dutch Qualifications 
Framework (NLQF). Also, linkage of the Ervaringscertificaat with occupational standards is 
strengthened by awarding a certificate of vocational skills – ‘vakbekwaamheidsbewijs’ – next 
to the ervaringscertificate (Register ervaringscertificaten, 2017). This can lead to labour market 
result in terms of a new career opportunity, a career-upgrade or a financial reward. 

SE The Swedish reference framework for qualifications (SeQF) is based on EQF - European 
Qualification Framework, which many European countries have signed up to. SeQF renders all 
training outcomes visible, regardless of how they were acquired. This makes it easier to 
compare qualifications from studies and working life both nationally and internationally. 
Issuers of qualifications whose learning outcomes are not governed by constitutional law may 
apply to the National Agency for Higher Vocational Education (MYH) to have their qualifications 
referenced in SeQF. This applies to all forms of education in Sweden, including adult education. 
In the field of validation (VPL), SeQf may be applied but it is not compulsory. The same applies 
to educational guidance (CG): SeQf may be used as a tool, but it is not compulsory. 

ES 1) Validation of Prior Learning: The validation of Prior Learning is based on Units of 
Competence which are cumulative in order to allow for a qualification of the National 
Qualification Framework, giving way to a Title or a Certificate of Professionality. The framework 
levels are described in learning outcomes. 
2) Career Guidance: The administrations have to guarantee an open and permanent 
service which provides information and guidance, to all those who request it, on the nature 
and phases of the process, access to it, their rights and duties, the official accreditations that 
can be obtained and the effects of them. This information and guidance will facilitate people 
to make a well-based decision about their participation in the process. 

 
 
 

2.2. The main stakeholders and the main target groups for VPL and CG 
 
The main stakeholders are: 
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MAIN STAKEHOLDERS DE NL AT ES SE 

Government (Educ,Science,Econ,soc.affairs, 
employment) 

 
X X X 

 

Chambers of industry & commerce / Business 
associations 

  
X X 

 

Chamber of crafts X 
 

X 
  

Companies / Entrepreneurs X 
 

X 
 

X 

Non-profit organisations X 
    

HE / Universities X X X 
  

VET-centers / adult learning 
 

X 
 

X 
 

IQ network / Evaluators / advisors 
   

X 
 

Trained counsellors 
     

Labour union 
  

X X 
 

Persons 
  

X 
 

X 

Private organisations 
   

X 
 

Public employment service 
    

X 

 
 
 
 
 

The main target groups are: 
 

- VET & HE (NL) 
- Unskilled and semi-skilled workers (DE, ES) 
- Migrants (DE) 
- Citizens (AT) 
- Companies (AT) 
- Employed (ES) 
- Unemployed (ES) 
- Early school-leavers (ES) 
- Entrance to university (ES) 

 
 

2.3. The strengths of VPL and CG systems 
 

As strengths of VPL and CG systems are mentioned: 
- Already linked to concrete validation 
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- Already in VET  
- Benefit for employers 
- Clear objectives of the policies 
- Clear definition of roles 
- Clear legal support and rules; official position 
- Public funding 
- Building up a community 
- Concept included in many official and institutional documents for improving LLL 
- Process clearly accepted by potential users 
- Greater demand for Lifelong Learning 
- Increasing awareness for validation in society. 
- Closes gap 

 
2.4. The weaknesses 

 
- People still not aware of validation opportunities 
- Lack of transparency concerning existing procedures 
- Decentralized system is too complex and fragmented 
- Labour market reluctant to implement 
- Lack in confidence in validation vs. formal certification. 
- Uptake in HE/universities lower than VET 
- Failing to reach / serve the target groups in need 
- Financial arrangements to limited / too low 
- Only few incentives 
- Lack of resources 
- Difficult transfer from high quality process to implemented long-term programs 
- Complex administration / big task of organisation 
- Time / duration of process 
2.5. The opportunities 

 
- Certification without going to school 
- Recognition crossing borders 
- improving opportunities for empowerment and deployment 
- creating a more demand-led labour market 
- making learning more flexible: flexible learning pathways 
- optimising other forms of learning: other learning environments and forms of learning must be 

formulated and/or utilised more effectively 
- Convincing governments of successful processes 
- Learning from each other 
- To improve the application and ICT tools. 
- Adaptation of curricula and developing system of learning in real work environment. 
- Anticipation of skills needs 

 
 

2.6. The threats 
 

- Already linked to concrete validation 
- Bridging gap between education supply and demand on labour side 
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- Not to be an attractive possibility for potential users due to several reasons: lack of relevance of 
the titles, difficulties in the process, investment in money and time 

- The commitment of VET centres to participate actively in the process: Need to know what they win 
from it too. 

- The biggest threat is that not everyone uses the systems, thus weakening system legitimacy. 
- There is not a common language (e.g. competence profile as describe in the NQF and the 

competence profile describe by the employers) 
 

REMARKS 
NL: 
The main question therewith in the Netherlands is not so much ‘what is VPL and what can we do with it in 
terms of guidance, but more ‘how to activate VPL as an effective instrument for linking competences and 
credits in lifelong learning that appeals to citizens, strengthens their empowerment and also is beneficial 
to the other stakeholders in society for creating social opportunities’. The potential of integrated VPL/CG 
as a matchmaker between the stakeholders and the critical success factors for developing and 
implementing VPL/CG in a diversity of contexts is clear in the Netherlands. In all contexts (education, labour 
market, third sector) the VPL/CG-process follows more or less the same phases and steps. The methods and 
tools for VPL/CG are available, funding and commitment on macro-level also. This can help in demonstrating 
how and where to set up interventions for strengthening VPL/CG as a matchmaker for the sake of creating 
time- and money-effective and - above all – efficient lifelong learning-strategies with a variety of learning 
objectives and on a win-win-win-basis for ‘me’, ‘my organisation’ and ‘my learning provider’. 
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3. Methodologies and processes 
 

3.1. Methodologies and tools that are applied in competence balancing [VPL] and skills management 
[CG] 
 

 
DE A cross-sectional exchange including stakeholders from the education sector, HR, as well as 

from the technological and organisational departments is crucial to meet the challenges 
emerging through digitisation. In order to meet the skills gap there are different kinds of self-
assessment tools available, talent management system in companies are in place and 
individual and neutral career guidance is offered by chambers, employment agencies and adult 
education centres. 

AT At national level the strategy for VPL is since 2017 in place, methodologies and tools to fulfil 
the strategic aims and objectives are upcoming. 
In some areas exist online tools to tests and check own competences and qualifications, but 
mostly is that an voluntary offer or, if it is binding, there is no necessary connection to an 
validation or an accreditation process. 
Some processes are in place to check the competences and qualifications of migrants and 
refugees, see also examples in the box below. 
PES offers online tools for check own competences and interests, in school guidance online 
services exits, also in higher education and adult education. 
But, normally there is no stringent connection of that services with a VPL process 
In CG the combination of face-to-face services with distance and virtual services is standard in 
Austria, more or less developed and accepted in different areas.  
Federal Ministry of education offers platforms for school advice, adult education, higher 
education etc., PES offers services, social partners invest in so called “Talent checks” and 
“Talent Centers”, esp. for young people. 

NL VPL/CG is an integrated system that strengthens the role of the individual in shaping her 
lifelong learning. It can demonstrate the outcomes of learning in terms of profit (status, 
money), efficiency (time, customisation), and fulfilment of personal goals and/or ambition. The 
independent nature of the assessment of the learning-programme and/or career-steps 
enhances the impact that VPL can create for personal objectives in terms of qualifications, 
career development and personal meaning. In terms of digital or electronic supported process-
steps: every step in an individual VPL/CG-process can be taken by means of ‘e-…’, like e-
portfolio, e-assessment, e-guidance, etc. 
In general, VPL/CG processes consist of five phases: 
1. Engagement focuses on being aware that someone has already acquired many formal, 
non-formal and informal learning experiences that might be valuable. A person can exploit 
these competences through self-management. A wide range of aspirations may be achievable 
due to a person's prior experience and can therefore be deployed to determine an individual 
learning objective. Such learning objectives range from activation in the person’s private life, 
empowerment, personal development and career development in education and occupation 
to creating flexibility and mobility in order to access or move up levels or jobs on the labour 
market. 
2. Recognition and documentation are focused on identifying and organising actual 
individual learning experiences and translating them into skills and competences. The 
description of these competences is then recorded in a portfolio. In addition to this description 
of the competences acquired through paid and voluntary work, qualifications, leisure activities, 
etc., the portfolio is supplemented with evidence proving the acquisition of learning, such as 
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certificates, job reviews, references, documents, videos or pictures which substantiate the 
claim of possessing certain competences.  
3. Under assessment, the contents of a portfolio are assessed and evaluated. Assessors 
compare the competences of an individual with a selected yardstick that is used as a reference 
for the intended learning objective. Depending on the yardstick used, this comparison is used 
to draw up an advisory opinion on possible validation at personal, organisational, sectoral or 
national level in the form of certification, career advice or personal valuation. The advice is 
based on the output of learning outcomes to be validated and presented by the individual at 
the assessment. This output is used as a basis for drawing up advice on how the individual can 
capitalise for their development, and the subsequent steps. 
4. The impact or benefits from VP/CGL are focused on validating the assessment advice 
in terms of capitalising on the results (direct benefits), possibly in combination with designing 
specific learning packages and/or work packages (indirect benefits). In the context of ‘learning’, 
a benefit could be the formal acquisition of exemptions from a programme or obtaining an 
entire qualification. In the context of ‘work’, it might involve being allocated a particular job, a 
promotion or a horizontal (same job level) or vertical (another job level) move. Finally, the 
benefit may also be of personal nature, such as creating a personal profile, self-empowerment, 
or a plan for personal development. Benefits may create direct or indirect effects. The 
difference can be described as a cashing-in effect or development-orientated effect. 
5. The last phase of the process is anchoring, or sustainable implementation, of VPL in all 
areas of the individual’s life. The results of an VPL approach may have a structural effect on the 
personal and social organisation and orientation of all actors. At an individual level, the 
anchoring of VPL is strongly related to the relevant context. Anchoring is also possible at an 
organisational level, especially if the organisation wants to be able to use VPL structurally for 
specific purposes in the context of human resources and learning strategies 

 

Figure: VPL/CG process 
  
A candidate who wants to reflect on her prior learning outcomes in relation to a qualification 
(as is the case in the ‘education route’) and/or a career step (as is more the case in the labour 
market route), has to fill in a portfolio (showcase) in which she can demonstrate how his/her 
learning experiences match with the competences in the qualification s/he has chosen. In an 
assessment she is assessed, and a report is written stating all the learning outcomes that match 
with the learning outcomes that are defined for the chosen qualification/career opportunity. 
With this report she can turn to the awarding body (the exam committee) of the VET-school or 
university, or to an employer. In this way it becomes clear that the outcome of a procedure is 
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foremost an official advice for the candidate with which she can go to the awarding body. Only 
the awarding body is allowed to turn the advice into an official exemption or qualification. This 
awarding body can decide on exemptions in the learning programme. On the basis of these 
exemptions it is possible to achieve a (partial or full) qualification and proceed with a career 
opportunity. 
Usually a mix of methods is used in VPL/CG procedures, because every situation and every 
individual is different. The model illustrated in the diagram below describes some examples of 
methods that can be used in EVC procedures:  
- Portfolio-build-up 
- Criterion-oriented interviews 
- Portfolio-assessment 
- Observations and workplace-visits (performance assessment) 
- Other testing (3600 feedback, imitatio ludem, etc.) 
In line with the trend of the linkage between VPL and CG, and moreover in the slipstream of 
the dualistic approach since 2013 in the Netherlands with two pathways for making use of VPL, 
in general there is evidence building up concerning the types of beneficiaries (Duvekot, 2016): 
– one function of VPL/CG is to allow beneficiaries to design or co-design and manage 
their own learning and career programmes if they have a broad understanding of their learning 
experiences and are able to reflect upon these to help their further learning and career-
guidance. 
– Previously acquired learning experiences can be recorded in a portfolio. The portfolio 
and the resulting reflexive evaluation and self-evaluation are the control mechanisms available 
to the beneficiaries, therewith activating the function self-steered lifelong development. 
Figure VPL model: 
 
 
Source: ECI (2008) “EVC” is Dutch for VPL 
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Table 1: the VPL –process in 5 phases and 10 steps 

VPL 
phase 

VPL step + demand Action 
individual/organization 

Contribution from 
knowledge 
infrastructure 

I. 
Prepara- 
tion 

1. awareness 
what is the need for 
investing in human capital 
or in yourself? 

formulation of the mission 
of the organization 
inventory of personal 
problem areas 
VPL pilot decision 

VPL information 
materials 
workplace visit 
employability scan 
advising on approach 

2. determine learning 
objectives 
what learning objectives 
are relevant for individual 
and/or organization? 

establish ambitions and 
learning objectives 
strength/weakness analysis 
individual/organization 

model for 
strength/weakness 
analysis 

II. 
Identifi- 
cation 

3. determination of 
organizational or personal 
profile 
how do you determine the 
need for competencies of 
an individual or within the 
organization? 

draft job profiles 
emulate profiles 
determine portfolio model 

format for job or 
competency profiles 
portfolio model 

4. retrospection 
how to describe and 
document acquired 
competencies 

completion of portfolio by 
candidates 
portfolio counselling 

portfolio counselling 
training 

III. 
Accredi- 
tation 
& 
Valua- 
tion 

5. standard setting 
what is the desired 
assessment standard? 

establish standard 
self-assessment 
overview of career 
opportunities 

advising 
tools/online tools 
general career advice 

6. valuation 
how to valuate the 
assessment? 

portfolio assessment 
internal assessors 

training of 
assessors, 
assessment, incl. 
drafting advising on 
certification and/or 
career opportunities 

7. accreditation 
how to accredit? 

cashing in on certification 
opportunities 

counselling to 
certifying institution 

V. 

Devel- 
opment 

8. prospection 
How to put personal 
development plan (POP) 
into action 

building on career 
opportunity advice in POP 
arrangements on custom 
work 

follow-up advice 
offer for custom 
work 

9. working on POPs 
custom-made 
development/learning 

POP into action delivery of custom 
work 

V. 

Imple- 
men- 
tation 

10. structural 
implementation 
evaluation of pilot; how 
VPL can be systematically 
incorporated into the 
organization policy or a 
personal approach? 

evaluation of VPL pilot 
embed VPL in HRM, 
including financing 
promulgate (new) 
organizational policy 
individual administers 
portfolio 

accreditation of 
assessors 
(internal/external) 
VPL quality control 
procedure 
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SE The methods used for the validation of non-formal and informal learning are many times the 

same as the tools used for assessing formal learning. The methods/tools used in validation 
must contribute to:  
• Reliability – would the result be the same if the validation were repeated under the 
same conditions?  
• Validity (applicability) – is the learning validated the learning intended for validation?  
• Cost-effectiveness – does validation pay compared to other methods such as training?  
 
In addition to this:  
Methods/tools must be appropriate and fit for purpose. Methods should also be adjusted to 
suit the circumstances of different individuals. 

ES Methodology: 
The methodology can be defined as a commitment to the participation of multiple agents of 
the Department of Education and the Department of Employment in the validation process of 
prior learning. 
This requires a clear definition of the role of each agent in different phases. (information, 
evaluation, training, registration) A big effort to inform and advise the interested persons. The 
use of tools and documents to carry out the process and meet the objectives is absolutely 
necessary. 
Using different points of information and guidance, the VET centers execute the validation 
process and, in addition, provide training to the people who need it for completing their 
qualifications, which are cumulative. 
The validation process is based on the analysis of the documents submitted (portfolio) and / or 
technical tests to verify the degree of competence requested for validation. 
 
Tools: 
• Self-assessment Questionnaires. 
• Methodological Guidelines 
• Supporting documents 
• List of requirements to participate in the process 
• Official calls and Computer applications 
• Authorised VET centres 
• Lanbide business offices 
• The waiting Lists 
• Register of Certifies 
• Claim forms 
• Etc. 
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3.2. The processes in which these methodologies and tools are applied 
 

- raising awareness 
- objectives,  
- division of responsibilities,  
- process-steps,  
- ownership of outcomes and  
- sustainable character. 

 
DE The public authorities have several responsibilities, such as information, promotion and raising 

awareness. Furthermore, there are several projects funded by the national and regional 
government in order to promote the initiatives regarding industry 4.0. and, thus, the 
enhancement of filling the skills gap emerging. In many cases, content is presented to a target-
group in a specific manner. The IQ-network for instance provides first-stage advice in Germany 
for an equivalence assessment in the context of the Professional Qualifications Assessment 
(BQFG). Informative meetings about the approaches and procedures are measures to enhance 
the awareness of validation initiatives and practices amongst guidance practitioners. Often, they 
are combined with exchange of experience amongst counsellors. Meetings are organised by the 
umbrella organisations. (Cedefop 2016) 

NL In general, VPL/CG processes consist of five phases: 
1. Engagement focuses on being aware 
2. Recognition and documentation are focused on identifying and organising actual 

individual learning experiences and translating them into skills and competences. 
3. Under assessment, the contents of a portfolio are assessed and evaluated. Assessors 

compare the competences of an individual with a selected yardstick 
4. The impact or benefits from VP/CGL are focused on validating the assessment advice in 

terms of capitalising on the results  
5. The last phase of the process is anchoring, or sustainable implementation, of VPL in all 

areas of the individual’s life.  
AT National strategy for VPL: 

In general, it is difficult to describe how these methodologies and tools are applied because it 
differs related to the areas and fields of educational, economic and professional sectors. 
The National Strategies for LLL, for CG, for VPL etc. are common agreed concepts for activities 
and future perspectives, but they are not binding programmes for different stakeholder.  
So, at National level awareness is arising by common programmes and strategies, 
communication about them, negotiations and cooperation to go ahead in essential elements, 
but it would be complicate to describe details for each sector in this template. 

ES Validation process at VET schools (also additional training) 
The validation process is based on the analysis of the documents submitted (portfolio) and / or 
technical tests to verify the degree of competence requested for validation. 
• Publication of the call of the process 
• Pre-enrolment 
• Admission and exclusion 
• Enrolment 
• Evaluation and Validation 

a) Guidance 
b) Assessment of the professional skill 
c) Validation and Registration 
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• Information on future training possibilities 
SE Methods / tool must contribute to: 

- Reliability 
- Validity 
- Cost-effectiveness 

Steps: 
1. Information guidance 
2. Skills survey + Skills assessment 
3. Documenting 
4.  

A validation begins with information and guidance to provide the individual a picture of the 
opportunities available. Throughout the process, the individual should periodically receive 
information and guidance. The next step is a skills survey and skills assessment. The survey is 
explorative while the assessment is more corroborative. Regardless of the alternative routes 
chosen during a validation or what they result in, the outcome must be documented, and it is the 
individual who owns the document. Validation may result in the approval of the individual's 
previous learning. Recognition can also mean accreditation to shorten/adapt a course or lead to a 
certificate/degree/professional qualification. 

 
 
 

3.3. Examples of tools used in country’s VPL/CG 
 

  
DE NL AT ES SE 

 

1 Raising awareness 
 

campaigns 
    

2 Starting / setting 
targets 

 
NLQF-
profile 

    

3 Preparation and 
PDP 

Self-
assessment 
tools 

Self-
evaluation 

Online self-
test 

   

4 Retrospective; 
Dev. Pers profile, 
Pers. recognition 

Talent 
manageme
nt in 
companies 

 
Talent check 
Talent 
centers 
(for young; 
PES) 

   

5 Choose standard: 
which valuation 
do I need/want 

 
VET 
Branch 

    

6 Valuation: 
Portfolio 

MySkills - 
Test of 

Comp. 
Based 
Interview; 

 
Register of 
certificates 

 
MAHARA 
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Fähigkeiten 
- 

Observatio
n; 
Portfolio 
assessment 

7 Prospective: 
career advice, PDP 

      

8 Empowerment       

9 Career guidance Individual 
and neutral 
CoC, empl 
agensies, 
A.E. 

     

 Misc    Claim 
forms 

  

 
 
European Instruments: 

1. Europass 
a. EU CV 
b. Diploma supplement 
c. Certificate supplement 
d. Europass for mobility 
e. Certificate for volunteers. 

2. The European Credit system for Vocational Education and Training (ECVET) 
a. ECVET tool kit: www.ecvet-toolkit.eu 

3. The European Qualifications Framework (EQF)  
a. EQF acts as a translation instrument to make national qualifications more readable across 

Europe, promoting workers’ and learners’ mobility between countries and facilitating their 
lifelong learning by helping comparison between qualifications systems and frameworks 
in Europe. 

4. the European reference framework for quality assurance in senior secondary vocational education 
(EQAVET) 

5. European Skills, Competences, Qualifications and Occupations (ESCO) 
6. FlexScan (NL) 

 
DE The determination of equivalence based on the law BQFG is conducted by a qualification 

analysis (Qualifikationsanalyse). Further projects and initiatives directed towards auditing 
individual competence profiles (e.g. in order to define career project or plan a professional 
reorientation or training) are often initiated below legislative level. This mainly includes 
qualification portfolios:  
 
ProfilPASS:  
ProfilPASS identifies skills and competences gained throughout life. The ProfilPASS system is 
scientifically accompanied by the German Institute for Adult Education (DIE) and the Institute 



 
 

25 
 

for Development Planning and Structural Research (ies). A specific counselling concept has 
been developed for the ProfilPASS system. Apart from the ProfilPASS-counsellors, there are 
36 ProfilPASS dialogue-centres which promote the ProfilPASS-system in their region. During 
the approach, the identification of competences takes place before the personal and 
individual educational planning is carried out. The consultation is always centred on the 
individual, since the ProfilPASS is an individual and personal tool. (ProfilPASS 2018) 
 
Qualifizierungspass (Qualification pass): The Qualification pass is used in order to document 
vocational qualifications and experiences within and outside of formal initial and continuous 
VET. It is handed out by providers that comply with standards for post-qualification, which 
have been agreed upon with the BIBB. It has therefore a direct link to the formal education 
system and its results can be used to obtain access to the External students’ examination. 
(Cedefop 2016) 

AT An example:  
Dear visitors! 
This website is intended to provide you with a comprehensive overview of our activities and 
the wide range of information we offer.   
Thank you for understanding that our web service in English covers only part of the content of 
the German version. We intend to add more information in English continually. 
Our responsibilities in the area of education cover the entire school system, from primary 
school to the completion of secondary school education, as well as university colleges of 
teacher education. Adult education and lifelong learning also fall within our sphere of 
responsibility.  
In addition, our ministry offers an extensive range of services. Please feel free to make use of 
these services and do not hesitate to get in touch with us. 
An English folder for that topic please find here 
https://media.anlaufstelle-anerkennung.at/Folder_AST%c3%96sterreich_en.pdf 
see also: https://www.berufsanerkennung.at/en/ 
see also: https://www.wko.at/site/mehrsprachige_info/Proof_of_Competence.html 

NL Formal procedure by registered EVC-providers.  
The procedure follows the national EVC-code. 
EVC uses the NLQF as standard, but the interpretation of it can differ, depending if the standard 
is used in VET (for further education) or by a branch organisation (employment) 
The result of the EVC-procedure is a “Ervaringscertificaat” (certificate of experiences) 
Th Ervaringscertificaat is not a diploma. The VPL-candidate can take this Ervaringscertificaat to 
VET and ask for exemption of certain parts of the study or for a complete diploma. There is no 
guarantee of the result and different VETs can make different decisions. 
Th NL-QF is using the same levels as EQF. 

SE The Swedish government has taken a number of initiatives to enable more people 
to have their skills validated and to raise quality. Despite the fact that 
validation is an important task for the whole of educational and labour market policy, 
actual availability is still low. It also varies between different regions, professions and levels of 
qualification. 
 
In other respects, our tools are based on the Copenhagen process. 
• The validation of non-formal and informal learning  
•  Periodic information and guidance (EQF) 
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• The European credit transfer system for vocational education and training (ECVET)  
• The lifelong guidance and counselling  
• Europass promotes mobility by helping people to communicate their knowledge, 

proficiency and skills acquired through training, work experience or in any other way. 
Europass comprises five documents - CV, Language Passport, Europass Mobility, 
Certificate Supplement and the Diploma Supplement. Among other things, these 
documents gather information about the results of learning from another European 
country.  

• EQAVET seeks to increase transparency, market relevance, legitimacy and mobility in 
respect of vocational training and qualifications throughout Europe. EQAVET is 
compatible with most common quality assurance models 

ES • Gaituz: Application of the Professional Qualifications.  
• Futurelan: The Employment Prospective Observatory.  
• Lan-F (Lanbide, the Basque Employment Service) 

 
 
 

3.4. The experts in competence balancing (VPL) and skills management (CG) (or the professionals 
working with the methods and tools) 

 
DE There are no specific qualification requirements regarding career guidance counsellors. 

Nevertheless, every career guidance network in Germany is based on a specific quality 
management system. The counselling of the Landesnetzwerk Weiterbildungsberatung 
(Further training guidance network) in Baden-Württemberg for instance relies on a 
competence profile, which was scientifically approved. The competence profile is based on 
"competence profile for counsellors in education, occupation and employment" of the 
National Forum for Counselling in Education, Occupation and Employment (nfb) and the 
Research Group ‘Quality in consultancy’ at the Institute for Educational Science (IBW) of the 
Ruprecht-Karls-University Heidelberg 

AT Persons with different background of education, expertise and experience, differentiated 
according the need and demand of specific tasks and targets 
There is no formal definition in general for persons who deal with accreditation and validation 
and with CG in different professional areas 
Usually a proof of relevant experience in the area of validation in a prediction to work as an 
expert in that field 

NL - Assessors 
- Guides 

Assessor and guidersmust be seperated 
SE In Sweden, it is the National Agency for Higher Vocational Education which makes the 

assessment that collaboration between the principles drawn up by the EU and tools for 
promoting mobility and transparency are essential for ensuring validation of true skills can be 
of full benefit for both the individual and society. The National Agency for Higher Vocational 
Education acts as support at the national level. In implementing this task, it must consult with 
the National Agency for Education, the National Agency for Higher Education, the Public 
Employment Service, the Public Education Council and representatives of the relevant sectors 
and labour market partners. 
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ES • Evaluators: VET Teachers specialist on the professional qualifications or units of 
competence to be assessed. 
• Assessors: Persons trained through specific courses by EEI-IVAC. 
• Professionals working with methods and tools: Lanbide staff. 

 
 

3.5. Expert competence-profile and certification-program 
 

DE Se 4.4 
no specific qualification requirements regarding career guidance counsellors. 

- quality management system.  
- a competence profile, which was scientifically approved. (BW), is based on "competence profile for 

counsellors in education, occupation and employment" of the National Forum for Counselling in 
Education, Occupation and Employment (nfb) and the Research Group ‘Quality in consultancy’ at the 
Institute for Educational Science (IBW) of the Ruprecht-Karls-University Heidelberg 

AT - No common definition 
- Proof of relevant experience 
- Background education,  
- Competence profiles in various areas of VPL and CG 
Competence profiles exist in various areas of VPL and CG, esp. in legal based programmes like NQR or in 
official programmes responded by government bodies, 
but there is no common definition in general 

ES - Evaluators: VET Teachers specialist on the professional qualifications or units of competence to be 
assessed. 

- Assessors: Persons trained through specific courses by EEI-IVAC. 
- Professionals working with methods and tools: Lanbide staff. 

SE National agency for higher vocational education? 
NL Assessor – followed a training for EVC-assessor (mostly from VET and from companies) 

Guider – followed a training for EVC-guider 
 
 

3.6. What can beneficiaries do with the results? Are the results valid on national/sector/company 
level? 

 
DE Formal qualifications provide the standard against which non-formal and informal learning 

outcomes are assessed. Validation aims on stating equivalence with a formal qualification or 
certificate. Referring to recognised standards facilitates the acceptance of validation 
outcomes. In this sense, the External students’ examination also applies the same standards 
and assessment of learning outcomes as used within formal education and training. 
Therefore, it also leads to the same certificate as formal education, having the same market 
value. The Professional Qualifications Assessment Act (BQFG), with the focus on recognition 
of formal qualifications abroad, also refers to the standards of the formal education system 
(IVET and CVET). However, the equivalence assessment does not lead to the same certificate 
as the formal programme does. Studies to investigate the market value and the acceptance of 
those alternative recognition-based certificates are currently underway, as well as the 
projects to improve their acceptance. (Cedefop 2016) 
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AT Competence profiles exist in various areas of VPL and CG, esp. in legal based programmes like 
NQR or in official programmes responded by government bodies, 
but there is no common definition in general 
 
- It depends – in some area It depends – in some areas, like higher education, exist 

procedures that give applicants the right to access for University with non-formal or 
informal gained competences and qualifications. 

- Mainly processes for validation and accreditation have more the character for 
orientation and comparison, to make visible competences and qualifications, and not the 
right of access to further formal educational pathways 

- like higher education It depends – in some areas, like higher education, exist procedures 
that give applicants the right to access for University with non-formal or informal gained 
competences and qualifications. 

Mainly processes for validation and accreditation have more the character for orientation 
and comparison, to make visible competences and qualifications, and not the right of access 
to further formal educational pathways 
exist procedures that give applicants the right to access for University with non-formal or 
informal gained competences and qualifications. 

NL EVC-certificaat : request for formal recognition in the form of (parts of) a diploma 
Portfolio: personal development 

SE  
ES The accreditation of Units of Competence obtained by the Competences Evaluation and 

Accreditation Process has the effect of a cumulative partial accreditation, with the purpose, 
where appropriate, of completing the training leading to the obtaining of the corresponding 
Vocational Education and Training Certificate or a Certificate of Professionality. The 
certificates can provide access to the Labour market, bigger mobility to emergent markets or 
to new training possibilities. 
The effects of the evaluation and accreditation of competences have scope and validity 
throughout the territory of the Spanish state.  

 
3.7. Are transversal skills included in VPL and CG-processes?  

 
DE: - 
NL: yes, but they are integrated in the qualification profiles of the NL-QF 
AT: yes, but not as measurable item 
ES: Altitudinal competences, implicit recognized 
SE: awake of enthusiasm 

DE - 

AT Yes, intended and implemented, but not as a measurable item. 
NL The transversal skills are integrated in the qualification profiles of the NL-QF 
SE For the individual, validation may boost confidence prior to studies or work. This can lead to a 

realisation of the value of knowledge already acquired. If previous experience can be put to 
use, it can increase motivation. Validation can also awaken enthusiasm and shorten the 
period of study, which is cost-effective. It can also lead to higher pay and increase 
competitiveness on the labour market. 

ES Attitudinal competences and contents are included in the Curricular Designs of the Modules 
that form a Vocational Education and Training Degree. 
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However, as the System of Recognition of the Competence acquired through work 
experiences is based on Professional Qualifications, there is no explicit assessment of such 
competences. 
Nevertheless, since there are validation gateways between the Competence Units of the 
Professional Qualifications and the VET Title Modules, these attitudinal competences are 
implicitly recognized. 

 
 

3.8. Technological features of VPL and CG  
 
The technological feature that were mentioned in the national reports are: 

• Self-tests 
• Job-seeking help 
• Balanced Scorecard 
• E-Portfolio 
• E-guidance & Counselling 
• Social media 
• Database with opportunities round VPL and CG 
• …… 

 
 

DE CG processes use technological features like virtual communication, online tests and checks 
and tools like chat, online guidance and feedback etc. In validation procedures with view to 
specific job certificates, e.g. for immigrants from abroad certificates and curricula from abroad 
form the main basis for VPL. 

AT VPL processes use technological features like virtual communication, online tests and checks 
and tools like chat, online guidance and feedback etc 
Also, for CG huge internet platforms are in place, digital communication tools are used, but, 
there are not specific features to be described 
See websites in References 

NL Online self-evaluation 
E-portfolio 

SE Validation must result in one or more of the following documents, which the individual must 
be given following completed validation.  
 
Survey report and any recommendation  
The skills survey must be documented in a report that describes any earlier learning the 
individual wishes to especially emphasise in the context of the purpose of the validation 
initiative. The survey report may also include an attachment concerning any study decisions 
recommended for the individual.  
 
Skills Certificate and possible Supplementary Report  
The assessment results in a certificate where skills are described and related to established 
skills standards. In cases where it supports the purpose of the individual's validation, a 
supplementary report must also be issued to clarify the skills development/training necessary 
for the issue of a skills certificate.  
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Skills Certificate  
The assessment results in recognition in the form of a credential (certificate), skills/vocational 
(certificate, licence) or equivalent. The skills certificate must be the same as that which an 
individual receives after having achieved the same learning outcome following e.g. a training, 
skills development or certification initiative. 

ES • Gaituz: Application of the Professional Qualifications.  
• Futurelan: The Employment Prospective Observatory.  
• Lan-F: (Lanbide, the Basque Employment Service) 
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4. Regional case studies 
 

The cases in this chapter intends to describe the reasons why VPL & CG have been developed and what 
they aim to address (the ‘intervention logic’). It also aims at describing the target group and the 
expected result of the process in which VPL/CG is utilised. 

 
Cases Germany: 
 
 

GERMANY Case WBA 

1. Rationale: 
What is the 
rationale for 
developing 
VPL/CG: 
what 
problems 
does it help 
to address 
for what 
target 
groups in a 
(regional or 
company) 
context in 
the country? 

Formal validation and recognition procedures are in place with view to immigrants. The 
national programme “Integration through qualification (IQ)” plays a central role in this 
context. The programme mainly addresses immigrants that work in so called “restricted” 
jobs like jobs in the field of health, engineering, education etc. for which a specific 
qualification is needed. The IQ programme supports the process of the formal 
recognition of prior learning in the home country, identifies qualification gaps, offers 
trainings to bridge these gaps and offers to acquire the necessary language level.   

2. Objectives: 
What does 
VPL/CG 
intend to 
achieve 
concretely 
for the 
beneficiary? 
What are the 
reasons for 
beneficiaries 
to work with 
VPL/CG 
methods? 

The programme intends to achieve 
 

a) that participants receive a “formal” recognition of their competences and are 
allowed to work in restricted professions, for example as doctors, nurses, 
teachers, engineers, craftsmen etc.  

b) that participants find a job in these restricted professions. 
 
Reasons for using the VPL and adaption training path are on the one hand to receive the 
formal certificate that allows to work and on the other hand to identify gaps between 
the own competences and the competence demands of actual workplaces in Germany in 
a specific sector - and to bridge these gaps through training, internships etc.  
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3. Method: 
how does it 
work? What 
is the 
process from 
A-Z? Who 
does what 
and how?  

Elements of VPL, guidance and training in the context of the IQ programme are: 
 

1. Anerkennungsberatung (recognition guidance), i.e. individual guidance sessions 
to identify existing formal prior learning outcomes and competences gained 
through experiences 

2. Design of a pathway to the formal recognition of prior training including the 
formal recognition procedures at the responsible public body, adaption 
trainings, language trainings, internships and additional exams, if necessary. 

3. Training, internships and exams 
4. The recognition certificate. 

4. Outputs: 
what are the 
concrete 
outputs for 
the 
beneficiary 
(the product 
they receive 
upon 
working with 
VPL/CG 
methods) 

An official recognition document issued by different public bodies 

5. what are the 
more long-
term 
outcomes 
(for the 
individual 
beneficiary + 
in relation to 
the 
objectives)? 

Possibility to work in a job that corresponds to the personal qualification, usually 
combined with financial and social gains. 
 

6. transversal 
skills also 
included in 
VPL and CG. 

Transversal skills like intercultural communication, skills in project management etc. are 
involved in the training offers. 

7. technological 
features of 
VPL and CG 
in the cases. 

Depending on the sector, online tools and profiles with view to job-specific skills are 
used. 

 
 
Cases Austria: 
 



 
 

33 
 

AUSTRIA Case WBA 

8. Rationale: 
What is the 
rationale for 
developing 
VPL/CG: 
what 
problems 
does it help 
to address 
for what 
target 
groups in a 
(regional or 
company) 
context in 
the country? 

Staff members and employed people in the area of adult education have very diverse 
backgrounds of education and qualification. The majority of trainers came out of 
different professions with practical and/or theoretical knowledge and experience that 
build the expertise to train and teach in adult education. Some adult education institutes 
offer own qualifications and certificates for training and teaching in adult education, but 
these certificates are not recognized in the whole field of adult education.  
So WBA addresses this problem and offer a common certificate and diploma that should 
be recognized across the whole landscape of adult education. This brings benefit for staff 
members in adult education as well as for adult education institutes and for the sector of 
adult education in sum. 

9. Objectives: 
What does 
VPL/CG 
intend to 
achieve 
concretely 
for the 
beneficiary? 
What are the 
reasons for 
beneficiaries 
to work with 
VPL/CG 
methods? 

WBA supports clients at any age to make their formal, non-formal and informal gained 
competences concerning various functions in the area of adult education – training, 
management, guidance, library – visible, helps them to collect and evaluate their own 
skills, knowledge, expertise and experience and to substitute possible missing parts of a 
comprehensive adult education competence for building up a comprehensive 
qualification which can documented at two levels – Certificate and Diploma.  
Beneficiaries are motivated to work with that methods to transform their diverse 
experiences and competences in one document that could be recognized in the area of 
adult education. Additionally, the process to reach this goal is a personal development 
process itself, this is documented by the feedback of many clients of WBA  

10. Method: 
how does it 
work? What 
is the 
process from 
A-Z? Who 
does what 
and how?  

There are three main stages in the recognition process. 
Prerequisites 
A completed vocational education (e.g. apprenticeship) or a school qualification, above 
compulsory secondary school level are required. Hands-on experience in the area of 
adult education must be proven. 
Three stages 
The recognition process can be divided into three stages: 
1. Status-quo-evaluation/"Standortbestimmung" 
2. WBA certificate 
3. WBA diploma 
The process can be terminated after each stage. The duration varies individually, 
depending on the amount of competences already acquired as well as on certain fixed 
dates (meetings of the accreditation board, certification workshop, final exam). 
Details see: https://wba.or.at/de/english/recognition-process.php 

11. Outputs: 
what are the 

a recognized certificate “Certified Adult Educator” or a Diploma “Graduate Adult 
Educator” 
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concrete 
outputs for 
the 
beneficiary 
(the product 
they receive 
upon 
working with 
VPL/CG 
methods) 

12. what are the 
more long-
term 
outcomes 
(for the 
individual 
beneficiary + 
in relation to 
the 
objectives)? 

Possibly increasing acceptance and opportunities in professional pathways in the area of 
adult education 
Most of the clients give the feedback, that the recognition process has a positive and 
valuable effect for personal development (evaluation reports are available) 
 

13. transversal 
skills also 
included in 
VPL and CG. 

Yes, skills like communication, dealing with conflicts, problem solving etc. are included. 
These skills are reviewed in a three-day assessment 

14. technological 
features of 
VPL and CG 
in the cases. 

The first collection of formal, non-formal and informal gained competences and skills is 
made in an individualized online-portfolio, that is the base for the further process of 
recognition. Additional tools like chat, distance counselling via phone etc. were used in 
the recognition process. 

 
 

AUSTRIA Case DKW 

1. Rationale: 
What is the 
rationale for 
developing 
VPL/CG: 
what 
problems 
does it help 
to address 
for what 
target 
groups in a 
(regional or 
company) 
context in 
the country? 

To open non formal pathways and procedures to reach a recognizes formal occupational 
qualification for persons without any former formal vocational education and training, 
for persons who did not work in their profession for longer times, for migrants with not 
recognized vocational education in their home country. The process is open for persons 
who have gained experience and expertise in the chosen occupation on non-formal and 
informal ways. 
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2. Objectives: 
What does 
VPL/CG 
intend to 
achieve 
concretely 
for the 
beneficiary? 
What are the 
reasons for 
beneficiaries 
to work with 
VPL/CG 
methods? 

Intention is to make it possible for beneficiaries to reach a formal VET certificate and 
qualification beside the format pathways of VET education in apprenticeship. The 
reasons for beneficiaries is, similar, to reach a formal VET certificate and qualification 
beside the format pathways of VET education in apprenticeship. 

3. Method: 
how does it 
work? What 
is the 
process from 
A-Z? Who 
does what 
and how?  

The methods works in a Step by step process to a recognized vocational qualification 
Step 1: 
In an introductory talk with the project partners opportunities and requirements on the 
pathway to the desired vocational qualification are clarified 
Step 2: 
Trained trainers help to identify existing knowledge, skills and abilities of the client 
Step 3: 
Missing knowledge or skills, abilities and skills are acquired through targeted education 
and training - e.g. in WIFI, BFI or LFI (that are Training institutes powered by social 
partner organisations). 
Step 4: 
Training and further education became valuable - the apprentice office of the Economic 
Chamber Upper Austria, together with the client, reviews the education and training 
success of the client as part of a “quali-check”. With a positive “Quali-Chec” the client 
has achieved his/her goal - the recognized professional qualification, they receive their 
formal apprenticeship certificate. 

4. Outputs: 
what are the 
concrete 
outputs for 
the 
beneficiary 
(the product 
they receive 
upon 
working with 
VPL/CG 
methods) 

A recognized formal apprenticeship certificate 

5. what are the 
more long-
term 
outcomes 
(for the 

The formal apprenticeship certificate is an entrance paper for access in labour market 
and for possible long-term career with further training and education in the chosen 
occupation 
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individual 
beneficiary + 
in relation to 
the 
objectives)? 

6. transversal 
skills also 
included in 
VPL and CG. 

Integration of persons without occupational qualification or/and migration background 
into labour market and society always need also transversal skills and societal, cultural 
etc. competences. In the service of Dkw the priority lies on the professional, technical, 
commercial contents, skills, knowledge and competences. 

7. technological 
features of 
VPL and CG 
in the cases. 

It depends on the respective occupation, but, most of the career guidance, orientation 
and non- formal education procedures happen in a personal way. 

 
 
Cases in the Netherlands 
 

NETHERLANDS Case Dutch Army 

1. Rationale: 
What is the 
rationale for 
developing 
VPL/CG: what 
problems does 
it help to 
address for 
what target 
groups in a 
(regional or 
company) 
context in the 
country? 

- Develop competences of the soldiers (prepare for different tasks national and 
international) 

- Increase the awareness and self-esteem of the soldiers 
- Getting their competence civil recognised (by a VET/HE) 
- Part of the UP-or-OUT policy for personnel (3 year contracts) 

 

2. Objectives: 
What does 
VPL/CG 
intend to 
achieve 
concretely 
for the 
beneficiary? 
What are the 
reasons for 
beneficiaries 
to work with 
VPL/CG 
methods? 

The army:  
- to have high qualified and competent personnel 
- to reduce the number of career guides 
- to reduce training (time, money, effectivity) 
- Explore the power of informal learning (stimulate and improve learning at the 

workplace) 
Soldiers:  
- Civil recognised diploma, to be used after army contract 
- self-esteem 
- aware of the potential 
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3. Method: 
how does it 
work? What 
is the 
process from 
A-Z? Who 
does what 
and how?  

- Selection of the candidate 
- CH-Q training (bottom-up valuation of prior learning) 

1.  develop awareness, self-identity, self-esteem; 
2. Describe competencies, in their own words; 
3. STARRTT (Situation-Task-Activities-Results-Reflection-Apply-Transfer), image of 

someone else, transitional moments, description of competences; 
4. Development of a portfolio and a competence biography 
5. The portfolio is a separate portfolio, on your own PC or even non-digital. 

Relevant parts could be included in the portfolio of army´s HR system; 
6. write personal advertising; 
7. Comparison with normative frameworks such as NLQF, Branch or IT 

qualifications; 
8. personal development plan, action plan incl. Sustainability plan; 
9. Planning for further learning (informal, non-formal and formal learning), life-

and-career development, including support from career counsellors, colleagues, 
organizations and, where appropriate, schools, as well as formal validation by a 
VET or sectoral organization 

4. Outputs: 
what are the 
concrete 
outputs for 
the 
beneficiary 
(the product 
they receive 
upon 
working with 
VPL/CG 
methods) 

Self-esteem and awareness of competemcies 
Civil recognised Diploma 
Portfolio 
Personal Development Plan 

5. what are the 
more long-
term 
outcomes 
(for the 
individual 
beneficiary + 
in relation to 
the 
objectives)? 

- Getting a diploma, without going to VET 
- VET more specific, tailor-made training 
- Higher chance to get a new contract 
- Higher wages 
- Increased employability in the civil market 

6. transversal 
skills also 
included in 
VPL and CG. 

- Transversal skills are in integral part of the NLQF competence profile 
 

7. technological 
features of 
VPL and CG 
in the cases. 

- online 360-degree feedback 
- online communication 
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NETHERLANDS Case Rockwool 

1. Rationale: 
What is the 
rationale for 
developing 
VPL/CG: what 
problems does 
it help to 
address for 
what target 
groups in a 
(regional or 
company) 
context in the 
country? 

- Personnel to higher qualifications 
- For personnel: higher wages 
- Quality of work  
- Career management 
- Rewarding for (selected) personnel 
- Lower costs, compared with a training 
- Image 
- Corporate Social Responsibility 

2. Objectives: 
What does 
VPL/CG intend 
to achieve 
concretely for 
the 
beneficiary? 
What are the 
reasons for 
beneficiaries 
to work with 
VPL/CG 
methods? 

For operators in the company to reach NLQF level 2 diploma  
For low-skilled personnel to get base professional certificate (NLQF level 1) 

3. Method: how 
does it work? 
What is the 
process from 
A-Z? Who 
does what and 
how?  

1. Preparation: Selection of profiles (in this case process operators), information for all 
stakeholders, selection and / or adaptation of standards (NFQ, industry, companies, 
personnel), development of VPL tools and procedures, training program and training of 
assessors and supervisors, creating test lists. 
2. pre-selection, information, selection and recruitment of the participants (first 
competence assessment to enable participation in the VPL program and to avoid 
disappointment). 
3. VPL procedure 

a. documentation 
b. Preparation of the portfolio 
c. Internal or external rating 
d. VPL certification / validation 
e. (optional: accreditation of the validation report by VET) 

4. Development: Personal development plan and training / training with guidance. 
5. Completion and implementation: evaluation and integration of EVC into the 
company policy. 
6. Career management: Assessment of the VPL process and potential for improvement 
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4. Outputs: what 
are the 
concrete 
outputs for 
the beneficiary 
(the product 
they receive 
upon working 
with VPL/CG 
methods) 

Diploma Operator level 2 
Portfolio 
Personal Development Plan 

5. what are the 
more long-
term 
outcomes (for 
the individual 
beneficiary + 
in relation to 
the 
objectives)? 

- VPL means less time needed for training, and this means a reduction in study leave 
and thus reducing the cost for hiring temporary personnel. 

- Quality of personnel (upgrading) 

6. transversal 
skills also 
included in 
VPL and CG. 

- For the operators: Transversal skills are in integral part of the NLQF competence 
profile 

- For the low-skilled employees: transversal skills were an important part of the 
qualification. 

7. technological 
features of 
VPL and CG in 
the cases. 

- online 360-degree feedback 
- online communication 

 
 
Cases Sweden 
 
The process begins with guidance counselling where the individual receives information. This is followed by 
a survey and skills assessment. A validation plan is drawn up and any validation is carried out by the 
educational organiser, the Public Employment Service or industry sectors. On the basis of the results, an 
individual study plan or action plan is drawn up. 
 

SWEDEN Case 

8. Rationale: 
What is the 
rationale for 
developing 
VPL/CG: what 
problems does 
it help to 
address for 
what target 
groups in a 

From society's perspective, the overarching goal of the national validation structure is to 
contribute to growth by streamlining training and skills supply initiatives. This in turn 
contributes to an improvement in the match between skills supply and demand in the 
labour market. For the individual, the aim of a national validation structure is to facilitate 
lifelong learning. 
A good approach to validation is equally important for all target groups in training and in 
the labour market. 
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(regional or 
company) 
context in the 
country? 

9. Objectives: 
What does 
VPL/CG 
intend to 
achieve 
concretely 
for the 
beneficiary? 
What are the 
reasons for 
beneficiaries 
to work with 
VPL/CG 
methods? 

Finding the right level and providing eligibility for further education.  
The ability to shorten or adapt current training and be accredited for previously 
developed skills and  
To document skills for working life prior to employment, self-employment, skills 
development or skills conversion. 

10. Method: 
how does it 
work? What 
is the 
process from 
A-Z? Who 
does what 
and how?  

The process begins with guidance counselling where the individual receives information. 
This is followed by a survey and skills assessment. A validation plan is drawn up and any 
validation is carried out by the educational organiser, the Public Employment Service or 
industry sectors. On the basis of the results, an individual study plan or action plan is 
drawn up. 

11. Outputs: 
what are the 
concrete 
outputs for 
the 
beneficiary 
(the product 
they receive 
upon 
working with 
VPL/CG 
methods) 

Experience and skills are made known and documented; the recognition of formal skills 
by credentials and certification. The ability to continue supplementary training on the 
basis of the validation. Reduce training time, personalised training content, increased job 
security and safety at work. The ability to earn higher pay and apply for other jobs. 
Better opportunities for employment for job hunters. 

12. what are the 
more long-
term 
outcomes 
(for the 
individual 
beneficiary + 
in relation to 

Reduce training time means financial gains. A faster route to the labour market. Greater 
opportunities for career changes. 
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the 
objectives)? 

13. transversal 
skills also 
included in 
VPL and CG. 

General skills are included in the VPL and CG processes. 

14. technological 
features of 
VPL and CG 
in the cases. 

 

 
 
Cases Spain 
 
 

Case 1: BM / Ubesco 
 
The responsible of BM/UBESCO Supermarkets made it compulsory for all their employers to hold a title to 
be able to keep on working in their company. To display this decision, they got in touch with the area of the 
Basque Institute of Knowledge and Vocational Training (IVAC) in charge of the skills recognition. In this area 
they designed a specific system for them aiming at assessing and validating BM/UBESCO employers’ skills 
acquired through the work experience at the company. 
 

 
 

Case 2: Department of Fisheries 
 
The Department of Fisheries of the Basque Government realized that a lot of fishermen were employed 
and developing their tasks without any official accreditation or title. At the same time, they were aware of 
the lack of applicants to become fishermen, so they decided to start with the validation process of the work 
experience of workers on activities under the competence of this department and designed a Specific Skills 
Assessment and Validation Plan. 
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