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1.1. Model development 
explained

First, the methodology for developing the con-
cept was developed, based on the ToR outlined in 
the UNDP managed project “Bridging the Skills 
Gap to Create New and Better Jobs”.

The development of the concept sets off in a 
short introduction to the environment in which 
the RVETC should be placed, identifying the chal-
lenges as seen from the perspective of the cli-
ents, partners and end users of the RVETC. The 
Centre is then placed into the context of the Gov-
ernment reform in VET and adult education, and 
a section will look into the main features of the 
environment in which the center is to be placed. 
Then, international examples of best practice will 
be drawn from 3 different models, which may in-
spire the work of generating a suitable model for 
the North Macedonian environment.

The RVETC concept is then explained in its key 
functional elements. First the type, expected role 
and main functions of the Centre, then the man-
agement and administration, outlining the antic-
ipated roles and responsibilities of the different 
functions, then follows a section on the resourc-
es (human resources, finances and equipment /
facilities). The recommended partnerships will 
then be listed, with supporting background infor-

mation on the proposed partners and why they 
have been chosen. The processes of the RVETC 
describe which services the Centre may offer to 
its customers and clients. The results and quali-
ty assurance section propose the introduction of 
a systematic monitoring and evaluation system 
that will meet basic international quality stan-
dards. Based on the proposed concept the final 
section will outline the recommendations for the 
implementation of the concept.

Connected with the development of the concept 
a survey has been conducted, involving 3 main 
focus groups. The responses from these focus 
groups have been incorporated into the shaping 
of the concept.

A semi-structured questionnaire was prepared 
for collecting data from the focus groups, con-
sisting of 19 questions regarding the level of their 
familiarity with the idea of   establishing a private 
RVETC, the support they give to this idea, their 
views on the manner of establishment and man-
agement of RVETC, sustainability, manner and 
degree of networking with other institutions and 
organizations, as well as the ways of reporting, 
monitoring and quality assurance of RVETC pro-
grams. (Appendix 1. Interview Questionnaire)

Due to the situation with the coronavirus, the in-
terviews were conducted electronically, some of 
them through consultative telephone conversa-

1. The process of 
preparation of the Model
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tions, while the rest by sending the questionnaire 
to their e-mail. The interviews, as well as the send-
ing of the survey questionnaire to the respon-
dents from the focus group of training providers 
/ providers of educational services and national 
institutions and organizations, took place in the 
period from 26 to 30 July, 2020. The focus groups 
were defined in accordance with the representa-
tives of the Ministry of Education and Science, as 
well as with the responsible persons in the UNDP 
office in North Macedonia. 

Within the first focus group, in agreement with 
those responsible for this program, training pro-
viders / educational service providers in North 
Macedonia were included, while the second fo-
cus group included national institutions and or-
ganizations.

The providers of trainings / providers of educa-
tional services included: Semos Education Sko-
pje, Open Civic Universities for Lifelong Learning 
Tetovo, Workers’ University Strumica, Training 
Center at AD Moda Sveti Nikole, High School Ni-
kola Karev Strumica, High School Mosha Pijade 
Tetovo.

The national institutions and organizations in-
cluded: Ministry of Education and Science, Min-
istry of Labor and Social Policy, Government of 
RNM, Center for Vocational Education and Train-
ing, Adult Education Center, Bureau for Develop-
ment of Education, State Education Inspectorate, 
Agency for Employment, Economic Chamber of 
Macedonia, Organization of Employers of Mace-
donia, Chamber of Crafts of Macedonia, Federa-
tion of Trade Unions of Macedonia, Business Con-
federation of Macedonia, National Youth Council 
of Macedonia, Economic Chamber of Northwest 
Macedonia.

International experience on Model concept de-
velopment are plenty. 

In the Turkey UNDP Report1 BUTGEM is a product 
of the Bursa Education Development Founda-
tion (BEGEV), which was established in 1992 by a 
group of industrialists for the purpose of providing 
vocational and technical training to fulfil the de-
mands of the labour market in Bursa. The Bursa 
Chamber of Commerce and Industry (Bursa CCI) 
is the patron of the initiative. One “Champion” Mr. 
Fahrettin Gülener, and his fellow industrialists, 
started the initiative as a vehicle to convince, con-
vene and mobilize to engage the private sector 
for this solution that mutually benefits trainees 
and industrialists. Fahrettin Gülener, who was a 
graduate of an industrial vocational high school 
and a leading industrialist, and the team of in-
dustrialists were well positioned to identify gaps 
and solutions for key stakeholders, including stu-

1 LESSONS FROM TURKEY, United Nations 
Development Programme, HOW THE PRIVATE 
SECTOR DEVELOPS SKILLS, 2014

dents, trainees and private sector operators.

The BCN Foundation2 was initiated as an NGO 
promoted by the City Council of Barcelona, fol-
lowing a series of previous steps to enhance VET 
in the Barcelona area, such as a VET Council of 
Barcelona, the VET Network Association. From 
the initiatives, the Foundation was established as 
an umbrella organisation embracing all previous 
initiatives under one organisation.

Recently (June 2020), a publication by ETF has 
been released, entitled “Centres of Vocational 
Excellence – an engine for vocational education 
and training development – an international 
study”. This publication contains a wealth of ex-
amples of establishing centres of excellence in 
different parts of the world. One of the authors of 
this UNDP Concept paper was leading the EU’s 
technical support to the establishment of one of 
the examples mentioned in this publication, the 
Multifunctional Centres in Albania. In this case, 
working groups were established in each of the 
4 participating regions, consisting of key interest 
groups. A baseline study was conducted in each 
case, identifying the main areas, challenges as 
well as the key functions of the Multifunctional 
Centres. Later, this was followed up by a thor-
oughly documented Strategy Plan for the es-
tablishment and running of the multifunctional 
centres.

1.2. Recommendation for 
RVETC Model development:

1. It is recommended to start by forming a 
working group, consisting of representatives 
of the organisations, which have given posi-
tive feedback for having a key role in the con-
cept development;

2. Draw up a stakeholder interest map;

3. Carry out a baseline study of the needs and 
capacities in place to determine a prelimi-
nary Model of the scope and functions of the 
RVETC.

2 https://www.fundaciobcnfp.cat/en/about-us/the-foundation/ 
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2. Short introduction to 
the North Macedonian 
background for setting 
up the private RVETC

2.1. Short introduction
The objectives of this concept development links 
directly with the priority 2.7. of the Education 
Strategy 2018-2025: “to support MES in the activ-
ities towards better provision of the VET Educa-
tion up to the needs of the employers.” The de-
velopment of a blueprint is an important step in 
the process of establishing a Regional VET Center 
by private companies in North Macedonia, and 
the approach to be taken should take into ac-
count the complexity of the environment, such 
as the status of the existing provision (formal 
and non-formal VET), the skills gaps that exists 
in different sectors of the economy, any urgent 
demands for supply of labour force in particular 
areas of the economy. The study should also look 
abroad, to examples of countries where these 
Centers have been established, or are in the pro-
cess of being set up, in order to learn from good 
or bad experience, looking at pitfalls and chal-
lenges in the establishment process.

The concept to be developed links closely with the 
ongoing work of the Ministerial Working Group 
set up for the process of setting up 5 regional 
VET centers in North Macedonia, and should en-
able private businesses to establish one Regional 
VET Center, either based on sectors of coverage 
or regionally based. Three economic sectors are 
included into the programme: textile, construc-

tion and energy efficiency/renewable energy. The 
model is to be used as a basis for setting up the 
private Regional VET Center.

The Model is required to be so specific that is de-
scribes innovative ways of cooperation, such as 
the modes of cooperation with partners that are 
not usually involved in VET management, such as 
NGOs, Social Work Centers, universities, research 
centers and others. It should also describe how 
different stakeholders may be directly involved in 
the contents of the non-formal vocational train-
ing programmes so that demand and supply of 
skills may be matched perfectly. Keywords in the 
Model description are also governing structure, 
sustainability, networking and QA mechanisms.

The findings from the analysis of the data from 
the conducted interviews of focus group 1 sho-
wed that 90% of the respondents, i.e. the repre-
sentatives of the national institutions and orga-
nizations, as well as the providers of educational 
services answered that they are not familiar with 
the idea of opening a private RVETC. This is, in 
other words, completely new grounds although 
about 50% of them have information or participa-
ted in the working groups for the establishment 
of state RVETCs, through the transformation of, 
specifically, three vocational schools in the coun-
try into RVETC. This shows that the private RVETC 
calls for a completely new approach.
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The analysis of focus group 2, in terms of the level 
of knowledge and support for opening a private 
Regional Center for Vocational Education and 
Training (RVETC) showed that all municipalities 
/ planning regions, i.e. 100% of respondents in 
this focus group are not familiar with this idea, 
but they support it, because they believe that it 
is aimed at developing the local economy and 
reducing the unemployment rate in the country.

The findings from the analysis of the data from 
the conducted interviews in focus group 3, i.e. 
from the received answers to the survey ques-
tionnaire via e-mail, showed that 67% of the com-
panies are not familiar with the idea of estab-
lishing a private RVETC, but support it, while the 
remaining 33% are familiar and strongly support 
this idea. 

In this analysis, the findings of the interest of the 
companies for establishing a training center for 

vocational education and training at the regional 
level (RVETC) were especially important, where 
55% of the companies responded positively, i.e. 
stated that they are interested in establishing 
such a center.

The companies from the textile industry (44%) 
answered that their interest in the future will de-
pend on the conditions under which the RVETC 
will have to be established, as well as on the re-
quirements and role of these centers, but it also 
depends on the labor market needs for labor in 
the garment industry. One company specifically 
suggested to incorporate the RVETC concept into 
their existing initiative for setting up a company 
training college.

In the context of the justification of the interest of 
the companies for the establishment of RVETC, 
the strengths, weaknesses, opportunities and 
threats they face were determined, ie on which 

STRENGTHS WEAKNESSES

 � High expertise

 � Seriousness in the operation

 � Making efforts to train young staff for the needs of the company

 � Professional staff for knowledge transfer and 

opportunity for solid practical training

 � Professional and qualified staff with 

many years of work experience

 � Availability of other resources that support the establishment 

of RVETC (machinery, technology, space conditions, plants)

 � Specialization in the field

 � Lack of human resources

 � Theoretical teaching rooms and modernized equipment

 � Insufficiently trained staff for trainers

 � Lack of financial resources

 � Formal legal procedures

 � Preparation / preparation of program documents for a 

certain qualification in formal and non-formal education

OPPORTUNITIES THREATS

 � Training of professional staff (trainings for trainers)

 � Positive experiences from similar examples 

in the country or abroad

 � Opportunity to choose the best candidates 

from those who will attend the training

 � Continuous needs for trained staff

 � Modern technology

 � Insufficient interest, going abroad (especially to young people)

 � Financial assistance for sustainability

 � Insufficient knowledge of the procedures and 

legal possibilities for establishment

TAblE 1.
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they base their assessment of their own credibili-
ty. Based on these elements, we created a SWOT 
analysis, in order to more practically and visually 
present the findings (Table 1).

The SWOT matrix clearly shows (strengths) that 
the companies in the focus group have highly 
qualified staff, who have many years of experience 
and are able to transfer their knowledge (theoret-
ical and practical training) to future generations 
of employees, are serious in their initiative and are 
specialists in the area in which they operate, and 
also have other resources that could support the 
establishment of RVETC within them, i.e., have 
plants, solid space, machinery, equipment and 
technology. 

However, the employees in the companies that 
will appear in the future as trainers of the future 
generations of employees, lack training for train-
ers (weak side), on the basis of which they will be 
able to work professionally within the new RVETC. 

Also, the lack of financial resources for the real-
ization of the establishment of this Center is a 
weakness. 

Furthermore, it is necessary to modernize the 
pre mises for theoretical training, as well as to 
modernize the equipment (because not all com-
panies have the latest technology). 

The weakness is also seen in terms of formal-le-

gal procedures, as well as in terms of preparation 
/ preparation of program documents for a certain 
qualification in formal and non-formal education. 

The most significant opportunities are seen in 
the continuous need for trained staff, as well as 
in modern technology, while the threats that 
companies generally face are related to the sus-
tainability finances of the future RVETC, insuffi-
cient interest of young people in these industries, 
which is often followed by their outflow from the 
country, as well as insufficient knowledge of the 
procedures and legal possibilities for establish-
ment.

2.2. Recommendation for 
RVETC Model development:

4. It is recommended that the working group 
suggested to be established for the private 
RVETC takes up a close dialogue with the 
Ministerial working group established on the 
basis if the Education Strategy point 7.2. to 
introduce 5 RVETCs in North Macedonia

5. Further, that the private RETC working group 
designs a communication strategy for rais-
ing the awareness of this concept among the 
stakeholders and the public.
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3. The identified challenges 
–from an employer’s and 
learner’s perspective

There are several challenges in the environ-
ment in which the private RVETC is sup-
posed to be placed. 

3.1. Matching the demand and 
supply of labour force

One group of challenges are linked with the 
matching the demands and supply of labour 
force in North Macedonia, such as:

Slow transition from education to work

The graduates from secondary and tertiary ed-
ucation on average stay inactive 2.5 years before 
they manage to get a job. The school-to-work 
transition is seen to be increasingly linked to the 
existence of various types of skills mismatches. 
Compared to adults, young people face a num-
ber of challenges entering the labour market 
due to their lack of work experience and the mis-
match between the skills they have to offer and 
those required by employers. This implies lower 
productivity at country level. The employment 
rate of graduates in 2017 was 50% compared to 
the EU average of 82%.3

3 Policies for human capital development, 
North Macedonia, ETF 2019

Mismatch between demand and supply

People with a tertiary education working in semi-
skilled occupations have a higher mismatch per-
centage (22,2%) than people with upper second-
ary education (four-years VET secondary school) 
working in elementary occupations (14.3%).4 High 
percentage of managers (5%) and services and 
sales workers (10.7%) are under-educated and 
craft and related trades workers (4.7%) and plant 
and machine operators and assemblers (4.9%) 
are over-educated. 

The statistical measures of mismatch used in the 
ETF report show that there is a relatively large 
mismatch between the skills/education of work-
ers and those required by employers. Various 
measures were used to assess the extent of the 
mismatch, such as unemployment-to-employ-
ment ratio, unemployment rates by various di-
mensions, NEETs, coefficient of variation, variance 
of relative employment rates and relative wages.

 These measures generally reveal numerous, per-
sistent mismatches; relative deterioration of the 
position of tertiary-educated workers as a result 
of a large increase in the supply of such workers; 
a level of over-education that is higher than un-
der-education; a relatively small mismatch for 
workers aged 20 to 24 and 25 to 29; the reward-

4 Skills mismatch measurement in North Macedonia, ETF 2019 
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ing of higher education in the labour market as 
assessed by relative wages by education; the in-
cidence of mismatch varies by economic sector. 
Over-skilling, according to these calculations, is 
especially high for services and sales workers and 
skilled agricultural workers and to a lesser extent 
for crafts workers and plant and machine opera-
tors. Under-education, on the other hand, is high-
est among managers, and less so among tech-
nicians and associate professionals and clerical 
support workers.

The employment programmes and fiscal/invest-
ment stimuli have shifted the profile of job op-
portunities away from low-skilled jobs towards 
employment requiring higher and medium-level 
skills, which employers have been struggling to 
fill for some years now. Employers are looking for 
over 214 000 workers with medium-level skills 
and for 73 524 high-skilled employees, the latter 
representing an increase of 8.3% compared to the 
year before.5

Lack of information on specific 
labour market needs

In spite of the investment in a range of instru-
ments to collect labour market and skills data 
there is limited capacity of labour market services 
and bodies in charge of education and training 
to capitalize on the available evidence regarding 
skills and labour market needs. There is a wealth 
of information, but lack of capacity to interpret, 
disseminate and use the data available.6

The problem of low quality of 
education and training

Problems are linked with structural challenges 
in improving the day-to-day running of services, 
shown in sub-standard quality of the teaching 
and learning environment, limited profession-
al development opportunities and incentives 
for teachers and school leaders, outdated study 
programmes, limited outreach of adult educa-
tion due to problems with content and provision 
arrangements, and massive problems with the 
quality of learning outcomes.

3.2. Developing an 
innovation capacity in 
North Macedonia

Another group of challenges are linked with the 
innovation capacity, which is a determining fac-
tor for economic growth and employment. The 
transfer into a knowledge-based economy in 
the 3 selected sectors (construction, textile and 

5 Policies for human capital development, 
North Macedonia, ETF 2019

6 Ibid.

renewable energy) is essential for the further 
growth of these sectors.

OECD performed an analysis of the national inno-
vation system7 and the Ministry of Education and 
Science took the lead as implementing body of 
the activities of the National Innovation Strategy. 
The Ministry of Education and Science envisaged 
the development of а Department for innovation, 
competitiveness and entrepreneurship which 
will monitor the development and commercial 
exploitation of innovations. More specifically, this 
Department should:

 � Participate in the preparation of action plans 
based on the Innovation Strategy;

 � Submit proposals to the Government on poli-
cy in the area of innovation activity, and inno-
vation activity programmes;

 � Monitor and analyse European and global 
trends and standards in innovation activity;

 � Monitor the implementation of existing oper-
ations in the innovation activity and propose 
measures in accordance with the develop-
ment potential of the North Macedonia;

 � Steer and engage in international cooperation;

 � Conduct research, surveys and economic and 
technological inquiries in order to assist the 
shaping of government policy in aid of Inno-
vation activity;

The following challenges are listed in the Innova-
tion Strategy:

Limited access to adult education

Adults have access to adult education only in the 
context of a career re-orientation following a pe-
riod of unemployment. Very few employees get 
access to training to maintain and develop their 
skills in their workplace, as companies invest little 
in training their employees.

Lack of funding for innovation and R&D

Innovation and R&D in both public research insti-
tutions and the private sector are constrained by 
a significant lack of funding. Limited capacities 
of research institutions: The R&D capacity of re-
search institutions in the Republic of North Mace-
donia is weak. Limited financial resources are 
dedicated to R&D and the number of researchers 
is low. 

Insufficient readiness for innovation

Insufficient readiness to innovate in the business 
sector: To be competitive on the domestic and 
export market, firms need to effectively engage 

7 https://www.oecd.org/south-east-europe/
programme/FYROM%20Innovation%20
System_Assessment_for%20publication.pdf 

13The identified challenges –from an employer’s and learner’s perspective



in innovation activities. Lack of incentives to back 
innovation-related activities in businesses and 
the limited public awareness of existing public 
measures to foster innovation.

Inadequate framework for 
knowledge transfer

There is a lack of channels for knowledge flows in 
the economy. In particular, the most innovative 
companies are not well linked with the rest of the 
private sector and initiatives such as inter-firms’ 
networks or clusters are underdeveloped or have 
not been particularly successful and sustainable 
so far.

Lack of co-ordination of policymaking 

Because policies supporting innovation touch 
upon a number of policy areas, including re-
search, education and SME support, the responsi-
bility for innovation policies is split between sever-
al institutions, including the Ministry of Education 
and Science and the Ministry of Economy.

One of the measures of the Innovation strategy 
(B.1.) is to adapt education policy to develop the 
skills needed for innovation. Another relevant 
measure is B.3: increase the quality of vocational 
training and promote lifelong learning. 

3.3. Recommendation for 
RVETC Model development:

6. It is recommended, in the design of the func-
tions of the RVETC, to formulate clear strate-
gies for:

 � Speeding up the transition from edu-
cation to work (which measures can be 
introduced, who should be involved, etc.)

 � eliminating the mismatch between 
demand and supply in the 3 proposed 
sectors (how to ensure the continuous 
update of teachers, instructors, curric-
ula, learning materials, practice etc)

 � how to overcome the lack of informa-
tion on specific labour market needs 
(which systems should be in place 
in the RVETC for obtaining data) 

 � how to ensure optimal quality of edu-
cation and training (which benchmark 
to be used) for clients and costumers

7. It is also recommended to have a clear strat-
egy for the RVETC in terms of innovative ca-
pacity, addressing:

 � the need for increased ac-
cess to adult education

 � attracting funding for innovation and R&D

 � how the RVETC intends to increase 
companies’ readiness for innovation

 � how to set up a framework for knowl-
edge transfer in the 3 economic sec-
tors (construction, textile, energy)

 � how the centre may contribute to 
co-ordination of policymaking
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4. Placing the private 
RVETC in the context 
of Government reform 
programmes and strategies

4.1. The Government 
context of the RVETC

The real breakthrough for the reform of the adult 
education system began with the legislative 
adult education framework which was adopted 
in 2008, which aimed to arrange the organisa-
tion, structure, financing and management of 
the adult education system and recognised adult 
education as part of the unique educational sys-
tem of North Macedonia. “One year later, in 2009, 
the public institution the Adult Education Centre 
was established and tasked with promoting a 
system of adult education that would be func-
tional, modern and in line with EU standards, a 
system that would provide high-quality learning 
opportunities that would lead to qualifications 
in accordance with the needs of the population, 
increase employment and develop entrepre-
neurship, meet the needs of the labour market 
and contribute to economic, social and person-
al development.” (Avramovska, M., Czerwinski, T. 
2017:203) Further progress was made with adop-
tion of the Adult Education Strategy 2010-2015, 
which aimed to support an adult education and 
learning system that will enable the entire pop-
ulation of the Republic of North Macedonia to 
have equal possibilities for participation in quality 
learning in the course of one’s entire life, in which 
the education offer will be based on the require-

ments and the needs for learning arising from all 
spheres of human existence and to encourage 
and enable the population for participation in all 
spheres of contemporary living, especially in the 
social and political life at all levels, including also 
the European level

After adoption of the law, the Adult Education 
Centre was established as a public institution and 
the implementation of the law began. During 
the implementation process additional rules 
and regulations were developed in consultations 
with the stakeholders and adult education cen-
tres. Adult education centres ware regarded as 
a key to development – challenges and success 
factors from various Macedonian experts and 
institutions like the Ss. Cyril and Methodius Uni-
versity, Skopje. Currently, in the frame of the EU 
project (funded by EuropeAid, and within IPA as 
the European Union’s Instrument for Pre-Acces-
sion, implemented from January 2016-Novem-
ber 2017) “Enhancing Lifelong Learning through 
Modernising the Vocational Education and Train-
ing and Adult Education Systems”, led by the 
British Council, two essential documents, Adult 
Education Strategy 2016-2020 and the first Life-
long Learning Strategy of the Republic of North 
Macedonia (2017-2020), were developed in a par-
ticipative process involving all relevant state and 
non-state stakeholders, including the adult edu-
cation centres. 
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In 2018, the Ministry of Education and Science of 
North Macedonia adopted the new Education 
Strategy for 2018-2025, together with the Action 
Plan, envisaging the establishment of 5 VET Cen-
tres of Excellence (later reformulated to Regional 
VET Centres). The first activity of the Ministry of 
Education and Science was the establishment 
of a working group for the regional VET centres. 
The Working Group is composed of representa-
tives from all key stakeholders. The mandate of 
the working group was to prepare a national con-
cept for a regional VET centre and to apply it to 
the three selected regions. An assessment of the 
current capacities of VET providers in the three 
regions was conducted, focusing on economic 
and social needs.

A national standard Model of Regional VET Cen-
tres is now under preparation. From the first draft 
of this document the needs identified have been 
listed in 6 categories: 

 � Meeting the demands of the labour market

 � Diversity / adjustment of the offer and cover-
age of a wider category of target groups (low-
skilled adults, job seekers, inactive people, stu-
dents with special needs, etc.) 

 � Increasing the efficiency of the school network

 � Strengthening the relationship with employ-
ers and increasing opportunities for practical 
training

 � Support for entrepreneurship, innovation and 
increasing the competitiveness of the regions

 � Dealing with youth unemployment

The main functions of the standardized RVETCs 
have been listed as:

 � Services for the target population

 � Initially VET

 � completion of education

 � Continuous VET

 � Post-secondary education

 � Validation of non-formal 
and informal learning

 � Career guidance

 � Support for students with special needs

 � Services for the Ministry of Education and Sci-
ence and other service providers in the region

 � Support for the Ministry of Education 
and Science in the coordination of 
educational planning in accordance 
with the socio-economic needs

 � Curriculum development

 � Continuous professional develop-
ment for the teaching staff

 � Providing services to providers of initial and 
continuous VET in the areas of students 
with special needs, career guidance, on-
the-job learning and quality assurance.

 � Private sector services

 � Learning agreements through work

 � Incubators 

 � Business services (e.g. staff training)

4.2. Recommendation for 
RVETC Model development:

8. Establish a close dialogue with the minis-
terial working group, including regular co-
ordination meetings in order to align the 
development of the private RVETC with the 
ongoing implementation of the Education 
Strategy 2018-2025.
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5. Local context analysis

5.1. Legal context
The RVETC is placed as a part of the existing legal 
framework. The establishment of RVETCs is regu-
lated with Article 5 of the law on Vocational Ed-
ucation and Training, which introduces RVETCs 
as one of 3 types of VET institutions (schools, cen-
ters and regional VET centers). However, there 
is no Rulebook on the accreditation process for 
becoming an RVETC. The law on Secondary 
Education has elements that guide its establish-
ment, such as section 1 Basic provisions, article 2, 
which mentions that “private schools” offer sec-
ondary education. The law on Concessions, sub-
chapter Public Private Partnerships and the law 
on Innovation article 4, states that innovation 
activities involve, among others transfer of tech-
nologies and/or knowledge for innovative prod-
ucts, technologies, processes and services – the 
RVETCs can thus take on the role of technology 
parks that promote specific knowledge and skills 
for new technological processes.

5.1.1. The accreditation of an 
RVETC may follow three 
different pathways. 

The first pathway goes through the Law on Sec-
ondary Education, section II on establishing and 
closing secondary schools, article 10 and 11. Article 

10 says that a secondary school may be estab-
lished by the municipality, on the recommenda-
tion of the Government. Article 11c. says that “The 
elaboration for establishing a secondary school 
includes: information about the founder, the 
type or types of secondary education that will be 
delivered in the secondary school, the teaching 
plans and programmes, the name, the number 
of classes, spatial conditions and equipment for 
organizing secondary education, the source of 
finances for delivering secondary education, the 
possibility to ensure the necessary number of 
teachers and professional associates who could 
be employed in the secondary school and a plan 
about the way to meet the other conditions de-
termined with the regulations and standards for 
establishing a secondary school”.

The second pathway goes through the Law on 
Adult Education, article 22, which states that 
“the verification of adult education institutions 
is done by the ministry. An adult education insti-
tution can deliver specific verified programmes 
for adult education, provided it has space, equip-
ment and staff adequate for the implementation 
of these programmes, for which it submits an ap-
plication for verification of the institution through 
the Centre to the Ministry. The standards for the 
equipment, space and staff in paragraph 2 of this 
article are determined by the minister, upon the 
Centre’s proposal”.
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This pathway would require a procedure hand-
book to be developed, that may state who will do 
the verification, the criteria and the timeframe to 
complete this.

The third pathway goes through the host com-
pany, national or international organizations, 
which may accredit the Centre in accordance 
with internal quality standards, in the case where 
a Centre is established as part of a private com-
pany or as a branch of a national/international or-
ganization (employers’ association of chamber of 
commerce, international standard setting body).

5.1.2. Qualifications and programmes

The qualifications to be acquired in the RVETC 
will be in accordance with the law on the Na-
tional Qualifications Framework. In Article 9, 
chapter II Macedonian Qualifications Framework, 
subchapter Levels and sublevels of qualifications, 
it is defined that level II refers to two-year voca-
tional education, level III to three-year vocational 
education, level IV to technical education, while 
level VB refers to post-secondary education. 

The programmes/curricula are regulated with the 
law on Vocational Education and Training, ar-
ticle 7, which states that the minister is obligated 
“to adopt national framework of teaching plans 
and programmes”, and that “post-secondary ed-
ucation and training is delivered with teaching 
plans and programs designed in a modular way. 
The teaching plans and programmes from para-
graph 1 of this article for specialized education are 
proposed by the Centre and adopted by the min-
ister”, while in the law on Adult Education it is 
regulated in article 21a and 21b. 

5.1.3. Assessment, final exams and 
diplomas and certificates

The Law on Vocational Education and Training, 
article 19 and 35 regulates knowledge assess-
ment and final exams (vocational skilling tests, fi-
nal exam, state Matura, specialist exam and mas-
ter craftsman exam). Article 39 in the same law 
regulates the inclusion of children with special 
needs into the exams. The Law on Adult Educa-
tion simply states that the exams are organized 
and carried out in the institution or facility for 
adult education which delivered the programme 
for acquiring knowledge, skills and competences, 
with the exception of state Matura, school Mat-
ura and the final exam for secondary education, 
which implies that RVETC will also organize and 
carry out final exams”.

RVETCs will issue public documents that shall be 
regulated with the laws on vocational education, 
secondary and adult education, and the Law on 
the National Qualifications Framework. The issu-
ance of the public document about the acquired 
qualification in the Law on Vocational Education 

and Training is regulated in a separate subchap-
ter Diplomas and certificates, Article 21: “Diplo-
mas and certificates recognized by the State are 
the following: certificate for vocational training, 
diploma for final exam, diploma for state Matura, 
diploma for specialized education and diploma 
for master craftsman exam. 

In the Law on Secondary Education the public 
document for acquired qualification is men-
tioned in article 56, “the public school gives stu-
dents diplomas for their success and they are the 
following: diploma for completed secondary edu-
cation and demonstrated exceptional outcomes 
and deeper knowledge in the fields of science, 
arts and other activities for talented students, 
and diploma for completed secondary education 
with continuous excellent marks”, and in article 
75 which states that the diploma, the certificate 
for vocational training, the certificate for work 
skilling are public documents”. 

In the Law on Adult Education the public docu-
ment is regulated in article 24, subchapter Cer-
tificates, which states that individuals get a pub-
lic document in the form of a certificate for the 
knowledge, skills and competences acquired in 
individual programmes. 

In the Law on National Qualifications Framework 
this is regulated in article 9 where the levels of 
qualifications are listed as well as the type of doc-
ument received after obtaining the qualification.

5.1.4. Records and documentation

As providers of educational services, RVETCs are 
obligated to keep pedagogical records and doc-
umentation. This issue is regulated with the Law 
on Secondary Education, articles 73,74,75,76 and 
77 and the Law on Adult Education, article 25

5.1.5. Financing of the RVETC

There are no direct references to RVETC financ-
ing in the legal framework, however, elements 
may be found in different parts. The Law on Fi-
nancing Local Self-government, the Law on Civ-
ic Universities for Lifelong Learning, the Law on 
Innovation Activity and the Law on the Use and 
Disposal of Goods Owned by the State and the 
Municipalities. 

Some options are listed here:

 � RVETCs can be financed in accordance with ar-
ticle 10 of the Law on Financing Local Self-gov-
ernment Units via specific grants used for fi-
nancing a specific activity, particularly when it 
comes to a private RVETC.

 � RVETCs can be financed from the Budget of 
the Republic of North Macedonia in accor-
dance with the Law on Secondary Education, 
article 101, if they are established in public vo-
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cational schools for qualifications of social in-
terest, and through allocated block grants in 
line with article 12 of the Law on Financing Lo-
cal Self-government Units

 � RVETC can be financed from own sources of 
the local self-government, in line with article 
4 of the Law on Financing Local Self-govern-
ment Units and article 23 of the same law, 
where the municipality gives an explanation 
for the budget and states the programme that 
shall provide the funds

 � RVETCs can also be financed by the provision 
of educational services to citizens that are not 
determined to be in the interest and need of 
the state, as is regulated in article 103 of the 
Law on Secondary Education or following the 
example of open civic universities for lifelong 
learning regulated with the Law on Open Civ-
ic Universities for Lifelong Learning in chapter 
IV Financing the functioning of the open civic 
universities for lifelong learning in article 16

Financing 
Model No. Description Option 1 Option 2

1 Government grants
article 10 of the Law on Financing 
Local Self-government Units

article 12 of the Law on Financing 
Local Self-government Units

2 Government budget Law on Secondary Education, article 101,
article 103 of the Law on 
Secondary Education

3 Local self-government budget
article 4 of the Law on Financing 
Local Self-government Units

article 23 of the same law

4 Open university fees

Law on Open Civic Universities for Lifelong 
Learning in chapter IV Financing the 
functioning of the open civic universities 
for lifelong learning in article 16

5 Project participation National projects EU/International projects

6 Cooperation financing cooperation with the Economic Chamber
via the industries/government 
funds/international funds

7 Private user funding cover own expenses

8 Technology Park funding article 4 of the Law on Innovation Activities

Summary of financing model options:

TAblE 2. 

 � Private RVETCs can be financed through par-
ticipation in projects. 

 � RVETCs can be financed with cooperation 
with the Economic Chamber, via the indus-
tries or with the support from the Government 
and foreign funds

 � Training participants who improve their skills 
for qualifications or re-qualifications of their 
own initiative, should personally cover the ex-
penses for the trainings.

 � Another way of ensuring funding for RVETCs 
can be found in article 4 of the Law on Inno-
vation Activities which states that innova-
tion activities, among else, include transfer of 
technologies and/or knowledge for innovative 
products, technologies, processes and ser-
vices, so that educational service providers, in 
this case RVETC, can have the role of technol-
ogy parks for specific knowledge and skills for 
new technological processes.
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probably hinders their productivity, and conse-
quently their salary and promotion prospects. 
In addition, given the mismatches in the labour 
market, the apparent lack of interest in upgrad-
ing skills and knowledge seems unusual both in 
terms of employers’ incentives to train and upskill 
their workers, but also workers’ incentives to im-
prove their own skills. 

The skills most in demand by firms, according to 
the World Bank’s survey of employers (2016) are 
mainly technical skills, relating to specific jobs. 
In addition, workers are also expected to have 
many transversal skills, e.g. team working skills, 
communication skills, and time management 
skills. However, when employers are asked about 
the technical skills that are in short supply, they 
are unable to articulate exactly which technical 
skills are in insufficient supply but instead men-
tion socio-emotional skills and similar skills. They 
also usually complain about the job applicants’ 
lack of work experience. According to the same 
survey the main sectors experiencing demand 
constraints for workers are the fast-growing and 
export-oriented sectors in the economy. These 
sectors report a lack of the following occupations: 
plant and machine operators, crafts and related 
trades workers, clerical support.

The following table summarizes the total struc-
ture of the employment, as well as the projected 
labour demand by occupation, as detected in 
four different surveys (see Table 3).

From this table the following trends may be de-
tected. The need for managers is low at the mo-
ment, might decline or rise. There is a clear trend 
that jobs of professionals have almost doubled 
and may be even larger in future. Technicians 
and associate professionals have seen a slight 
job decline, and a clear trend cannot be seen in 
the surveys. Clerical support workers stay on a 
medium level with no clear future trend. Services 
and sales workers’ jobs increased slightly over 
the past 10 years and will see a further large in-
crease in future. The need for skilled agricultural, 
forestry and fishery workers increased from very 
low to medium low in the past, however, will see 
a slow increase in future. Craft and related trades 
workers will continue on a relative medium level, 
with some surveys projecting a rising tendency. 
The same tendency is found in the Plant and ma-
chine operators and assemblers’ group. Elemen-
tary occupations have a clear tendency to decline 
even more that in the previous period. Armed 
forces stay on a low employment level.

Labour supply can be derived directly by the 
number of unemployed people and the structure 
of the unemployment. According to the Eurostat 
statistical data most of the available labour (i.e. 
unemployed people) have secondary education 
(56% in 2017). Some changes have occurred in the 
structure of unemployment among workers with 

5.1.6. RVETC cooperation structures

The network should be both flexible and well-sup-
ported with resources in order to maximise its 
impact and enable innovation. The timeframe 
of the network should be carefully considered, 
recognising that networks may be temporary 
or more long-term. They may be emerging or 
shifting in form and purpose. They may exist as 
an initial phase of a broader or longer strategic 
plan, such as establishing and embedded a cul-
ture of collaboration. Networks may be estab-
lished at the point of project planning in order to 
carry out that activity but may also make lasting 
connections of which project activity may be one 
part. The development of the network is guided 
by the actors with ownership, recognising that 
more active / connected actors may be best used 
as ambassadors to strengthen, broaden or steer 
the development of the network. It is understood 
that networks can inform decisions about the op-
timum distribution of resources across / within 
adult education systems, including the extent to 
which budgets are centralised or decentralised.

Section 7.3 outlines the specific suggestions of 
the feedback form the focus group discussions 
regarding the specific network recommended 
for the RVETC.

5.2. The skills in demand and 
supply in North Macedonia

Lifelong learning in the country needs, according 
to a recent ETF research report8, further devel-
opment to improve the quantity and quality of 
adult education programmes, mainly in the area 
of non-formal education. There are only a few cer-
tified adult learning programmes in the country, 
relatively small demand and also very low aware-
ness in the country about non-formal education 
and training and its benefits for increasing the 
knowledge of employees in the companies. Only 
2.3% of the population aged 25 to 64 participated 
in education and training in the four weeks pri-
or to the survey in 20179. This is much lower than 
the EU average of 10.9%. The 2016 data from the 
lifelong learning survey also indicates that only 
about 10% of employed workers aged 25 to 64 
were involved in job-related non-formal training 
or education (either paid for by their employ-
er or paid for by the worker himself/herself)10. In 
the EU, on average, more than one-third of em-
ployed people (35.8%) took part in some job-re-
lated training or education. Very few adults in the 
country upgrade and augment their skills and 
knowledge throughout their working life. This 

8 Skills mismatch measurement in North Macedonia, ETF 2019

9 LFS, 2017

10 Skills mismatch measurement in North 
Macedonia, ETF 2019 p.9
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a low level of education and those with a high 
level of education. The share of the first category 
in overall unemployment decreased from 30% in 
2012 to 23% in 2017. The skills profile of the active 
population is also changing, with fewer workers 
with a low level of education entering the labour 
force (10 points less in 2017 than in 2010). On the 
other hand, the share of tertiary-educated work-
ers in total unemployment increased as a result 
of the rapidly growing supply of such workers rel-
ative to the increase in demand.

The highest number of unemployed (in 201711) 
was found in the Service and sales workers group 
(over 25%), followed by the elementary occupa-
tions (approx. 18%) and Craft and related trades 
workers (around 17%). Plant and machine opera-
tors’ unemployment rate is around 15%. 

11 Skills mismatch measurement in North 
Macedonia, ETF 2019, p.27

5.3. Recommendation for 
RVETC Model development:

9. Obtain more detailed information on the 3 
pathways mentioned of accreditation of the 
RVETC – conditions and procedures;

10. Decide on a suitable accreditation that will 
match the aims and goals of the RVETC;

11. Before deciding on the qualifications, pro-
grammes and curricula- a detailed skills 
needs analysis should be conducted, in order 
to identify the precise needs in the sectors af-
filiated to the centre. The results of the skills 
needs analysis will determine the qualifica-
tions, programmes, curricula and workshop 
facilities and equipment, as well as the pro-
files of teachers and instructors;

12. Several options for setting up a sustainable 
financing model for the RVETC are listed – 
please identify in each option the actions 
needed to ensure realisation of this option.

13. The network of partners should be both flex-
ible and well-supported with resources in or-
der to maximise its impact and enable inno-
vation;

Structure 
2008 %

Structure 
2017 %

Job vacancy rate 
(SSO) – based on 
change 2014 – 17

Employment 
by occupation – 
based on change 
2008 – 17

Skills needs 
analysis (ESA) 
– data for 2016, 
demand in the 
next 6–12 months

World Bank (2016) 
– 2016 survey, 
current needs

Managers 6.5 4.6 Low (rising) Low (declining)

Professionals 8.9 15.4 Low (declining) Very large (rising) rising

Technicians 
and associate 
professionals

10.0 9.1 Medium (rising) Medium (declining) rising

Clerical support 
workers

6.8 5.5 Medium (status quo) Medium (declining) rising

Services and 
sales workers

14.1 16.3 Large (rising) Large (rising) rising

Skilled agricultural, 
forestry and 
fishery workers

1.2 5.8 Low (rising) Medium (rising)

Craft and related 
trades workers

12.1 11.2 Medium (declining) Large (status quo) rising rising

Plant and machine 
operators and 
assemblers

13.9 13.7 Large (declining) Large (status quo) Rising rising

Elementary 
occupations

25.2 16.4 Large (declining) Large (declining)

Armed forces 
occupations

1.2 1.0

Total employment 100 100

Summary of financing model options:

Source: Skills mismatch measurement in North Macedonia, ETF 2019

TAblE 3. 
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6.  Types of private RVETCs 

6.1. Type of organisation
Five models of organisations12 may be listed as 
the most typical organizational types for adult 
education and training institutions:

6.1.1. The so called “family 
organisation” – the adult 
education center, which may 
have 4 different functions:

a. Adult education centres as local services. 
According to this formal definition of adult 
education centres, they are departments in 
the city, district administration. Associates 
are employees of the local community, and 
the budget is integrated into the city/district 
budget. 

b. As the institution of general social purpose 
– owners are local community, cities or dis-
tricts, so, these kinds of institutions are com-
munal institutions. The risk of the responsi-
bility in this case is based on minimum: basic 
capital.

c. Association of general social purpose - in 
this case, it is mostly integrated within local 

12 Management models in organizations for adult 
education, Emir Avdagic, DVV International 2017

communities, members are associations and 
local politicians. But there are associations 
(especially small institutions with volunteers, 
membership is honourable) that are private 
ones. In the formal-legal context of organiza-
tion of the association, the connection with 
local communities is legally the weakest; re-
sponsibility is carried out always by the man-
agement/ president of the management 
board (even when there is an executive di-
rector). 

d. Communal application associations – ap-
plication association is the association of 
several local corporations or institutions. The 
basis for this kind of association is one legal 
regulation with an obligation for mutual per-
formance of activities, public assignment or 
task – in this case – adult education. Appli-
cation associations are the most known and 
the most often form of cooperation among 
local communities. 

6.1.2. Confessional centre for 
education - organisation for 
the purpose to the society 

The aim is to perform constructive things for 
the target groups that need support. Education 
is considered as the right to the participation in 
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the possibilities of the society. Educational aim is 
to disseminate competencies and skills that are 
applicable in today’s practice. The organisation is 
financed by the founder and by private donations 
and has charity as its main purpose.

6.1.3. The Individualistic organization 
– institute of education

The aim of this type of organization is the 
strengthening of own potentials (employees and 
participants), it is development of competen-
cies that contribute to development of personal 
self-affirmation and personality development in 
general. It describes itself as having an ideology 
of so called therapeutic professional perfection.

6.1.4. The functional organisation – a 
commercial centre for education

Functional organization has more clear structure 
with a hierarchic management team, which is 
responsible for professional administration and 
management. Even though suggestions and 
opinions from all employees are respected and 
taken into consideration, it is obvious that final 
decision is made by the director. Business goals 
are strictly defined and confirmed by transpar-
ent numbers. Quality and professionalism are 
the qualities that are implied and accentuated in 
the description of organization. The organization 
is aware of the market and its role in it so they 
attempt to be on the top together with similar 
organizations. Educational trainings are related 
for motivated target groups, which are eager to 
develop their professional growth. Basic orienta-
tion of this organization is the success of the ed-
ucational process as well as the politics of organi-
zation. Functionalism as the assumption for the 
success of organization influences educational 
process as well.

6.1.5. The sovereign organization 
– a department within a 
company/host organization

This type of organization operates as HRD with-
in one large company or host organization. The 
department is directly responsible to the highest 
level of the company, often the management 
board, which verifies the budget, and to whom 
this department does reporting about achieved 
results and goals. The fact that department op-
erates within successful company additionally 
strengthens the self-respect and sovereignty of 
the organization. Goals of the educational pro-
cess are results that are higher than average. Ed-
ucational aim is very clear – to ensure successful 
future of the organization. Clear vision of the or-
ganization assures using adequate instruments 
of management. Although social side of educa-
tion is taken into the consideration, an education 

does not present the purpose to itself, however, 
provides the qualification of personnel for the 
higher productivity of company. The future of the 
company is viewed through the educational pro-
cess.

6.2. Recommendation for 
RVETC Model development:

13. A thorough modelling of the 5 different or-
ganizational options is needed, in order to see 
the composition of the Board of Directors, who 
should take the lead and who should be the sup-
porters on the RVETC among the available actors, 
authorities and stakeholders;

14. The modelling should also identify the main 
interest areas, where the RVETC would be en-
gaged, such as upgrading/reskilling of employ-
ees, serving the community with general skills, in-
creasing employability of vulnerable groups, etc.

23 Types of private RVETCs 



7. International best 
practice examples

Four different examples will be analyzed in 
order to provide input and inspiration to the 
process of establishing the RVETC concept 

from Spain, Turkey and Sweden. The best practice 
examples have been integrated into section 7.

BUTGEM (Bursa Chamber of Commerce and 
Industry Education Foundation, Turkey) is a 
non-profit that offers courses for vocational and 
technical skill acquisition and improvement in 
order to respond to industry’s need for quali-
fied technical staff and to increase the welfare of 
disadvantaged people, especially unemployed 
youth. No government funding is required, as 
Bursa CCI and industrialists finance all of BUT-
GEM’s activities. Trainees do not pay fees for the 
training and services. Every year, BUTGEM trains 
more than 3,000 young people for work in indus-
tries such as textile, automotive-metal, mecha-
tronics, computer software and hardware. The 
employment rate for the trainees who success-
fully complete BUTGEM courses has reached 80%

BCN Vocational and Education Training Foun-
dation (Spain) is a non-profit organization pro-
moted by the City Council of Barcelona with an 
aim at social service. Its mission is to participate 
in the socio-economic development of the city 
of Barcelona and its metropolitan area. BCN Vo-
cational and Education Training Foundation is 
committed to encourage the relationship be-
tween vocational educational and training (VET) 
on the one hand, and the city’s economic and 
social environment on the other. To this aim, 
the Foundation promotes training that is apt to 
businesses’ needs and facilitates students’ tran-

sition to and full integration in the labor market 
through specific projects and actions intended 
for companies, institutions and training centers.

The Lacetània Foundation (Spain) was estab-
lished in 1990 by the Chamber of Commerce and 
Industry of Manresa, the “metallurgical employ-
ers of the Bages” and the Lacetània Institute to 
harmonize the criteria of management of the 
students ‘ practices in the companies and to 
strengthen the relations between the education-
al centres that offer professional training studies 
and the business world. Throughout its existence, 
other teaching centres have been incorporated 
into the foundation, up to a total of 9, as well as 
institutions and social agents that make up the 
foundation’s board of trustees a body with a 
broad representation of all the public and private 
bodies of the Bages. The Foundation’s primary 
objective is to promote professional, regulated, 
occupational and continuous training. The cre-
ation in 2001 of the Centre of practical training is 
a key piece for both vocational training aimed at 
unemployed people and for the recycling of ac-
tive workers.

The Swedish Construction Industry’s Training 
Centre is part of the Swedish Construction Fed-
eration that are the industry and employer orga-
nization for construction, civil engineering and 
specialty companies. The Construction Industry 
Training Center provides training in construction 
law, work environment, corporate governance, 
leadership, construction production, collective 
agreements and labor law.
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8. The key functional 
elements of the 
private RVETC

8.1. Type of organization
100% of the respondents from the interviewed 
first focus group support the idea of opening 
a private RVETC, because they regard that the 
operation of the private center will be faster and 
more efficient than the state educational centers, 
that a faster response to the needs of the labor 
market will be provided, as well as will be fully up 
to date with the needs for further education of 
employees in companies regarding changes in 
production processes. There will also always be an 
opportunity to train staff for future employment. 
The providers of educational services, in that 
context, propose the preparation of a new law, a 
special law for RVETC which will prescribe all the 
elements for its establishment, functioning and 
quality. All respondents (100%) stated that there 
is a great need to open a private RVETC which 
will be multi-sectoral and will provide training for 
employees and preparation of new employees for 
jobs in companies.

In the second focus group, 90% of the munici-
palities / planning regions believe that there is a 
long-term need, emphasizing that the construc-
tion industry should include trainings related to 
renewable energy and energy efficiency. 

These findings could indicate the need to es-
tablish a multi-sectoral private RVETC in the fu-

ture. Of these, 85% answered that they would 
be involved in the process of meeting this need, 
through mentoring, providing space for practi-
cal training, involvement in the initial planning 
process, as well as logistical and intermediary in-
volvement. The remaining 5% answered that they 
have no idea how they could help in this process 
but would be involved according to the needs 
and conditions. 

Only 10% of the municipalities / planning regions 
do not see the long-term need for training / re-
training (especially in construction, textile indus-
try and renewable energy), as well as the need for 
transfer of innovation / technology, because they 
believe that the labor market is changing daily, 
big investors come and big companies go bank-
rupt, migration can in one year withdraw profiles 
that have been built for years. Hence, the labor 
market is a very dynamic category and should 
be viewed from all sides. At the moment, there 
is a need in many categories - but the question is 
whether those branches will survive in the future.

In focus group 3 regarding the type of RVETC, to 
the question “If your company grows into RVETC, 
indicate in which sectors it would be most rele-
vant to provide training for formal and non-formal 
education (including post-secondary education) 
in the region (single-sector or multi-sectoral)?” 
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 � 56% of the companies agree that the private 
RVETC should be multi-sectoral, 

 � while 44%, i.e. the companies from the textile 
industry, think that it should be single-sectoral.

The companies have the same views regarding 
the need for a private RVETC in the country, i.e. 
100% of them believe that the opening of such a 
center in the Republic of North Macedonia will 
contribute to innovative and new technology 
transfer, as well as further training of industry 
employees, that is, to prepare workers for jobs in 
a company. Their views are based on the opin-
ion that regular education is based on outdated 
forms and does not provide enough expertise i.e. 
that state initiatives have so far proved to be in-
sufficiently effective. There is also a problem with 
the excessive bureaucratization of the education 
system, poor conditions for development, insuffi-
cient communication with the private sector, etc. 

Therefore, it is necessary to establish a private 
RVETC, i.e. RVETC within a company, because 
the companies themselves know best what they 
need, how to provide it and what conditions to 
create. According to one of the companies this 
initiative is not for providing basic knowledge and 
general education, but for quickly responding to 
the demands of world markets and changes in 
the desires of new generations, and it can only 
succeed if it is set on the basis of the concept of 
the interests of the real sector and youth.

70% of the respondents in the first focus group, 
believe that it should be established as a separate 
legal entity, with its own governing body/Board 
of Directors, which will include all stakeholders 
such as are: chambers of commerce, secondary 
vocational schools, companies, municipalities, re-
gional development offices, etc.

International examples support the establish-
ment of a separate legal entity with a broad rep-
resentation of members of the local community, 
business organizations, individual companies 
and local authorities.

BUTGEM is an independent legal entity which 
has been set up by the private sector, operating 
in its current structure by cooperating with mu-
nicipalities, universities and other institutions. 
BUTGEM’s history goes back to the Bursa Educa-
tion Development Foundation (BEGEV). BEGEV 
became BUTGEM in 2009 with the financial input 
of 3 million TL (roughly $1.94 million) by the Bursa 
Chamber of Commerce and Industry (BTSO). In 
BUTGEM the Board of directors consists of one 
chairman and a vice chairman, as well as 7 board 
members. The daily management consists of 3 
persons, a general coordinator, an information re-
sponsible and a workshop responsible.

In bCN Vocational Education and Training 
Foundation its board of trustees consist of 4 pres-

idents: The Mayor of Barcelona City Council, the 
municipal manager, the coordinator of Catalan 
foundations, and the director of the Social and 
Economic Development of Barcelona Metropol-
itan area. 

There are additional 16 members of the Trustee 
Board, from NGOs, social partner organizations, 
chamber of commerce, representatives of large 
companies and directors of branches of the mu-
nicipal government. Its management team is 
made of 1 director/manager, a head of adminis-
tration and finances, a secretary and a commu-
nications officer.

The Lacetania Foundation (Manresa) has an 
executive committee consisting of a president 
of the Chamber of Commerce of Manresa, 2 vice 
presidents (director of Institute Sr. Fracesc delis 
Ramos, and a president of a metallurgical com-
pany), as well as secretariat and a number of 
members of the board, from educational insti-
tutes, the chamber of commerce and industry, 
the private companies, the municipality of Man-
resa, the polytechnic university, department of 
education, small and medium enterprises and 
social partners, in total 16 members.

The remaining 30% of respondents in the focus 
groups consulted believe that the establishment 
of this center should be based on the opening 
of a subsidiary within the founding company, 
due to the simpler way of establishment, as well 
as due to the relatively lower costs, as well as in 
terms of cost reduction based on new employ-
ment, using existing employees.

The international example applied here is The 
Swedish Construction Industry’s Training Cen-
tre operating activities which are conducted for 
the most part in the wholly owned service com-
pany Byggföretagen i Sverige Service AB (corp. 
No. 556061-2524). The construction companies 
are organized in a national office, six geograph-
ical regions, the Construction Industry Training 
Center and an industry region, which brings to-
gether 20 industry associations for special com-
panies. The construction companies are mem-
bers of the Confederation of Swedish Enterprises. 
As such, the Industry’s Training Centre is part of 
the organizational structure of the Confederation 
of Swedish Enterprises.

8.2. Initiator(s) of the RVETC
In the second focus group in the analysis for es-
tablishing a private Regional Center for Vocation-
al Education and Training, an important place is 
given to the Municipalities and Planning Regions, 
which are particularly interested in supporting 
development policies in each segment of work 
in the environments and localities in which they 
operate and have management authority, con-
trol, financing, etc. The municipalities / planning 
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regions also gave their proposals regarding a 
company that they recognize as competent and 
ready to open a RVETC within their own frame-
work. 

Thus, the Municipality of Centar proposes RVETC 
to be established by the construction compa-
ny “Golden Art” in Skopje, because according to 
them, this company has sufficient capacity, ex-
pertise, experience and professionalism for this 
type of training. 

According to the municipality of Struga, all major 
companies in the region can provide appropriate 
training for specific profiles. Especially the com-
panies located in the TIDZ zone. Each training can 
be accredited based on a specific procedure: by 
submitting a curriculum; data on the location for 
conducting the trainings; room; persons who will 
conduct the training; detailed written enforce-
ment rules. According to them, at the same time, 
a certain appropriate institution / institutions can 
/ can control the implementation of the training, 
the realization of the indicators and the results of 
the training, control of the process and the pos-
sible abuse of the employees and the program. 

The Center for Development of the East Planning 
Region gives a proposal, if public institutions are 
included in this initiative, Goce Delchev University 
to appear in the role of founder of this RVETC, but 
also some private companies that have a similar 
function and have significant experience. 

The Municipality of Prilep, on the other hand, be-
lieves that companies that would have the capac-
ity to establish RVETC are: “Comfy Angel”, “Mikro-
sam DOO”, “Vitaminka”, “Prilep Brewery”, “Marble 
Factory”, as well as other larger companies in the 
field of construction, but also factories in TIDZs 
such as “Genterm”, “Vic”, “Acuplast” etc. They base 
their opinion on the fact that these companies 
have been facing a shortage of qualified staff for 
many years, which is due, above all, to the inter-
est of students to enroll mainly in high school 
and medicine, and much less in the empha-
sized professions that are demanded in the labor 
market. According to the Municipality of Prilep, 
the accreditation of this RVETC would be issued 
through a joint body of the Ministry of Education 
and Science (Center for Secondary Vocational Ed-
ucation and Training - CVET) and the Economic 
Chamber of the Republic of North Macedonia. 

The other municipalities (44%) do not have 
enough information, ie they could not propose a 
company that would form a RVETC.

In focus group 2 regarding the initiative for estab-
lishing RVETC, 

 � 78% of the municipalities / planning regions 
believe that the initiative should come from 
the real sector - companies; 

 � 11% believe that the initiative may come from 

the planning region; 

 � while the remaining 11% believe that the ini-
tiative should be joint - industry together 
with national institutions such as: Ministry 
of Education and Science (MES), Ministry of 
Transport and Communications, Employment 
Service Agency of the Republic of North Mace-
donia (ESA), Chamber of Commerce of the Re-
public Macedonia, Local Self-Government, etc. 
Otherwise, 

 � 100% of the respondents are interested in par-
ticipating in this process.

In focus group 3 several companies may have the 
potential to develop an RVETC.

To the question “Whose should be the initia-
tive for establishing a private Regional Center 
for Vocational Education and Training (RVETC)? 
Would you be interested in participating in this 
process?” 97% of the companies in focus group 
3 believe that the initiative should come from a 
combination, both by the companies and by the 
national institutions and municipalities, as well 
as the planning regions. Only 3% of companies 
believe that the initiative should be based exclu-
sively on the private sector. In terms of interest, 
100% of companies are interested in participating 
in this process. As an example, a company has ex-
pressed interest in taking the initiative to develop 
an RVETC, and is ready to form a private RVETC. 

In terms of opportunities companies believes 
that in the country there is a lack of knowledge 
about the concept of municipal / regional VET 
schools, and the unfulfilled space in companies is 
supplemented by unsustainable and insufficient-
ly efficient solutions. According to come compa-
nies, the initiatives of companies are often lost in 
the labyrinths of bureaucracy. The long process of 
waiting for accreditation, waiting for a response, 
long negotiation procedures, expertise, elabora-
tions, as well as the lack of support pose a serious 
threat to the realization of numerous sustainable 
initiatives, although, for the most part, companies 
offer investment on their own, without request of 
financial assistance, as well as through their own, 
mostly informal education and training initiatives.

The RVETC should, according to some companies 
of this survey, be a separate legal entity, in close 
cooperation with the private businesses, which 
will have other forms of organization and work, 
in order to provide a broad private and public in-
terest, which would initially be formed as a single 
sector, to further, depending on the needs and 
opportunities of the labor market, grow into a real 
multi-sector center.
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8.3. The main functions of the 
Regional VET Centre

In focus group 1 all respondents (100%) in this 
focus group interviews stated that there is a 
great need to open a private RVETC which will be 
multi-sectoral and will provide training for em-
ployees and preparation of new employees for 
jobs in companies.

The role of the private RVETC is seen in the pos-
sibility of creating professional staff, according to 
the needs of the labor market within the region, 
where participants involved in non-formal educa-
tion will gain the required knowledge, skills and 
competencies through the implementation of 
short special education programs of adults. Ac-
cording to OEM and BCM, the private RVETC will 
be fully competent in the future to offer formal 
education, in the form of post-secondary educa-
tion from fifth to second level, but also regular vo-
cational education from second, third and fourth 
level in certain sectors according to NQF.

100% of the respondents in the first focus group 
believe that it is necessary to make a detailed 
analysis of the needs of the labor market in terms 
of missing skills. Thus, the work of the private 
RVETC will be aimed at creating training pro-
grams aimed at meeting the skills needs that are 
lacking in the existing system of vocational ed-
ucation and training, according to the region in 
which this center opens.

The role of the private RVETC is seen in the pos-
sibility of creating professional staff, according to 
the needs of the labor market within the region, 
where participants involved in non-formal educa-
tion will gain the required knowledge, skills and 
competencies through the implementation of 
short special education programs.

In focus group 2 regarding the need for RVETC in 
the Republic of North Macedonia, 78% of the mu-
nicipalities / planning regions believe that the Re-
public of North Macedonia needs RVETC, which 
will contribute to innovative and new technology 
transfer, as well as further training of employees 
in companies, i.e., to prepare workers for jobs in 
a company. 

The opinion is based on the fact that the offer of 
knowledge provided through the formal educa-
tional process in secondary vocational education 
is scarce, while companies need trained work-
ers who will do their job professionally, and they 
themselves will be better paid and motivated to 
remain in the country, and that such a center 
will introduce new freedom and opportunity for 
retraining of workers, in accordance with the re-
quirements and expectations of the labor market. 

The remaining 22% believe that there is no need 
to establish such RVETC, because there are oth-
er institutions and institutions, such as the Em-
ployment Agency, which has annual retraining, 
retraining programs, etc .; further, vocational high 
schools and higher education institutions that 

Role of RVETC

 � Introducing young people to real work activities and tasks

 � Getting acquainted with the most important things needed to start a job

 � RVETC would be an implementer of policies related to the forms of vocational education and training, as 

well as a direct participant in all processes of their improvement. Its goal would be to build an appropriate 

infrastructure for sustainable development according to the needs of the real sector.

 � Acquisition of vocational education and training, retraining, additional training, improvement 

of knowledge and skills in the field, recognition of previous learning.

 � As a training center with all the technical and material conditions, it should educate staff with 

the necessary competencies that are in demand on the market in that region.

 � Recruit staff for the work process that could be used immediately.

 � Acquisition of knowledge and skills that are lacking in the market.

 � Unemployment training, development and innovation, career orientation of employees.

TAblE 4.
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have additional training / retraining programs; as 
well as private companies offering various train-
ings, including those in the field of innovation.

As expected, the prevailing opinion is that the 
key role of the private RVETC will be to reduce 
the gap between supply and demand for cer-
tain professional profiles in the labor market, 
and consequently reduce the unemployment 
rate in the country; further, acquisition of specific 
professional knowledge and skills of high school 
graduates and already employees who lack cer-
tain knowledge and skills; to provide practical 
training as part of the formal education system; 
to increase competitiveness in the labor market; 
significantly reduce the problem of outflow of 
young talent from the country; as well as to be an 
important mediator in the employment of staff.

In focus group 3 one of the most important is-
sues is the question of the role of RVETC. The 
companies’ responses are summarized in Table 4.

The second group of questions refers to the sus-
tainability of the private RVETC. The companies 
as a whole (100%) see the long-term need for 
training / retraining in the industry, as well as the 
need for transfer of innovation / technology, be-
cause in that way they would continuously have 
professional staff. However, the prevailing opinion 

is that the concept should be universal and ori-
ented towards the most modern technology and 
the need of the Macedonian industry, because for 
some ideas, for the staff from the existing levels 
of education in these industries, there is neither 
technology nor need in the Republic of North 
Macedonia. 

Regarding the interest for the involvement of 
companies in this process, as well as the manner 
of their involvement, 100% of the companies plan 
and have an interest to be involved in this process. 
Most of them would be included according to the 
need and opportunities for participation, as well 
as the resources at their disposal. The companies 
expect to be involved in this process from the 
very beginning of realization, i.e. in the process 
of detecting the real needs of these industries, as 
well as if necessary, involvement in other indus-
tries that are of strategic interest for Republic of 
North Macedonia.

The functions may be illustrated in Diagram 1. 

8.3.1. Function 1: Addressing needs 
of the textile industry

In this context, from the aspect of demanded oc-
cupations, according to the respondents in focus 
group 1, first of all, certain deficiencies of skills in 
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the textile industry are emphasized. Thus, ac-
cording to the VET and the providers of textile 
training, it is necessary to provide post-secondary 
/ specialist training for: machine service techni-
cian, computer design and modeling of clothing 
and model designers, CAD operator (for model-
ing, grading and tailoring), while adult education 
programs include courses for: tailor, basic textile 
seamstress, complete model seamstress, and 
ironer. 

According to focus group 2 in the textile indus-
try there is a need for: maintainers of special 
machines and vending machines, service techni-
cians, operators.

According to focus group 3 textile companies, 
meanwhile, say they face a shortage of trained 
staff to service and maintain machines, comput-
er-aided design and modeling.

In the international best practice, the BUTGEM 
(Turkey) example shows a range of courses which 
are offered in the textile sector, divided into course 
areas: textile pattern design, fashion design, op-
erators’ course and weaving design. The courses 
include theoretical as well as practical training 
on the BUTGEM facilities. The courses are divid-
ed into Vocational training courses and Business 
(modular) trainings. E.g. in the VET training sub-
category Textile Pattern design courses in digital 
pressure, Photoshop, color separation and variant 
(colorist) education. Similar category in the Busi-
ness (modular) trainings offer 12 specialist cours-
es in a variety of different fields. The courses can 
be organized either in the BUTGEM premises or 
in the companies, as preferred.

8.3.2. Function 2: Meeting needs 
of the energy industry

According to the providers of educational ser-
vices in focus group 1, other demanded skills 
are certain in the electrical energy profession, 
especially for: electrical installers, installation and 
maintenance of air conditioners, argon welders, 
electrician, electro-mechanics for electronics, 
electro-mechanics for software, electro-mechan-
ics for telecommunications and fig. 

In focus group 2 needs have been identified in 
the power industry for: renewable energy, electri-
cians for high current, electronics, PLC controllers.

In focus group 3 the companies in the electric-
ity industry and renewable energy believe that 
training is most needed in the field of gasifica-
tion and heating, but of course, in all other areas 
by strengthening the application of modern ma-
chinery and technology.

According to international praxis, in the BUT-
GEM case, a wide range of courses are offered in 
the Energy Sector, such as in business rules and 
energy efficiency in lighting systems, operating 

rules and energy efficiency in printed air systems, 
operating rules and energy efficiency in steam 
systems, operating rules and energy efficiency in 
pump systems.

8.3.3. Function 3: Meeting needs 
of the construction sector

In the construction sector the results of the fo-
cus group 1 survey shows that there is a deficit of 
skills that will be realized through post-secondary 
/ specialist education programs, as follows: rein-
forcement-specialist, hydro-insulator and process 
organizer, construction ceramic, concrete-as-
phalt, mason -specialist and painter-plasterer, 
plasterers, while, through the adult education 
programs, courses are needed for: tiler, chimney 
sweep, facade and installer for dry construction, 
plumbers, etc. 

According to focus group 2 needs are detected in 
the construction industry for: following the trends 
of construction materials, embedding construc-
tion materials.

According to focus group 3 companies in the 
construction industry agree that training is nec-
essary in all areas, but due to the lack of labor 
market staff from the profile of masons, paint-
ers, gutters, drone gauges, the focus of training 
should be oriented towards them. Construction 
machine operators are especially lacking.

The opinions of a well-known company in the 
construction industry deviate a little from the 
rest of the respondents, as they believe that the 
capacity of regular vocational education should 
be strengthened because with the decline of 
its quality there are huge losses of the state and 
unproductive investments in human resourc-
es. In addition to having good cooperation with 
the Siloter Academy in Strumica through which 
they provide qualified staff, they still believe that 
mechanisms should be found to favor the sec-
ondary vocational education paid by the state. 
This thinking stems from the fact that they have 
no protection as to how to retain the staff they 
trained at the academy and the company in-
curred costs for them. In our country, in addition 
to the lack of clear and protective laws for the 
dismissal of the staff you have trained, the value 
system and morale of the employees themselves 
has been violated.

Best international practice example of this is 
found in Swedish Construction Industry’s Train-
ing Centre which offers business-oriented train-
ing as well as a series of courses in health, safety 
and work environment (53 courses), Construc-
tion production (29 courses) , construction law 
(19 courses), corporate governance (10 courses), 
supervisor training (2 courses), collective agree-
ments and labour law (5 courses), leadership (8 
courses) and practice park safety (The safety park 
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is a physical training facility where people work-
ing in the construction industry are given the op-
portunity to practice safety in groups and reflect 
on behaviour and attitudes).

8.3.4. Function 4: Meeting the 
needs of the employed and 
unemployed: a Career Centre

In focus group 1 100% of the respondents state 
that the private RVETC, as an additional service, 
should necessarily establish a Career Center, 
which will provide continuous professional devel-
opment of employees in companies that are part 
of that network, which will assess the affinities 
and skills of the unemployed who will be includ-
ed in the trainings in RVETC, according to their 
interest and abilities, as well as will keep records 
on the quality of completion of the trainings, op-
portunities for future employment and making 
adapted programs for people with special educa-
tional needs.

One best international practice example of 
this is found in the BCN Foundation (Barcelo-
na) where the Metropolis FP Lab is a project that 
aims at assessing the talent of vocational train-
ing students, bringing them closer to the labor 
market, promoting the acquisition of key skills, 
and promoting student’s labor insertion through 
the methodology of open innovation in a real 
environment. The project also has the support 
of the Catalan Public Employment Service with-
in the framework of local development support 
programs. Company training scholarships allow 
the student to continue in the company where 
he / she has successfully completed the training 
in order to improve their transversal and specific 
competences related to their training.

Another example is the Lacetania Foundation 
(Manresa, Spain) which offers internships in com-
panies. The foundation manages the internship 
agreements of the students of formative cycles 
and the stays in the company of the secondary 
students of the institutes affiliated to the founda-
tion.

The Lacetania Foundation also organizes annu-
ally a student Fair of Manresa together with the 
SSTT of the Central Catalonia of the Department 
of Education, the city Council of Manresa, the 
councils of the Bages, Catalonia Berguedà and 
Solsonès. It also organises information sessions 
on vocational training for secondary and high 
school students and parents. Participates in con-
ferences of dissemination and approach between 
schools and companies organized by institutes 
such as the days Lacetània.

8.3.5. Function 5: Innovation Centre

In focus group 1 the CVET proposes the private 
RVETC to have an analytical center. An interest-

ing issue in terms of sustainability is the analysis 
of the attitudes of the respondents regarding the 
additional services of the private RVETC, where, 
according to 100% of the respondents, in addition 
to the trainings for acquiring basic professional 
knowledge in demanded occupations, they con-
sider preparations for start -app and learning en-
trepreneurship, preparation for self-employment, 
acquiring skills for digitalization and computeri-
zation of processes in industries.

Respondents in the focus group interviews also 
emphasized the need to be fully up to date with 
the needs for further education of employees in 
companies regarding changes in production pro-
cesses.

According to the MLSP, this center should be in 
close cooperation with the MLSP, specifically with 
the department for long-term forecasting of the 
labor market and to deliver the results of their 
research to the private RVETC. Of course, they 
should be places for exchange of experiences, in-
novations and technology parks.

Best international practice example is found in 
the BCN Foundation (Barcelona), where 3 differ-
ent types of projects target innovation in VET. The 
project for VET Innovation aims to reward edu-
cational projects of an innovative nature. In this 
sense, the emphasis is placed on those factors 
that favor quality and innovation in education 
within the scope of VET centers. Among them, 
BCN particularly value experimentation, promo-
tion of key and professional skills, teamwork and 
collaboration with other agents and/or educa-
tional centers, hands-on work and project train-
ing, educational and professional orientation and 
improvement of educational success.

FP EMPRÉN AWARDS are a public recognition 
of the best business projects carried out by Voca-
tional Training students of VET centers in Barcelo-
na and its metropolitan area. The purpose of the 
awards is to enhance VET’s recognition and social 
prestige, as well as to recognize initiative and en-
trepreneurial spirit among VET students.

FP CONSOLIDA AWARDS is a project of Netmen-
tora Catalunya (Réseau Entreprendre in France), 
the largest association of entrepreneurs in Eu-
rope, not for profit, dedicated to supporting the 
entrepreneur for the creation of companies that 
generate local employment.

THE COMPANY SIMULATION PROJECT SEFED 
is an innovation program that seeks to comple-
ment VET students’ education with hands-on 
knowledge in order to enhance to transversal 
skills of VET students and thus facilitate their in-
sertion into the labor market. The goal of Com-
pany Simulation Project (SEFED) is sponsoring 
Barcelona VET centers that are interested in ap-
plying the SEFED methodology for educational 
purposes.
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In BCN Foundation a wide network has been 
established through participation in internation-
al projects funded by the Erasmus+, the Youth 
Guarantee and the VET Network (VET network is 
a European association that brings together 33 
cities in 15 European countries with the aim of fos-
tering and enhancing the internationalization of 
students, teachers and graduates of professional 
training.)

The Lacetania Foundation participates in proj-
ects on various VET related topics, such as social 
integration through school reinforcement, entre-
preneurial competence development, validation 
of work experience and technological innovation.

BCN Foundation (Barcelona) collects data on 
VET in the Barcelona area and sector studies. The 
sector studies focus on priority sectors, as e.g. the 
transportation services in the port of Barcelona 
and the chemical industry in the area. The stud-
ies are paid by the companies in the sectors and 
carried out by BCN.

8.3.6. Function 6: Teacher training

Respondents also agree that the private RVETC 
should provide training for teachers in vocational 
schools. 

Best practice example is found in The laceta-
nia Foundation which organizes, through the 
Department of Education and others, recycling 
courses for secondary school teachers in the In-
stitutes of Catalonia. It also organizes a course of 
preparation of the common part to pass the proof 
of access to formative cycles of upper degree.

8.3.7. Function 7: Formal post-
secondary education/licensing

In focus group 1 the private RVETC will be fully 
competent in the future to offer formal educa-
tion, in the form of post-secondary education 
from to second to fifth level, but also regular vo-
cational education from second, third and fourth 
level in certain sectors according to NQF.

The training centers are seriously interested in 
partnering with RVETC, in the area of   prepara-
tion of trainings, realization of trainings and as-
sessment. ECM would also be involved in a part-
nership with a private RVETC, especially in the 
human resource management process, by pro-
viding training programs in this area, as well as 
providing its own trainers who will participate in 
the RVETC training process by holding trainings 
in the field of management.

Additionally, the private RVETC can provide an 
additional source of funding by issuing licenses 
for certain occupations. In other words, they con-
sider that registries in ECM or MES are necessary 
for persons with certain occupations and with the 
acquired license, which can also be obtained in 

the private RVETC. Licensed craftsmen, due to 
their publication in that register of craftsmen, are 
required to pay a membership fee. 

An example of international praxis is found in 
Turkey, in the Occupational Standards Develop-
ment Vocational Knowledge and Skills Testing 
and Certification Centres (VOC-TEST) centres 
established through EU grants. The system of 
licensing for certain occupations is explained in 
Diagram 2.

The aim of the VOC TEST Centres were to estab-
lish and/or develop and operationalize Occupa-
tional Standards Development Vocational Knowl-
edge and Skills Testing and Certification Centres 
(VOC-TEST) in 11 priority sectors which are auto-
motive and related sub-sectors, tourism, con-
struction, transportation, energy, metal industry, 
plastic and chemical industry, information and 
communication technologies, printing and pub-
lishing, machine design and manufacturing, and 
textile, ready wear and leather products sectors 
in order to establish and initiate an efficient and 
sustainable National Qualifications System (NQS) 
enabling appropriate assessment, grading and 
certification system at all levels in line with Euro-
pean Qualifications Framework. An example of a 
functioning VOC TEST centre is UGETAM.13

8.4. Management and 
administration

According to the feedback from the focus group 
1 interviews the private RVETC are to have a 
well-established organizational structure and 
management team.

The functions of the management of a private 
RVETC may be summarized in the following 
headings:

Nominative management, strategic manage-
ment, goal-oriented management, manage-
ment of programme, management of process, 
management of knowledge, management of 
human resources, financial management, 
marketing management, sales management, 
management of quality, project management, 
management of change, management of or-
ganisational culture, conflict management, 
management of time, network management). 
Of these, some are regarded as more important 
than others, for the running of an adult education 
and training Centre14: 

 � STRATEGIC MANAGEMENT is at the top of the 
list, which means that its implementation is 
necessary in the managerial practice of organ-
isations for adult education. During interviews 

13 https://www.ugetam.istanbul/ 

14 Adult education centres as a key to development –
challenges and success factors, DVV International 2017, p.200
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managers have said that implementation of 
this model is directly related to environment 
characteristics, which means that phases of 
strategic management in every organisation 
are related concretely to the environment. 

 � GOAL-ORIENTED MANAGEMENT is especially 
important for specific organisations – in an en-
vironment in which there is a clear concept of 
the adult education developed. 

 � MARKETING MANAGEMENT is especially ap-
plicable in organisations from a financially 
unstimulating environment, in which neither 
state nor local community participates in fi-
nancing. 

 � MANAGEMENT OF ORGANISATIONAL 
STRUC TU RE is especially important in organ-
isations, which try to respond to the challenge 
of competition, since these organisations see 
strong organisational culture as a competitive 
advantage. 

 � NETWORK MANAGEMENT is very important 
in organisations which work in the organised 
educational system (organised educational 
market), and it helps them to position them-
selves well in it.

The international best practice examples show a 

management structure which is lean. 

These functions may be grouped into the job de-
scriptions, as shown below.

8.4.1. The Board of directors

Focus group 1:

70% of the respondents in the first focus group, 
believe that the RVETC should be established , 
with its own governing body, which will include 
all stakeholders (stakeholders), such as are: cham-
bers of commerce, secondary vocational schools, 
companies, municipalities, regional development 
offices. 

According to the Government, in order to achieve 
sustainability, it is necessary to constantly base 
RVETC policies on long-term planning and strat-
egy, intensive work of awareness of all stakehold-
ers on the benefits arising from the role of RVETC 
(awareness to be based on the popular “3P” - 
profit, people, planet), as well as strengthening 
the orientation of students towards vocational 
education.

In bCN Vocational Education and Training 
Foundation its board of trustees consist of 4 pres-
idents: the Mayor of Barcelona City Council, the 
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municipal manager, the coordinator of Catalan 
foundations, and the director of the Social and 
Economic Development of Barcelona Metropol-
itan area. 

There are additional 16 members of the Trustee 
Board, from NGOs, social partner organisations, 
chamber of commerce, representatives of large 
companies and directors of branches of the mu-
nicipal government. 

Its management team is made of 1 director/man-
ager, a head of administration and finances, a 
secretary and a communications officer.

The Lacetània Foundation (Spain) throughout 
its existence, have incorporated other teaching 
centres into the foundation, up to a total of 9, as 
well as institutions and social agents that make 
up the foundation’s board of trustees a body with 
a broad representation of all the public and pri-
vate bodies of the Bages area. There are 16 mem-
bers of the Trustee Board, from NGOs, social 
partner organisations, chamber of commerce, 
representatives of large companies and directors 
of branches of the municipal government.

The organisation of the construction sector train-
ing centre is somewhat different than the other 
international examples, due to the fact that it is 
an integral part of the national employers’ con-
federation. As a member of Byggföretagen, the 
The Swedish Construction Industry’s Training 
Centre company is part of the national construc-
tion association, which holds an annual general 
meeting of construction associations. The high-
est decision-making body is the Annual Gener-
al Meeting. The AGM also appoints the Swedish 
Construction Companies Board.

8.4.2. Director of Centre

The Director will have the responsibility of over-

seeing the development of the scope and fea-
tures of the Center for Excellence. The Director 
will oversee the development or expansion of 
the domains of the RVETC. The responsibilities 
include serving as liaison to programs and train-
ing departments, administration of all aspects of 
the Centre, and having the vision and expertise 
to move the RVETC deliberately and successfully 
forward in realizing the full capacity of the Centre. 
The Director will report directly to the Board of Di-
rectors to ensure the relationship with the main 
stakeholders and interest groups of the RVETC.

The Director of the RVETC (the Centre) leads in 
compliance with applicable laws and regulations, 
instructions of the superior authorities and the 
decisions of the Steering Board. He or She su-
pervises the current affairs of the Centre, ensures 
compliance with the official duties and issue the 
necessary instructions. He/She represents the 
Centre in its external relations and exercises the 
house right.

The Director of the Centre and the head for the 
different divisions constitute the top manage-
ment level of the Centre. Together they work on 
a collegiate basis and ensure a collaborative and 
continuous exchange of information to effectively 
manage the ongoing development of the Centre.

To fulfil the educational mission of the Centre 
the General Director is responsible for the prop-
er implementation of the lessons as well as the 
educational and administrative work. He/she is 
superior to all the Centre staff. The Director of the 
Centre collaborates with companies, teachers, 
clients and all relevant superior authorities. He or 
she prepares proposed decisions for the Steering 
Board and the teachers’ conference and ensures 
the maintenance, compliance, evaluation and 
the elaboration of the Centre development plan 
and budget.
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8.4.3. Head of Administration 

undertakes a wide variety of supportive, adminis-
trative, secretarial, financial and human resourc-
es tasks in the RVETC. The Head of administration 
is main responsible for the central administrative 
department and is supporting individual depart-
ments and functions in the RVETC as well. The 
Head of Admin oversees all activities related to re-
cruitment, funding, quality assurance, marketing 
or public relations, is responsible for budgetary/
financial administration, project management 
and human resources management. The Head of 
Admin may work in a general capacity or under-
taking tasks from all of these areas.

The head of Administration is responsible for the 
overall administration of the Centre. He/she is 
part of the top management level of the Centre, 
work on a collegiate basis and ensure a collabora-
tive and continuous exchange of information to 
effectively manage the ongoing development of 
the Centre. In close cooperation with the Centre 
Director and his/her team of administration staff 
he/she ensure that the Centre will perform its 
task in line with all related laws and regulations.

The head of Administration is responsible for all 
human recourse related tasks. Together with the 
team of HR officers and in close cooperation with 
the related divisions/departments he/she will en-
sure the strict observance of all HR/HRD proce-
dures.

A main aspect of the work of the head of Admin-
istration is the quality assurance of the whole 
Centre. He/she is responsible for the active in-
volvement of all Centre staff in the process of de-
velopment of a development plan. Together with 
the Accountant/office manager and in coopera-
tion with all related divisions and departments 
the Head of Administration will ensure a proper 
financial planning and a transparent accounting 
system according to applicable laws and regula-
tions. The Head of Administration is responsible 
for the collection of all requested financial- and 
HR- data to ensure that reports will meet the re-
quirements of the superior authorities. 

8.4.4. Head of Operations

The Head of Operations is responsible for the 
overall cooperation between the Center, private 
sector and regional and local community. He/she 
is part of the top management level of the Centre, 
works on a collegiate basis and ensure a collab-
orative and continuous exchange of information 
to effectively manage the ongoing development 
of the Centre. In close cooperation with his/her 
team and the Director he/she develops and im-
plements a sustainable link between the Centre 
and all stakeholders and promote the Centre as 
the regional focal point for professional and inno-
vative knowledge transfer, VET and employment.

The Head of Operations is responsible for fulfilling 
the skills development mission of the Centre. He 
or She supervises the whole education and train-
ing process to ensure that it’s in line with Steering 
Board guidelines, national and international reg-
ulations and instructions. The Head of Operations 
is part of the top management level of the Centre, 
works on a collegiate basis and ensure a collabo-
rative and continuous exchange of information to 
effectively manage the ongoing development of 
the Centre.

The Head of Operations works closely together 
with a team of education departments. Togeth-
er with them he/she leads, guides and supervises 
all teachers and instructors. He or She has excel-
lent communication skills which enable him/her 
to communicate effectively with trainees, clients, 
teachers and instructors of the Centre.

The Head of Operations is responsible for the de-
velopment and implementation of Centre public 
relation strategy to ensure that the Centre and its 
services is perceived from regional community as 
well as from the regional economy.

The Head of Operations is responsible for the col-
lection of all requested data related to trainees 
and graduates to ensure that reports will meet 
the requirements of the superior authorities.

8.4.5. Office manager

is employed to audit accounts, provide financial 
advice, undertake accounts administration and 
general office work. The office manager sup-
ports the organisation, in day-to-day functioning 
through general office support, financial man-
agement, program and administrative support. 
The Office Manager maintains a positive working 
environment through organization and support 
of team members. Primary duties include book-
keeping, insurance billing, payroll and adminis-
trative support. The Office Manager should be a 
team player and seek ways to enhance services 
through supporting team members and the 
overall functioning of the organisation.

8.5. Resources 
8.5.1. Human resources

Regarding the question of which qualifications 
are vital and which trainers the centre should 
have in order to continuously meet the training 
needs of the industry, all respondents in the first 
focus group agree that it is necessary for trainers 
to possess the qualifications that are appropriate 
and arise from their sector of work, to have com-
petencies for a given training, as well as to have 
work experience. All this to be in accordance with 
the Law. The human factor is of exceptional im-
portance for successful realization of the trainings 
and their quality depends on the trainer.
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Deployment 
scheme

Job titles

Functions
Training & 
dev. officers

learning 
facilitator

Career 
counsellor

Assessor
Adult 
education 
lecturers

R&D 
coordinators

Communication 
officer

1. Textile dept. X X X X X X

2. Energy dept. X X X X X X

3. Construction dept. X X X X X X

4. Career Centre X X X

5. Innovation Centre X X X

6. Teacher training X X X X X

7. post sec./licensing X X X X X X

Regarding whether the trainers should have a 
certificate for adult trainer and work with persons 
with special educational needs, the prevailing 
opinion is that they must possess certificates, di-
plomas for trainer for adult education, ie for work 
with persons with special educational need.

Based in experience all over Europe, this might 
be a matrix of the proposed deployment of hu-
man resources in the operation of the RVETC:

broad range of subjects. There are no set aca-
demic requirements for entry into the profession. 
However, a degree related to the respective sub-
ject is usually necessary. Requirements can vary 
between employers. Although it is possible to be-
come a lecturer without a teaching qualification, 
chances of securing a role and progressing in ca-
reer improves if the person does have one. 

Learning facilitator

The Learning Facilitator delivers learning prod-
ucts and services in a variety of environments, us-
ing multiple learning delivery modes and meth-
ods. He/she assesses learning needs and adapts 
the facilitation approach to reflect desired learn-
ing outcomes and learner needs. He is responsi-
ble for knowledge and skills transfer by delivering 
learning content, facilitating group discussions 
and responding to queries. He drives learner 
development and commitment to continuous 
learning by actively providing feedback and 
learner support. He evaluates curriculum effec-
tiveness and recommends improvement areas 
by collecting learner feedback as well as analys-
ing learning delivery approaches and materials.

Focus group 2 identified a series of criteria of 
the trainers, as described in this table below. The 
trainers who will conduct the trainings within the 

Training and development officers

are responsible for identifying staff training and 
development needs, and for planning, organiz-
ing and overseeing appropriate training. They 
provide consultancy and advisory services on 
learning solutions and interventions. He/she liais-
es and collaborates with various stakeholders to 
understand critical requirements and objectives 
so as to diagnose workplace performance gaps 
and evaluate learning opportunities. He/she then 
designs and implements bespoke learning solu-
tions and interventions to drive business results, 
workplace performance improvement and be-
haviour change. He/she evaluates the impact and 
effectiveness of learning solutions and interven-
tions, and develops long-term implementation 
plans as well as manages and fosters relation-
ships with stakeholders and vendors to ensure 
effective, sustainable implementation.

Adult education lecturers 

Teach academic and vocational subjects to adults 
of all ages and academic abilities. Lecturers need 
to be able to work with people from all back-
grounds, attending staff meetings, liaising with 
other professionals/employers.

Adult education lecturers and tutors teach a 
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private RVETC are required to have certain qual-
ifications that will be vital to meet the training 
needs of the industry. The answers of the munici-
palities / planning regions based on this question 
are summarized in Table 5.

Qualifications of trainers

High education 

Work experience in industry (specific professional field)

Knowledge in the specific professional field

Ability to transfer knowledge

Participatory approach, modern education and openness to work

Ability to work on an adapted program based on information technology (appropriate to the current needs and situation in the industry)

Ability to continuously monitor technological trends

Qualifications of trainers

To be realistically acquainted with the technological processes

Knowledge (Professional competencies) of the part for which they will train

The educational staff should be balanced in terms of the necessary knowledge. Part with higher education due to 
theoretical foundations and some practical aspects, significant part with higher vocational and secondary education, 
with significant experience in the specific field and with specific knowledge to acquire certain competencies, and 
smaller part for “general literacy” which is getting weaker point in the Macedonian education system

Team work, communication skills, work with adults, presentation skills, andragogical 
preparation, work with adults, work with people with disabilities, enthusiasm.

Higher education and many years of experience in the field.

Ability to work on an adapted program based on information technology (appropriate to the current needs and situation in the industry)

Ability to continuously monitor technological trends

TAblE 5.

TAblE 6.

Focus group 3 respondent are of the opinion 
that the trainers who will conduct the trainings 
within the private RVETC are required to have 
certain qualifications that will be vital to meet the 
training needs of the industry. The answers of the 
companies based on this question are summa-
rized in Table 6.
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Career counsellor

The career counselor in an RVETC provides pro-
fessional guidance service to all referred clients 
on a one-to-one group basis including workshops 
on a wide range of guidance and information is-
sues to target groups within the centre. This in-
cludes personal development, stress and time 
management, progression routes, information 
on courses, rights and entitlements, study skills, 
CV preparation and interview skills. The counsel-
lor also maintains up to date and accurate infor-
mation on local, national and European educa-
tion and training opportunities through a drop-in 
information service to the general public.

The counsellor cooperates with the local employ-
ment services on referrals from the unemploy-
ment system, advocates and networks on be-
half of clients with a range of local and national 
agencies such as third level institutions, higher 
education institutions, Probation Service, and the 
national learning networks, among others. The 
counsellor builds strong links with local employ-
ers, local enterprise offices and liaise with mu-
nicipal and regional authorities, participates in 
initiatives and programmes to develop services 
and supports for clients including local adult ed-
ucation networks such as local drugs task force, 
local disability services and partnership services 
for the unemployed.

Research & Development coordinators

Coordinate the development of new concepts 
and programmes for the centre, often in close 
collaboration with universities, other education 
and training partners and industry. They analyse 
customer needs and expectations to determine 
business opportunities, develop business op-
portunities in target segments, review market 
needs and opportunities, and develop customer 
relationships. They also build long term customer 
relationships and propose solution offerings that 
anticipates customers’ needs and exceeds expec-
tations. The R&D coordinators also explore new 
and emerging innovative business processes / 
models deployed in the industry, including new 
concepts and principles of digitization, factors 
to consider to assess the viability of digital inno-
vation for a given organisation learning context, 
the success factors for implementation of learn-
ing innovation and the methods to implement 
digitisation processes in alignment with learning 
approaches.

Assessor

The assessor is responsible for conducting assess-
ments which measure learner competence and 
development and managing the award of cer-
tifications and accreditations. He/she facilitates 
data collection and analysis, using this to mea-

sure learner competence and development and 
establish overall trends and performance gaps. 
He also provides inputs on the overall effective-
ness of the curriculum to facilitate continuous 
improvement. 

Communication officer

The communication officer develops, writes and 
edits marketing and communications materials, 
including press releases, blog posts and social 
media content. He/she promotes communica-
tions and marketing materials through appro-
priate social channels, tracks analytics and create 
reports detailing successes and failures of com-
munications campaigns, ensure that all com-
munications and marketing material aligns with 
brand standards and maintains digital media ar-
chives including photos and videos. He/she also 
works with communications team members to 
conceptualize and implement communications 
strategies and campaigns, responds to media 
inquiries and perform media outreach to achieve 
brand placement in publications.

8.5.2. Equipment and facilities

100% of the respondents of the focus group 1 
interviews found that it is necessary to prescribe 
and meet certain standards for space, equip-
ment, professional staff, training programs, way 
of working of the private RVETC, etc. In addition, 
the private RVETC is proposed to have an analyt-
ical center.

The Centre should be equipped with cutting 
edge technology. As the preliminary focus has 
been put on 3 sectors (construction, textile and 
renewable energy) the equipment needed will 
reflect the newest developments and trends 
in these 3 sectors. Close dialogue with the sup-
porting industries and organizations is strongly 
recommended in order to meet the exact and 
continuous needs of the particular sector. For 
specific one-time needs it is recommended to 
use equipment and premises of the companies 
or university labs.

Caring for the accommodation and transport of 
participants and trainers is also crucial for the sus-
tainability of the center. Thus, at the level of all re-
spondents, the prevailing view is that the private 
RVETC should own or organize accommodation 
facilities, which would be located in free industrial 
zones. If accommodation facilities are not provid-
ed, transport communication must be provided.

8.5.2.1 Trends in Construction:

Building information modeling (BIM) is a process 
supported by various tools, technologies and con-
tracts involving the generation and management 
of digital representations of physical and func-
tional characteristics of places. Building informa-
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tion models (BIMs) are computer files (often but 
not always in proprietary formats and containing 
proprietary data) which can be extracted, ex-
changed or networked to support decision-mak-
ing regarding a built asset. BIM software is used 
by individuals, businesses and government agen-
cies who plan, design, construct, operate and 
maintain buildings and diverse physical infra-
structures, such as water, refuse, electricity, gas, 
communication utilities, roads, railways, bridges, 
ports and tunnels.

The concept of BIM has been in development 
since the 1970s, but it only became an agreed 
term in the early 2000s. Development of stan-
dards and adoption of BIM has progressed at 
different speeds in different countries; standards 
developed in the United Kingdom from 2007 
onwards have formed the basis of international 
standard ISO 19650, launched in January 2019.

BIM, or Building Information modeling is a way to 
add and preserve information in a project from its 
inception, through its completion, management 
to its very end. What stands behind the Building 
Information Modeling is a three-dimensional 
model that consists of information of every single 
one of its components. The information is so me-
ticulous and detailed that it covers every possible 
way the individual elements can be specified by.

8.5.2.2 Trends in Textile:

Textile industry can be divided into two segments 
based on their output- Yarn & Fibre and Processed 
Fabric. It can also be divided into two other seg-
ments based on the sector, first as Handloom & 
Handicrafts and the second as Organized Spin-
ning, Weaving & Garmenting. Handloom and the 
handicraft industry still runs on the traditional 
methods with almost no automation, while the 
organised sector has started adopting the state 
of the art machinery and automation. Tradition-
ally the weaving and spinning started at home 
and then became a cottage industry which after 
industrial revolution started growing as an organ-
ised sector with the inclusion of machines and 
automation. Since then various advancement 
has taken place in the ginning, spinning, weav-
ing, garmenting and knitting processes in order 
to reduce the cost and improve quality. The auto-
mation has help the industry to gain productivity 
and efficiency. Following sections mentions vari-
ous textile processes and the automations taken 
in these areas.

Automation technologies has helped the textile 
industry to increase the output multiple times 
that too at a cheaper cost. Automation products 
and solutions are available now not only for the 
individual process or machine, but for the en-
tire production line. Some of the key benefits 
achieved through automation are: 

 � Improved production at cheaper cost 

 � Better quality 

 � Safety for the humans and machines 

 � Predictable production and inventory 

 � Energy savings 

 � Lower impact on environment 

 � Better machine uptimes 

 � Self-diagnostics and Predictive maintenance

 � Efficient packaging and transport 

 � Improved customer satisfaction.

Research and development is being done in the 
textile machinery to achieve further automa-
tion and enhancements. Emphasis is to further 
improve the quality and production and at the 
same time bring down the costs. Advancements 
are taking place to reduce the space and power 
requirements for various textile machinery, in-
crease their speed and efficiency. Big data and 
Internet of Things is also going to play a big role 
in future textile machinery to analyse the ma-
chine behaviour and proactively take decisions to 
improve the quality and productivity of the ma-
chines.

Trend-following courses may, e.g. have the follow-
ing focus areas:

 � Advanced knitting technology 

 � Virtual prototyping of garments, 3D scanning, 
clothing for people with special needs 

 � New methods for testing textile materials 

 � Standardization of textile testing 

 � Sustainability of textile technologies 

 � Entrepreneurship 

 � Innovation management

8.5.2.3 Trends in Renewable energy:

To ensure sufficient economic and social growth, 
it is vital that all available energy sources are used 
as efficiently and economically as possible for 
electricity generation together with supporting 
the innovation and continuous technological 
development in the field in order to cut the CO2 
emissions to a minimum. New innovations in re-
newable energy technology are e.g.:

battery storage technology is multifaceted – a 
sophisticated technology. Its economics can be 
shaped by such things as customer type, location, 
grid needs, regulations, rate structure, and nature 
of the application. It is also uniquely flexible in its 
ability to stack value streams and change its dis-
patch to serve different needs over the course of 
a year or even an hour. These value streams are 
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Low 
Wages

growing both in value and in market-scale and 
will serve a remarkable role in the future.

Digitalization enables the integration of renew-
able energy. Artificial intelligence and analytics 
are helping facility owners and operators opti-
mize their renewable energy output. Nascent 
blockchain technology is helping to get renew-
ables on the grid and offers a way for untrusted 
parties the change to reach a common digital 
history. This ensures that digital assets and trans-
actions cannot be easily faked or duplicated de-
spite not having a trusted intermediary. Simply 
put, the blockchain technology enables excess 
output from wind and solar to be discharged as 
needed into a networked pool of home battery 
storage systems in real-time.

There are two main types of solar technology: 
photovoltaics (PV) and concentrated solar power 
(CSP). Solar PV technology captures sunlight to 
generate electric power, and CSP harnesses the 
heat of the sun and uses it to produce thermal 
energy that powers heaters or turbines. These 
two forms of solar energy enable a wide range of 
technical innovations.

Solar water purifiers – the new product can ac-
cess visible light and only requires a few minutes 
to produce reliable drinking water while prior 

purifier designs needed to harness UV rays and 
required hours of sun exposure to fully purify wa-
ter. This means remarkable improvements in effi-
ciency compared to past technology.

Solar thermal fuel (STF) – is a material that is 
capable of absorbing photons (light) and stor-
ing their energy as a charge and then releasing 
it when prompted. This is an alternative storage 
solution for solar. We have seen this technology in 
recent years implemented for windows and other 
surfaces that are exposed to sunlight.

8.5.3. Financial resources

The financing of the private RVETC, as one of the 
key issues on which its sustainability will depend, 
is also the subject of analysis within this research. 
Regarding the question of how the private RVETC 
will be financed, the views of most of the nation-
al institutions and organizations and the provid-
ers of educational services in focus group 1 are 
in the direction that at the very beginning of its 
establishment, the private RVETC should receive 
financial assistance from the state, while further, 
it should be financed through independent pro-
vision of financial resources (self-financing). 

This is in line with the existing praxis of the Law 
on Open Civic Universities for lifelong learning 

Source: Adrian Ziderman: Financing Vocational Training to Meet Policy Objective; World Bank; 2001
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(named “workers’ universities), who are to be 
transformed into open universities for lifelong 
learning. Subsequently, they will fall under the re-
sponsibility of the municipalities who will provide 
funding for their operational costs. The legislation 
also leaves the possibility for the workers’ univer-
sities to be transformed in private institutions for 
adult education services by which they will ter-
minate financial dependence from the State or 
Municipal Budget.

All municipalities / planning regions in focus 
group 2 (100%) believe that they should not par-
ticipate in the financing of the private RVETC, i.e. 
they have no interest. Their opinion is that the pri-
vate companies themselves should finance the 
newly established RVETC from their own bud-
get, because it would work for private investors, 
businesses and companies, so in fact they should 
conclude contracts and finance them to a certain 
extent.

In focus group 3 100% of the companies are inter-
ested in financing these activities, if RVETC would 
provide training to staff that will be of interest to 
those companies, as well as if it is a matter of in-
creasing productivity.

There are several models of financing which may 
be applied. These are shown in Diagram 3.

The Training Fund:

A ‘training fund’15 is a dedicated stock or flow of fi-
nancing outside normal government budgetary 
channels for the purpose of developing produc-
tive skills for work. The overall purpose of training 
funds (TFs) is to raise the productivity, competi-
tiveness and incomes of enterprises and individ-
uals by providing them with needed skills. Many 
TFs are financed by levies on enterprises but may 
also be based on public contributions and donor 
financing.

A model of the diversity of training funds is illus-
trated in Diagram 4:

Three main types of training funds can be differ-
entiated by purpose: pre-employment training 
funds that finance pre-employment training, 
enterprise training funds that finance in-service 
training of workers, and equity training funds that 
target disadvantaged groups.

15 A review of National Training funds, World Bank 2009

National Training Funds: Framework of Activities
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a. Pre-employment training fund:

Core funding for pre-employment training in 
training institutions constitutes the primary and 
most traditional use. This pertains mainly to for-
mal sector occupations and employment.

b. Enterprise training fund:

The second use can be for training of workers in 
enterprises, through apprenticeships, on-the-job 
training or training off the premises. This consti-
tutes the bulk of training provided through train-
ing levies. In North Macedonia, the discussion on 
enterprise training funds are still on a very pre-
mature level, and the engagement and interest 
of companies is still to be researched.

c. Equity training funds:

Training funds may open a funding window to 
train the unemployed or disadvantaged groups. 
Such training traditionally has been regarded as a 
government responsibility, but competitive con-
tracting for such training is becoming a preferred 
mechanism to finance it.

In North Macedonia public funding of Operat-
ing Plan for Active Programmes and Measures 
for Employment is channelled through the Em-
ployment Service Agency of the Republic of 
North Macedonia (ESA). It is complemented by 
EU financial assistance (IPA) and funds raised by 
the ESA itself. The distribution of the money into 
specific training-related programs follows an an-
nual plan, based on expressed needs and inter-
ests. The ESA is responsible for implementation 
of the needs assessment activities. Programmes 
in the recent years included training and support 
to single mothers, victims of domestic violence, 
Roma, youth under 27, long-term unemployed. 
In terms of the programmes’ objectives, they en-
compassed training for self-employment, in-ser-
vice-training in companies, training for basic 
and advanced IT skills, employment preparation 
training, etc. The training offered in many pro-

grammes is a direct response to employer needs.

The analysis of the findings obtained by the Gov-
ernment of the Republic of North Macedonia, on 
the other hand, shows that according to them, 
the financing of the RVETC should be based on 
self-financing, while the state can help financially 
when it comes to important goals of social impor-
tance. 

The MLSP proposes the development of a team 
for attracting investors, ie a department for re-
search of the international economy and their 
interest in expanding in North Macedonia. This 
means to investigate which foreign investors 
would open companies in the Republic of North 
Macedonia, to communicate with them and to 
analyze their interest in cooperation in order to 
provide professional and competent staff who 
will be employed in those new companies in the 
future, and at the expense of that, investors to fi-
nancially and materially support RVETC.

Closely related to the issue of funding is the issue 
of covering training costs. 99% of the respondents 
think that the costs for the trainings of the par-
ticipants should be covered by co-financing, but 
their answers vary in terms of the proposals for 
participation and the manner of realization of the 
co-financing. 

 � According to the training centers, the overall 
education and retraining of the participants 
should take place through co-financing. Ac-
cording to the National Youth Council of Mace-
donia, the trainings should be paid for by the 
companies, the state and the participants. 

 � The MLSP believes that the founding compa-
nies of RVETC should have a share of, for exam-
ple, 20-30% in covering the costs of training. If 
a certain company has an interest in develop-
ing certain profiles in its industry, those partic-
ipants will be trained free of charge within the 
Center and their employment will be provided 
immediately. 

Type Main purpose Financing sources

1. Pre-employment training fund
Finance the expansion and delivery of 
initial training before employment

Payroll levy- revenue generating

2. Enterprise training fund
Provide incentives to increase in-service 
training of workers within enterprises

Payroll levy- incentive schemes

3. Equity training fund
Increase opportunities for skills 
acquisition by disadvantaged groups 
not covered by enterprise schemes

Public subsidy, levy or donors

Source: A review of National Training Funds, World Bank 2009, p.6

TAblE 7.
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 � Some other people who are interested in re-
training can pay for the training on their own, 
if they are guaranteed the chances and op-
portunities for employment in a specific pro-
fession. At this moment, the Republic of North 
Macedonia is best to provide funds for staff 
training through projects. 

 � The only difference is in the BCM proposal, ac-
cording to which the participants, for the most 
part, will cover the costs of the trainings on 
their own, but will be sure that they will receive 
a higher quality than in a formal educational 
institution.

In order to be able to calculate the total costs of 
training, a calculation model may be applied, that 
will provide the necessary level of detail on cost 
details. In this way, the basis can be established 
for negotiations on the percentage of sharing be-
tween the stakeholders.

Examples of sharing of training costs may be 
found in different forms in countries around the 
world. Here are some examples17:

a. Government-Employer financing arrange-
ments

 � Enterprises have no legal obligations regard-
ing training and its financing (e.g. Canada, the 
Netherlands, Sweden, the United Kingdom 
and the United States).

 � Employers voluntarily take significant respon-
sibility for legally recognised financing of em-
ployee training (e.g. Germany, Japan and Swit-
zerland).

 � Employers and unions set up training devel-
opment funds under the training clauses of 
collective labour agreements (e.g. Belgium, 
Denmark and the Netherlands).

 � Governments offer training incentives to en-
terprises (e.g. Chile, Germany, the Republic of 
Korea, Pakistan and the United Kingdom).

 � Governments introduce compulsory training 
schemes (e.g. Denmark, France, India, Ireland, 
the Republic of Korea, Pakistan, Malaysia, Ni-
geria, Singapore and various Latin American 
countries).

 � Governments and enterprises co-finance paid 
educational and training leave for workers (e.g. 
Belgium and France).

b. Government incentives for enterprise train-
ing

 � Up to a certain threshold, enterprise training 
expenditure is deductible from taxable profits 
or from other taxes. Thus, within established 

17 Gasskov, Vladimir (ed.): Managing Vocational Training 
Systems. A Handbook for Senior Administrators. 
Geneva: International Labour Office 2000

limits, governments bear the cost of training 
conducted by employers (as in Chile, Malaysia 
and the Republic of Korea).

 � Enterprises are exempt from import taxes on 
training equipment (as in Pakistan and the 
Republic of Korea).

 � When enterprises build training centres they 
are offered low-interest government loans and 
they are exempt from appropriation, property 
and land taxes (as in the Republic of Korea).

 � State subsidies are offered to enterprises for 
training and upgrading employees, or cost 
sharing is applied (as in the United Kingdom 
and Belgium).

8.6. Partnerships
From the aspect of networking, according to 
the answers at the level of all respondents in 
focus group 1, it would be useful for the private 
RVETC to cooperate with: municipalities, voca-
tional schools, companies, local self-government, 
chambers, other RVETCs in Europe, technical fac-
ulties, development offices, trade sunions (who 
will take care of the rights and responsibilities 
for all participants in the trainings and to check 
if their promised employment and employment 
rights have been realized.), etc. 

According to the representatives of the Govern-
ment of the Republic of North Macedonia, it is 
necessary to network several partners, ie all com-
panies to be tied to a private RVETC (all compa-
nies with the help of ECM, depending on their 
profiles, to be in partnership with someone from 
RVETC). Also, other partners of RVETC to be ECM, 
CVET, AEC, etc., because for each institution and 
organization, there is content and basis for coop-
eration. 

For formal partnerships, most of the surveyed 
institutions believe that there is no need for spe-
cial agreements (80%), because their profession-
al obligation is to have cooperation with private 
RVETCs in the field of: 

 � program documents,

 � program development, 

 � training of mentors, 

 � in the field of evaluation and supervision, etc.

 � also, the partnership between the institutions 
and the private RVETC creates an opportunity 
for mutual funds and financing opportunities. 

According to OEM, their cooperation with RVETC 
can help networking of construction, textile and 
electrical companies in order to increase the in-
terest of more companies in these areas to edu-
cate their own employees about new production 
changes, but also to recruit future employees. The 
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training centers, on the other hand, are seriously 
interested in partnering with RVETC, in the area 
of preparation of trainings, realization of trainings 
and assessment. 

BCM would also be involved in a partnership with 
a private RVETC, especially in the human resource 
management process, by providing training pro-
grams in this area, as well as providing its own 
trainers who will participate in the RVETC training 
process by holding trainings in the field of man-
agement. According to them, RVETC should form 
its own alumni network, have its own individuality 
and autonomy and have enough power to influ-
ence the educational policies in the country.

The respondents also answered the question 
whether they have been or are currently mem-
bers of certain national or international networks 
for innovative knowledge transfer in a certain pro-
fessional field, whose analysis showed that CVET, 
BDE and AEC were involved in the following proj-
ects: ERI SEE (TO REGOS); RIGA process; TORINO 
process; EAFA (European Internship Alliance), for 
EU candidate countries. Also, the analysis showed 
that BCM is a member of International organiza-
tions such as “Global Contact”, and in the future 
they would be involved in other international as-
sociations and through such experience would 
help in the quality of training and quality of per-
formance appraisal. According to all respondents, 
the new private RVETC should be incorporated 
into an international platform of Centres of Excel-
lence.

In terms of networking, partnership is a very im-
portant area for analysis within the RVETC ini-
tiative. 25% of the respondents in focus group 2 
think that the private RVETC is the most appro-
priate to create a partnership with the secondary 
vocational schools (23%), i.e. with the Universities 
in the Republic of North Macedonia (2%); 20% 
answered that it should be the Economic Cham-
ber of the Republic of Macedonia; 40% Partners 
of the private RVETC should be other companies 
that have experienced staff for knowledge trans-
fer; 11% believe that the Ministry of Education and 
Science should create a partnership with the pri-
vate RVETC; 4% - ESA.

Regarding the interest of the municipalities / 
planning regions for involvement in the learning 
process (preparation, implementation, monitor-
ing) in the private RVETC, 50% answered that they 
have an interest to be involved, through practical 
work. Some of them think that they should be 
included at the very beginning, ie in the prepara-
tion phase. The remaining 50% are not interested 
in being involved in this process.

70% of the municipalities / planning regions are 
interested in partnering with the private RVETC, 
both in terms of joint impact on creating more 
employment and more successful domestic 

companies, and in terms of joint training of new 
staff; while the remaining 30% have no such in-
terest.

The respondents in focus group 2 also answered 
the question whether they have been or are cur-
rently members of certain national or interna-
tional networks for innovative knowledge trans-
fer in a certain professional field, whose analysis 
showed that neither municipality / planning re-
gion were nor are members of such a network. 
Some of them participated only in certain in-
ternational projects. Only, the Pelagonija region 
answered positively to this question, but did not 
provide additional detailed information. However, 
all municipalities / planning regions are interest-
ed in joining such networks.

Regarding the additional value created by the 
international certificate for the work of RVETC, 
50% of the municipalities / planning regions con-
sider that the international certificate has addi-
tional value for RVETC, because it is a certificate 
issued by an accredited organization, as well as 
due to the fact that be recognized by the wider 
labor market. However, the other 50% who do 
not agree with the importance and necessity of 
this certificate, believe that this would create an 
additional problem with the outflow of talented 
professionals from the country.

In focus group 3 In terms of networking, partner-
ship is a very important area for analysis within 
the RVETC initiative. According to the companies, 
the private RVETC should create a partnership 
with all serious companies, but also with educa-
tional institutions, as well as national institutions. 
The partnership should be based on the usual tri-
angle: industry, education and state, through var-
ious forms of organization. 100% of the analyzed 
companies are interested in partnership with 
RVETC, because there is a continuous need for 
new employments, thus filling the labor market 
gap for deficient staff, would meet the need for 
training, retraining or retraining of existing and 
potential workers, etc.

Respondents also answered the question wheth-
er they have been or are currently members of 
certain national or international networks for in-
novative knowledge transfer in a particular field, 
whose analysis showed that 67% of companies 
are not members of such networks, ie, have no 
knowledge of it. The remaining 33% have par-
ticipated in EU projects, work of chambers and 
associations, participation in various bodies and 
committees dealing with modern technologies 
and development, foreign associations, etc.

Regarding the additional value created by the in-
ternational certificate for the work of RVETC, all 
companies (100%) believe that the international 
certificate will be of interest to the trained staff, 
but there are divided opinions regarding the ef-
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fects of this benefit. According to some compa-
nies, the international certificate carries higher 
quality standards, especially important for com-
panies that are oriented towards a highly com-
petitive world market. It is by some companies 
regarded as a driving force for the development 
of RVETC. The companies also believe that this 
will raise the quality of learning and training and 
will enable labor mobility. However, according to 
other companies’ opinion, the international cer-
tificate will open the door for staff in the Repub-
lic of North Macedonia to more easily find work 
on the foreign labor market, which would pose a 
significant risk of increased brain drain from the 
country.

The international best practice examples show 
that each of the institutions are heavily involved 
in local, national and international partnerships 
and networks.

The bCN Vocational and Education Training 
Foundation (Barcelona) participates in several 
sectoral boards with the aim of facilitating dis-
cussion and sharing knowledge about the differ-
ent economic sectors with the greatest potential 
in Barcelona Metropolitan Area. BCN Vocational 
and Education Training Foundation participates 
in the following boards: Governing council of 
Barcelona Port employment and training board, 
Logistics Sector employment and training board, 
the VET standing committee at l’Hospitalet de 
Llobregat and Industrial Training Sectoral board 
(TSFI)- the TSFI brings together representatives 
from VET centers, business, education, industry, 
technology centers, employers and unions.

bUTGEM18 collaborates with international orga-
nizations, municipalities, universities and cham-
bers of commerce abroad to increase its impact 

18 UNDP Turkey Report, p.21

by the training of more disadvantaged groups. 
Examples of partnerships with civil society or-
ganisations are: Uludağ University and BUSİ-
AD for 12 people with disabilities trained for a 
month, Nilüfer Municipality, Bursa Municipality, 
Governorship of Bursa in an assignment for dis-
advantaged women staying in women’s shelters 
received free-of-charge training in “teleworking” 
for customs brokerage firms. BUİKAD (the Bursa 
Association of Businesswomen and Executives) 
received automotive upholstery sewing training 
for 25 disadvantaged women. 

The graduates from BUTGEM receive interna-
tionally valid certificates. Due to BUTGEM’s co-
operation with industry and meeting necessary 
standards, these certificates guarantee align-
ment between industry’s needs and BUTGEM’s 
training. For instance, the International Welding 
Engineer (IWE) education programme, given 
within the body of BUTGEM as a result of coop-
eration between Middle East Technical University 
and GSI-SLV21 München, awards internationally 
recognized “International Welding Engineering” 
and “German Welding Society” (DVS) diplomas to 
successful trainees.

Similar partnerships with the Aachen and Pots-
dam Chambers of Commerce and Industry have 
played an instrumental role in BUTGEM’s success. 
A protocol made by BUTGEM and the Potsdam 
Chamber of Commerce and Industry allows cer-
tificates awarded for training in inert-gas and 
argon welding to have international validity due 
to its approval by the German National Qualifica-
tions Center (TÜV). BTSO and Aachen Chamber 
of Commerce and Industry signed a protocol in 
December 2012 certifying that the argon weld-
ing, inert-gas welding, automation systems, tex-
tile design, metal plate design and CNC operator 
training courses at BUTGEM conform to German 
standards. The mutual recognition of certificates 
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will bring European Union (EU) wide opportuni-
ties to graduates, which will increase labour mo-
bility. The next goal is to provide internationally 
recognized certificates.

A summary of the indicative distribution of dif-
ferent roles and responsibilities of partnerships is 
shown in this model:

Processes boD Curriculum 
development

Program 
development

Training of 
mentors

Financing of 
equipment, 
costs & 
activities

Work 
based 
learning

Accreditation Assessment

Evaluation

Supervision

Partners 

Government

Municipalities

Companies

local self-
government

Uni. faculties

VET schools

Chambers

Trade unions

Development 
offices/parks

NGOs

Other RVETCs 
in Europe

Accrediting 
bodies

8.7. Processes
Processes are standardized activities that are 
carried out in the RVETC on a regular basis. They 
should be described in detail and the descriptions 
be kept in the “Quality Handbook” of the RVETC. 
The following are tentative examples, which can 
only be verified once the organisation has been 
established.

8.7.1. Administrative processes

Several process can be found in this area, e.g.

 � Enrolment and registration

 � Budgeting of centre activities and costs
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the company, ie in RVETC with the help of an ap-
propriate instructor. 

The Municipality of Struga proposes short theo-
retical introductions, training for introduction to 
the entire line (complementary knowledge) and 
training for specific jobs. They also believe that 
before starting the training, participants must go 
through an interview process, define appropri-
ate curricula tailored to a well-known employer / 
company and be directly involved in the practical 
part. 17% of the total 67% who stated the impor-
tance of practical training, add that interaction is 
necessary in the whole process. The remaining 
33% of the total number of analysed municipali-
ties / planning regions do not have a specific pro-
posal for methodological approach, but believe 
that depending on the need of the training areas, 
the methodological approach would be deter-
mined.

According to focus group 3 100% of compa-
nies believe that training / retraining in any field 
should be maximally based on digitalization, au-
tomation and modern information systems. Also, 
everyone agrees with the need to conduct train-
ing for soft skills of staff, and especially for team-
work and problem solving. One company warned 
against the danger that the work of RVETC takes 
over the role of universities and what is studied 
there, in order not to completely compromise 
the idea of its establishment. 95% of companies 
believe that the best methodological approach 
to acquire basic skills and knowledge in deficient 
occupations are practical work and workshops, 
while the remaining 5% additionally add other 
methodological approaches, such as: combina-
tion of theoretical and practical training, Internet, 
etc.

Regarding the interest of companies involved in 
the learning process of RVETC, 100% of compa-
nies in focus group 3 are interested in participat-
ing in this process, through: preparation of pro-
grams and teaching materials, implementation 
of teaching, monitoring, assessment, mentoring, 
and practical training. 

Companies see their role in the process of eval-
uating participants after completing the training 
in assessing the impact of the training on their 
behavior and knowledge, assessing the speed of 
learning and monitoring progress and the pres-
ence of a practical part and experts from practice 
is already a recognized practice in quality educa-
tion and training.

Core services may be divided into e.g.:

8.7.2.1 Curriculum development

In developing curriculum programme for profes-
sional adult education, the needs of the business 
community should be considered in line with 
the individual needs of the learner in curricu-

 � Bookkeeping

 � Recruitment and selection of employees

 � Contracting of staff

 � Administration of salaries and pensions

 � Customer service

8.7.2. Core processes

An important issue is the methodological ap-
proach to holding these trainings and courses, 
for which 85% of respondents in focus group 1 
believe that the best methodological approach 
to acquire basic skills and knowledge in deficient 
occupations are practical work and workshops, 
while the remaining 15% additionally add other 
methodological approaches, such as: staff mobil-
ity in Europe and the world, seminars, online, etc.

Regarding the interest of the respondents for 
involvement in the learning process (prepara-
tion, implementation and monitoring), as well as 
in the process of evaluating the participants af-
ter the training, 100% of them believe that they 
should participate in these processes, according 
to their obligations. For example, most of the re-
spondents think that they should be involved in 
the learning process through the preparation of 
program documents and training of mentors to 
work with students in practical classes; prepa-
ration, implementation and monitoring of the 
learning process; as well as for all employee-relat-
ed processes in general. 

Respondents also agree that the private RVETC 
should provide training for teachers in vocational 
schools.

Regarding the evaluation of the participants af-
ter the completion of the training, they propose 
the appropriate counsellor to participate in the 
preparation of the examination program, evalua-
tion criteria and as a member of the commission 
for conducting the final examination; quality as-
surance of trainings; assessment of key compe-
tencies. Construction, textiles and renewable en-
ergy are sectors that need innovative knowledge, 
especially from the aspect of automation and 
digitalization. 

In terms of methodological approach to training, 
67% of the analysed municipalities / planning re-
gions in focus group 2 believe that the best and 
most appropriate methodological approach to 
training to ensure long-term, effective and con-
tinuous satisfaction of industry needs is the prac-
tical work with equipment in the company. 90% 
of them think that a combination of theoretical 
and practical training should be done, with the 
practical training taking place entirely within the 
company, ie in RVETC, while the theoretical train-
ing should take place or within a secondary vo-
cational school from specific profession, or within 
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lum programme development. The curriculum 
programme developing process should be flex-
ible as to change continually to conform to the 
ever-changing needs and desires of learners and 
the business community.

Step 1: Organisation of a planning team

Organise a group of representatives of the busi-
ness community that will help in giving accu-
rate information about the community and 
create business community ownership of the 
programme. Some groups and individuals that 
might be encouraged also to participate include: 
Local government staff, NGOs that served the 
disadvantaged, national controlling/inspection 
authorities, community workers, employers and 
other members of the business community, La-
bour Unions, and key experts in the specific fields 
of the curriculum.

Step 2: Assessment of the Need

Once the planning team are organised, the next 
step is to look carefully at the business commu-
nity and determine the nature and magnitude 
of the business community’s most urgent needs. 
Who are the companies/people that need the 
services? How many companies/people fall into 
this category? What kind of services do they 
need? To find accurate answers, it is helpful to 
explore a number of sources of information: 
chambers of commerce, business associations, 
Census data and other statistical records, voca-
tional school systems, human service agencies, 
community focus groups and so on. When devel-
oping a curriculum programme, it’s important to 
understand what the actual demand for services 
is, because that will determine the business com-
munity support.

Step 3: Designing a programme to meet the de-
mand

There are four elements that go into designing a 
programme: 

 � what services will it provide and to whom? 

 � who will run the programme? 

 � what are the programme’s assumptions: 
i.e. what will it actually look like, should it be 
staffed by professionals or volunteers, etc.? 

 � how will it be funded? 

All are interrelated but looking at each element 
individually will make the possible choices clear-
er.

8.7.2.2 Certification/licensing 
of programs

A formal process of preparing a national frame-
work for validation of non-formal and informal 
learning is indicated in the Education Strategy 

2018-202519 as one of the challenges, i.e. one of 
the measures of the Strategy is: Support in the 
process of establishment and operationalization 
of the system of validation results of non-formal 
and informal learning. The Strategy also stressed 
out that the system of validation of non-formal 
and informal learning in North Macedonia is in 
its embryonic phase, and establishment of a sys-
tem for Nacional Qualification Framework (NQF) 
management and inclusion of stakeholders is yet 
another open issue. A comprehensive approach 
to addressing the challenges was adopted with 
the development of the Roadmap for Further 
Development and Implementation of the NQF 
(2016).

The document produced by the Ministry of Edu-
cation and Science and Adult Education Centre 
– Roadmap for implementing a system for vali-
dation of non-formal and informal learning in the 
North Macedonia, from 2016, states the following: 
It is increasingly widely recognized in the country 
that the validation of learning outcomes - knowl-
edge, skills and competences - acquired through 
non-formal and informal learning can play an 
important role in enhancing employability and 
mobility, as well as increasing motivation for life-
long learning. In order to implement the measure 
“Establishing a system for validation of non-for-
mal and informal learning” from the Education 
Strategy 2018-2025, on 13.11.2018, the first meeting 
of the Working Group for Amending and Supple-
menting the Laws and Bylaws was held with the 
aim of setting up a national validation system for 
non-formal and informal learning - a process that 
will take effect in 2020.

In December 2019, the Government20 adopted 
a new Law on Adult Education, which regulates 
the procedure for recognition of non-formal ed-
ucation and information learning. The proposed 
changes to the new law primarily concern the 
validation of non-formal and informal learning, 
but also the enhancement of the process of veri-
fication of specific adult education programs, as 
well as the role, goals and tasks of the Adult Ed-
ucation Center. In addition, with the adoption of 
the National Qualifications Framework, there was 
a need to bring the Adult Education Law into line 
with the NQF Law. The law has been submitted to 
parliament for adoption.

International best practice experience that 
points towards a short approval process of 
non-formal training programs/skills exists in sev-
eral countries, mostly connected with national 
qualification authorities that adapt a custom-

19 https://eacea.ec.europa.eu/national-policies/en/content/
youthwiki/64-validation-non-formal-and-informal-
learning-former-yugoslav-republic-macedonia 

20 https://eacea.ec.europa.eu/national-policies/eurydice/
content/national-reforms-vocational-education-
and-training-and-adult-learning-42_en 
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er-oriented approach to their services. One exam-
ple is Scotland - SQA21. The system of training ac-
creditation builds on the occupational standards 
set by the industry and provides the credentials 
for sectoral capability. The approach follows a 
standard progression from needs analysis-de-
sign-monitoring visits by subject experts to exter-
nal verification of learner training. This service is 
offered to companies that have developed their 
own training programmes or qualifications. By 
this, these can be benchmarked against an inter-
nationally recognized standard.

A slightly different system is found in Sweden. 
In Sweden the implementation of validation is 
decentralized at regional and local level and em-
bedded in the municipal adult education system 
and public employment services. The responsi-
bility for validation is divided between different 
actors, e.g. public authorities within the field of 
education, the public employment service, adult 
education providers or competent bodies for reg-
ulated professions. There is not one single na-
tional validation process, the process depends 
on for example whether validation is part of for-
mal education, the private sector, adult educa-
tion or higher education, and/or performed by 
accredited actors or non-accredited. There are a 
variety of methods in use. 

An example from the private construction sec-
tor is RBK22 – the Council for Competence in the 
Construction Sector. The Council for Construc-
tion Competence, RBK, is a co-operation body, 
whose stakeholders jointly work for a high level 
of competence in construction and ensure that 
the industry has access to adequate and current 
training and knowledge testing. RBK ensures the 
quality of several of the programs offered by the 
Construction Industry’s Education Center, the 
course activities within Byggföretagen, www.buc.
se. RBK manages the system RBK-authorized 
moisture controller - concrete, conducts knowl-
edge tests, handles applications, issues authori-
zations and maintains registers of the moisture 
controllers that operate within the system. 

The main tasks of the Council are to:

 � operate and manage the system RBK-autho-
rized moisture controller - concrete

 � monitor and influence changes in building 
legislation regarding competence and com-
petence requirements,

 � describe goals and propose guidelines for pro-
grams that meet the requirements of the leg-
islation,

 � provide training in accordance with these 
guidelines;

21 https://www.sqa.org.uk/sqa/84038.8854.html 

22 http://www.rbk.nu/om-rbk__85 

 � contribute to the availability of competent 
teachers and, to the extent necessary, also pro-
vide knowledge testing.

The collaborating stakeholders in RBK are Bygg-
företagen, Föreningen Sveriges Byggnadinspek-
terer, Ledarna, Byggcheferna and Byggherrarna.

In Germany23, traditional advanced further train-
ing includes the so-called master craftsman’s 
courses in preparation for master craftsman’s ex-
aminations in the crafts, industry and agriculture. 
The master craftsman’s examination in crafts is ev-
idence, accepted by a state examination authori-
ty (master craftsman’s examination board) set up 
at the headquarters of the Chamber of Crafts, of 
the ability to run a craft business independently 
and to provide proper training, as well as of the 
existence of the necessary technical, business, 
sales, legal and vocational teaching skills. Passing 
the master craftsman’s examination constitutes 
the right to practise in crafts sectors that require 
compulsory training. The industrial master crafts-
man’s examination qualifies the holder to take on 
management duties in an industrial company. 
Master craftsman’s examinations can also be tak-
en with the chamber of agriculture.

Since 1972 it has been possible in Germany to 
obtain a vocational qualification by means of re-
training followed by an examination set by the 
competent body. In contrast to advanced further 
training, vocational retraining qualifies the stu-
dent to be employed in a different sector, in other 
words it leads to a new vocational qualification. 
According to the German understanding of con-
tinuing education and training (CET), therefore, 
retraining as the continuation or resumption of 
organised learning after completion of a variable 
length initial training phase31 is included in the 
non-formal sector. The pre-requisite for partici-
pation in retraining, therefore, is to have already 
completed vocational training, in which for-
eign qualifications and periods of employment 
abroad must be taken into account (§ 61 BBiG). 
Pursuant to § 47 (1) BBiG, retraining must meet 
the particular requirements of adult education in 
terms of content, purpose and duration, and may 
be provided both individually and in groups. With 
single-company measures, retraining takes place 
in companies in the trade and is supplement-
ed by teaching in a vocational school. For group 
training, a training provider, such as a company 
in the trade or an educational establishment, has 
overall responsibility.

The BUTGEM institution in Turkey has taken a 
different route. The graduates from BUTGEM 
receive internationally valid certificates. Due to 
BUTGEM’s cooperation with industry and meet-
ing necessary standards, these certificates guar-
antee alignment between industry’s needs and 

23 https://www.oecd.org/germany/41679496.pdf 
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BUTGEM’s training. For instance, the Interna-
tional Welding Engineer (IWE) education pro-
gramme, given within the body of BUTGEM as a 
result of cooperation between Middle East Tech-
nical University and GSI-SLV21 München, awards 
internationally recognized “International Weld-
ing Engineering” and “German Welding Society” 
(DVS) diplomas to successful trainees. BTSO and 
Aachen Chamber of Commerce and Industry 
signed a protocol in December 2012 certifying 
that the argon welding, inert-gas welding, auto-
mation systems, textile design, metal plate design 
and CNC operator training courses at BUTGEM 
conform to German standards. The mutual rec-
ognition of certificates will bring European Union 
(EU) wide opportunities to graduates, which will 
increase labour mobility. The next goal is to pro-
vide internationally recognized certificates.

8.7.2.3 Other core services are listed24 as:

 � Training delivery

 � Assessment

 � Work based learning (practice)

 � Guidance and counselling

 � Partnership development

 � Project management

 � Innovation 

8.7.3. Support processes

An interesting issue in terms of sustainability is 
the analysis of the attitudes of the respondents 
regarding the additional services of the private 
RVETC, where, according to 100% of the respon-
dents in focus group 1, in addition to the train-
ings for acquiring basic professional knowledge 
in deficient occupations, they consider: 

 � preparations for start -app and learning entre-
preneurship, 

 � preparation for self-employment, 

 � acquiring skills for digitalization and comput-
erization of processes in industries. 

According to BCM, these trainings should take 
place through the process “learning through 
work”. 

According to the MLSP, this center should be in 
close cooperation with the MLSP, specifically with 
the department for long-term forecasting of the 
labor market and to deliver the results of their 
research to the private RVETC. Of course they 
should be places for exchange of experiences, in-
novations and technology parks.

The municipalities / planning regions in focus 
group 2 also answered the question on what 

24 These core services can be further elaborated on request

additional services should be provided by the 
private Regional Center for Vocational Education 
and Training (example, mentoring for continuous 
work, practical work, exchange of work experi-
ence, inclusion, career centers, technology parks, 
etc.). According to 66%, in addition to training in 
professional fields in the specific industry, mento-
ring, exchange of work experience and practical 
work is needed; 20% think that as an additional 
service of RVETC should be consulting services; 
8% answered that it would be very useful to link 
this field of activity with technology parks (espe-
cially since in recent years the state itself has initi-
ated certain initiatives and 3 technology parks are 
currently in operation); and 6% think that RVETC 
can also act as a recruiter in the process of hiring 
new staff.

The companies in focus group 3 also answered 
the question about what additional services 
should be provided by the private Regional Cen-
ter for Vocational Education and Training (for ex-
ample, mentoring for continuous work, practical 
work, exchange of work experience, inclusion, 
etc.). According to them, in addition to training in 
professional areas in the specific industry, men-
toring is needed in order to monitor the progress 
of participants, career counseling and guidance, 
recognition of previous learning, exchange of 
experience, consultations, inclusion, admission 
of students from vocational schools for practical 
training, etc ...

Support services may be divided e.g. into:

 � consulting services

 � recruitment and selection

 � business startup support

 � on-the-job training in digitalization and com-
puterization 

 � networking on exchange of experience, inno-
vations and technology park initiatives

 � technology park

8.8. Results and quality 
assurance

The last, but no less important key area of analy-
sis is reporting, monitoring and quality assurance 
mechanisms. All interviewed and surveyed par-
ties in focus group 1 agree on the need to ensure 
a higher level of transparency and information 
within the private RVETC. Every company should 
have clear plans for training needs for which they 
will publish and report in a timely manner. Ac-
cording to the BDE and CVET, the rules and pro-
cedures for transparency and information of the 
private Regional Center for Vocational Education 
and Training should be prescribed by the man-
agement. In terms of information, it is necessary 
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to have a WEB page on which public information 
will be posted. The CVET additionally adds that for 
other needs, events, etc., the information should 
go through a specially designated person from 
human resources who will be in charge of trans-
parent information, i.e. to responsibly inform the 
person to whom the information refers (by inter-
nal and external information). The State Inspec-
torate believes that they, as well as the Ministry 
of Education and Science, should prescribe a way 
for reporting, planning in RVETC, evaluation and 
transparency of RVETC operations, as well as mar-
keting to the general population.

Regarding the supervision, ie the control of the 
performance / success of the private Regional 
Center for Vocational Education and Training, 
there are different views between the national in-
stitutions and organizations and the providers of 
educational services. 

According to 30% of the interviewed and sur-
veyed respondents, the supervision over the work 
of the private RVETC should be performed by the 
Board of Directors. CVET adds that the Board of 
Directors would be obliged to monitor the imple-
mentation of the work of this Center, to request it 
to submit a report on the activities of the previous 
year, and then the Board to submit that report to 
the Government of the Republic of North Mace-
donia. 

The same percentage (30%) is represented by the 
respondents who believe that the State Inspec-
torate is the most appropriate to control the per-
formance of the work of the private RVETC. 

20% believe that it is necessary to include exter-
nal expert groups dealing with quality analysis, 
while the remaining 20%   believe that this process 
should be under the jurisdiction of national insti-
tutions, such as: AEC, CVET, BDE, MES, ECM and 
Universities.

Finally, regarding the quality criteria of the work 
of the private RVETC, CVETs believe that the crite-
ria should be evaluated by the State Educational 
Inspectorate (SEI) and CVET, according to qual-
ity indicators developed by the private RVETC. 
According to the MLSP, the quality of the train-
ings should be determined with clear criteria 
(standards), and the evaluation of the quality of 
the trainings should be performed by external 
evaluators (external evaluation), preferably an in-
ternational evaluator, by asking companies how 
satisfied they are with the participants and their 
involvement in the overall process. 

The respondents from the Government of the 
Republic of North Macedonia are of the opinion 
that the quality criteria should be determined 
and evaluated by the national institutions, but 
also by analyzing the satisfaction of the com-
panies from the participants. According to the 
State educational Inspectorate and the Training 
Centers, the criteria should be determined by the 
CVET and the AEC, while the State Educational 
Inspectorate additionally proposes its own in-
volvement in determining the quality criteria, as 
well as the involvement of the MES. According to 
them, in these quality criteria, conditions should 
be specifically prescribed for who can perform 
training, ie to be in the role of trainer. 

BDE considers that the standards for quality as-
surance of vocational education and training are 
prescribed in the Law on secondary education, 
the Law on BDE, the Law on Adult Education, the 
Law on the State Examination Center, the Law on 
the State Education Inspectorate. 

Since this is a private RVETC, which as an insti-
tution has not existed in the country so far, ele-
ments should be added to the laws that would 
refer to the quality assurance by such institutions. 
Quality assurance through standardization is a 
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practice for many companies as well as state in-
stitutions.

After the completion of the training, the munic-
ipalities / planning regions in focus group 2 see 
their role in the evaluation process of the partic-
ipants in the further successful inclusion of the 
participants in the companies / labor market and 
their success in the work, while the evaluation 
should be the responsibility of RVETC and valori-
zation by companies.

The last key area of analysis is reporting, mon-
itoring and quality assurance mechanisms. To 
the question “Who should prescribe the rules and 
ways for transparency and information of the Re-
gional Center for Vocational Education and Train-
ing?”, 40% answered that the MES is the most 
appropriate for it; 45% think that it should be 
the company that is the founder of RVETC, i.e. in 
other words, RVETC itself to prescribe these rules 
and ways; 5% believe that this process should be 
based on the Employment Centers, which are in 
constant contact with the unemployed; 5% an-
swered that the Ministry of Labor is responsible 
for these rules; 2% think that the rules should be 
prescribed by a certain educational institution in 
the specific professional field; while 3% believe 
that it should be the one who approves the ac-
creditation.

On the question “In whose competence should 
be the control of the performance of the work / 
the control of the measurement of the perfor-
mance of the private Regional Center for Voca-
tional Education and Training?”, Different pro-
posals arise from the municipalities / planning 
regions, as follows: Ministry of Education and 
Science (MES), Ministry of Labor and Social Poli-
cy (MLSP), Employment Centers, Business Sector, 
and Accreditation Provider.

Finally, in terms of quality criteria for the work of 
the private RVETC, 78% believe that standards are 
needed to ensure the quality of training, and to 
be in line with European standards. The remain-
ing 22% think that they are not necessary.

In focus group 3 44% of the analyzed companies 
think that RVETC itself should prescribe the rules 
and ways for transparency and information of the 
private Regional Center for Vocational Educa-
tion and Training; 22% think that it should be the 
Ministry of Education and Science (MES); while 
the remaining 34% believe that the rules should 
be compiled by a professional staff from several 
companies, together with standards specialists 
to prescribe the exact rules that correspond to 
this region, but also to ensure participation by all 
stakeholders.

On the question “In whose competence should be 
the control of the performance of the work / the 
control of the measurement of the performance 
of the private Regional Center for Vocational Ed-

ucation and Training?”, Different proposals arise 
from the companies, namely: the control should 
be with the founder of the center; control to be 
the company that needs staff (because in each 
company the norms and requirements are differ-
ent); private companies and other stakeholders 
to participate in the control; State Education In-
spectorate (SEI); special governing body - board 
of directors established within the Center; mu-
nicipalities in the region, MLSP; VET schools; MES; 
ECM; external audit by consulting firms.

Finally, regarding the quality criteria of the work 
of the private RVETC, 44% of the companies an-
swered that they have certain requirements / 
standards regarding the quality assurance of the 
trainings, ie ISO standards, according to which 
they most often work in their companies. The re-
maining 66% think that they should not burden 
this process with such standards, but still, in the 
internal work, they have implemented exception-
ally quality rules and procedures and have set 
high requirements for the overall work.

International praxis

A standard quality assurance framework, based 
on international experience, consists of 3 con-
nected processes. Each of these sub-processes 
can be refined or broken down further into stag-
es in order to guide the implementation of the 
evaluation:

 � Developing the framework – covered in a (QA) 
Quality Assurance manual.

 � Performance Areas

 � Quality Indicators

 � Evidence Strands

 � Challenging questions

 � Sources of evidence

 � Carrying out an evaluation – to be used by the 
RVETCs and endorsed by external evaluators.

 � Gather evidence

 � Evaluate the quality of evidence

 � Summarize findings

 � Identify capacity for improvement

 � Build into Development Plan

 � Endorsing and Reporting – to be used by ex-
ternal evaluators in collaboration with the 
RVETC

 � Endorse findings

 � Feedback

 � Report

According to Eurodyce25 the system of quality as-
surance of adult education is demonstrating an 
upward development trend. The progress is re-

25 https://eacea.ec.europa.eu/national-policies/eurydice/content/
quality-assurance-adult-education-and-training-42_en 
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flected in several areas, including:

 � development of procedures for accreditation 
of training programs;

 � development of procedures for licensing of 
providers of adult education;

 � development of procedures for validation of 
non-formal and informal learning;

 � building of the organisational and human re-
source capacities of the Adult Education Cen-
tre, etc.

3 main institutions are responsible for QA in adult 
education in North Macedonia: 

The Adult Education Centre is the key institu-
tion for the development of quality adult edu-
cation system at national level. Besides the Unit 
for Development of Standards, Procedures and 
Criteria, AEC established two other units in order 
to support the process in question: the Unit for 
Professional Monitoring and Evaluation and the 
Unit for Quality Assurance, Development and 
Cooperation. The AEC experts contribute to the 
QA objectives by providing counseling, instruc-
tion and mentorship for the trainers/instructors 
who are responsible for implementation of the 
AE programmes. Finally, the AEC is competent 
to provide solutions for improvement of the con-
nections between the non-formal and informal 
learning.

The Council for Adult Education is advisory 
body that proposes strategic policies and actions 
in the realm of adult education. The Council is 
tasked with proposing a strategy for develop-
ment of adult education, propose annual action 
plans, closely monitor the implementation of the 
annual action plan, propose financing models, 
propose national qualifications and occupational 
standards as well as propose how the network of 
public institutions for adult education should be 
developed.

The State Educational Inspectorate carries out 
QA activities over non-state training provision 
by licensed training providers. The technical su-
pervision and control of implementation of veri-
fied programs is carried out by the AEC, which is 
entitled to revoke license and verification. In the 
formal education, SIE has a stronger mandate, 
controlling all aspects of institutional organiza-
tion, administration and management and of 
the teaching process through regular (Integral 
Evaluation) or extraordinary (upon notification) 
inspections. Companies organizing training for 
employees are not subject to external control, i.e. 
they alone are responsible for the quality of the 
training provision.

8.9. Recommendation for 
RVETC Model development

15. All four international examples have been 
started by different types of initiators (a 
group of industrialists, a municipal govern-
ment, a chamber of commerce and a sec-
toral employers ‘association). Who is to be 
the initiator and main vehicle of the private 
RVETC?

16. The Boards of Directors have been organized 
differently in each example – (director – sub 
director- members/ 4 directors-members/ 
integral part of host organisation). Please dis-
cuss and agree on the most appropriate and 
efficient structure of the Board of Directors of 
the RVETC.

17.  Regarding the functions of the RVETC num-
ber 1-3: Sector-based training

The exact needs (how many trained, which 
companies, which profiles, when) should be 
mapped by a detailed skills needs analysis in 
the companies of each sector. Important fo-
cus is on immediate needs, as well as future 
trends in each sector, e.g. in the construction 
sector BIM courses may not be relevant at 
this stage, but may be needed in 2 yrs.

18. Regarding function 4 of the RVETC: Career 
Centre

The career centre may, as a recommendation 
from focus group 1, support companies that 
don’t have an HR department, with manage-
ment and organisation of human resource 
development – please asses the need for 
this type of service to private companies. The 
career centre may also, as a service to/com-
plementing local employment authorities, 
provide career guidance to unemployed or 
advice on further qualification – please assess 
the need for this service to local employment 
offices. The career centre may, as a service to 
local employment offices, provide adapted 
training programmes to special needs per-
sons. Please asses the need for this type of 
service to the local employment office.

19. Regarding function 5 of the RVETC: Innova-
tion Centre

The Innovation Centre may, as a recommen-
dation from CVET, have an analytical centre. 
Please elaborate what types of analysis and 
for whom the innovation centre may carry 
out these tasks. The innovation centre may, 
according to all focus group 1 respondents, 
prepare start up and learning entrepreneur-
ship, preparation for self-employment as well 
as offer advanced skills in digitalization and 
computerization of work processes. Please 
assess the exact needs for this type of ser-
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vices and identify the appropriate support 
programmes that may support this (e.g. 
technology park legal frameworks)

20. Regarding function 6 of the RVETC: teacher 
training. The financing source for this activity 
should be identified.

21. Regarding function 7 of the RVETC: formal 
post-secondary education/licensing. This is 
regarded as a long-term goal, not an imme-
diate activity. It is recommended to research 
the company needs in this area, as well as the 
need for licensing occupations. Please dis-
cuss whether the VOC-TEST center idea from 
Turkey may be applied in North Macedonia, 
and how a private RVETC may initiate this.

22. What should, on the basis of the feedback 
from all the stakeholders, be the composi-
tion of the Board of Directors.

23. Should the structure be 1) hierarchical as in 
this description or 2) flat structure with one 
director and all other functions on the same 
level.

24. Seven different job categories are listed. 
Please discuss if more or less are needed, in 
order to carry out the functions required in 
the centre.

25. The deployment of the different job catego-
ries varies, some will require full time posi-
tions, others short term or even some may be 
outsources. Please indicate which ones are 1) 
fulltime 2) part-time 3) outsources;

26. Which facilities are needed for a smooth 
operation of the RVETC, with the necessary 
capacity to offer workshop practice in the 3 
professional main areas (construction, textile 
and energy).

27. The cost factors have been listed in the dia-
gram on p. 49. Please discuss which of the 
different types of costs should be covered by 
which funding body.

28. Different countries have different views 
on who should pay for vocational training. 
Where would you place North Macedonia in 
terms of what the government – the employ-
ers should finance or develop incentives for?

29. Partnerships (formal or informal) may serve 
different purposes. Please review the dia-
gram of the indicative roles and responsibili-
ties – and rearrange, if needed.

30. Are any partners or functions appropriate for 
partnerships missing?

31. Which additional services, as mentioned 
in “Support Processes” should be part of 
the RVETC concept, such as business start-
up support, entrepreneurship training and 
coaching, learning through work, etc.
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Conclusions and recommendations from the in-
terview with the companies:

The analysis of the answers from the conducted 
interview with the representatives of the compa-
nies leads to the following conclusions and rec-
ommendations:

 � The Macedonian economy is facing a major 
shortage of adequate manpower, locating the 
problem in poor quality vocational education, 
as well as the current providers of non-formal 
education. Still more emphasis on diploma 
and certificates rather than skills and compe-
tencies. The economy can no longer stand it, 
and in recent years has sought a way out of 
this situation through attempts to link educa-
tion and industry. Greater cooperation is pro-
posed in the area of practical teaching in a real 
workplace.

 � There is a strong need in the country to open 
a private regional center for vocational edu-
cation and training and at the same time all 
companies show motivation and readiness to 
take part in this process.

 � Most of the involved companies have already 
established or have serious intentions to es-
tablish their own training centers. They sug-
gest a faster and simpler process of accredita-
tion of training centers.

 � Companies from the textile industry believe 
that in their training centers they can train the 
necessary staff except for the maintainers of 
expensive machines.

 � The initiative according to most participants 
should be a combined request from com-
panies, municipalities, planning regions and 
support of institutions, while some of the com-
panies involved believe that the initiative for 
RVETC should be from the Chamber of Com-
merce and there are those who believe that 
the initiative gives the company itself.

 � The essence of the existence or role of RVETC is 
introducing young unemployed people to the 
behavior at work, introducing the work pro-
cesses, participation in vocational education 
policies in the country in order to quickly pre-
pare staff according to the needs of industries, 
analytical centers, development of innovation 
and career development orientation.

 � The private RVETC has a perspective for de-
velopment and sustainability due to the con-
tinuous needs for developing skills due to 
changing technologies and the willingness 
of companies to invest in educating their em-
ployees.

 � The best methodological approach in the 
trainings is the practical work in real working 

9. Initial assessment of 
interested business entities 
to support establishment 
of a private sector-led 
partnership model of a 
Regional VET Centre
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conditions, but of course the mentoring is 
needed, learning under supervision, and the 
trainers should be the best theorists in the 
field and the best instructors from the compa-
nies. There is a need for their special readiness 
for adult training and working with people 
with disabilities.

 � RVETC in addition to training, needs to provide 
mentoring support, develop a career center, 
promote innovation, incubators for new and 
trained staff, and valorize prior knowledge

 � The new RVETC will create partnerships with 
companies and other stakeholders, will partic-
ipate in European projects and will aim to is-
sue international certificates that have added 
value but also the risk of brain drain.

 � Need to connect with other European plat-
forms of centers of excellence within compa-
nies.

 � Monitoring and control will be performed by 
external consulting organizations and State 
Inspectorate, while the quality of the train-
ings will be taken care of by the center, and for 
some trainings quality standardization will be 
introduced.

The conclusions and recommendations give a 
clear picture of how companies envisage the pri-
vate Regional Center for Vocational Education 

and Training, in terms of management, sustain-
ability, cooperation, the field of work and control 
mechanisms.

This analysis helped not only in the initial assess-
ment of the businesses for opening RVETC, but 
also helped in diagnosing the most relevant com-
pany that has the capacity and knowledge and 
experience to open this center.
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Recommendations from focus groups of in-
stitutions, organizations and providers of 
educational services

 � As most of the institutions and organizations 
are not familiar with the opening of a private 
RVETC, it is necessary to promote innovation 
and greater transparency in the exchange of 
information at the state level.

 � Since the manner of opening the RVETC is not 
regulated, the clearest and most transparent 
process is the preparation of a special law on 
the RVETC, which will prescribe all procedures, 
documents and structural content for the es-
tablishment and operation.

 � As they will have a regional character, a 
multi-sector center is proposed which will pro-
vide training to several industries.

 � In addition to the founding company, other 
companies will be able to participate in their 
own workshops or training and innovation cor-
ners for the needs of their own industries.

 � Private RVETC should be registered as a sepa-
rate legal entity or as a subsidiary of the found-
ing company.

 � To prescribe conditions and criteria for their 
opening.

 � The private RVETC to have an analytical center, 
to have financial capacities, ie a bank guaran-
tee, a well-established organizational struc-
ture and a management team.

 � In the opinion of all representatives of institu-
tions, the most difficult process is the verifica-
tion / accreditation and there is a need for that 
process to be facilitated and accelerated, ie to 
be regulated by deadlines, and re-accredita-
tion to be avoided if possible or to be on the 
principle of reporting the relevant institution.

 � At the beginning, the private RVETC should 
offer courses for adult education and in the fu-
ture to offer formal education, in the form of 
post-secondary education from V b level, but 
also regular vocational education from II, III, IV 
level in certain sectors according to NQF.

 � Private RVETCs to focus on implementing 
adult education programs in deficient skills, 
not covered by regular vocational education.

 � The role of RVETC, in addition to the educa-
tional part, will be extended to the realization 
of social responsibility, economic and social 
sustainability, sustainability and ecosystems, 
creating clear strategies for young people, 
specific ideas and solutions for their care and 
retention in the country.

10. Recommendations 
from focus groups
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 � Intensive work is needed on the awareness 
of all stakeholders about the benefits arising 
from the role of RVETC.

 � It is necessary to establish a Career Center.

 � Consider accommodation and transportation 
options for participants and trainers.

 � Activities for start-ups and learning entrepre-
neurship, preparation for self-employment, 
acquiring skills for digitalization and comput-
erization of processes in the construction, tex-
tile and electricity field.

 � Trainings for teachers in vocational schools.

 � Initially to provide financial assistance by the 
state and later to survive through self-financ-
ing.

 � Expand the possibility of issuing licenses for 
certain occupations.

 � Opportunity to develop a team to attract in-
vestors, ie a department for research of the in-
ternational economy.

 � To implement projects.

 � To form its own alumni network, to have its 
own individuality and autonomy and to have 
enough power to influence the educational 
policies in the country

 � To create cooperation with companies, munic-
ipalities, institutions, schools, academies

 � The new private RVETC should be incorporat-
ed into an international platform of Centers of 
Excellence.

 � Ensuring a higher level of transparency and 
information

 � State Educational Inspectorate believes that 
they, as well as the Ministry of Education and 
Science, should prescribe a way of reporting, 
planning in RVETC, evaluation and transpar-
ency of RVETC operations, as well as market-
ing to the general population.

 � Training quality evaluation to be performed by 
external evaluators, SEI and other quality con-
trol institutions.

 � Possibility for standardization of the quality of 
work.
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11.1. Appendix 1. Questionnaire

Introduction:

This interview is part of the UNDP project for de-
velopment of model of Regional VET Center as a 
model for more intensive collaboration with the 
private sector, contributing to the Priority 2.7-Es-
tabishment of a Regional VET Centers from the 
Education Strategy 2018-2025. 

Focus should be on the ongoing reform of the 
VET system, specifically a model for greater in-
volvement of the private sector directly in a new 
structure of a multi-sectoral or sector-focused pri-
vate Regional VET Centre that can train students, 
unemployed, and already employed workers. The 
blueprint for the private regional VET Centre to be 
developed shall contain the main element need-
ed for establishment of a functional structure 
that can rapidly responds to changing labour 
market needs.

The interview protocol is designed in order to ob-
tain data for the development of a MODEL of the 
private RVETC in the Republic of North Macedo-
nia, with a functional structure that can quickly 
respond to the changing needs of the labor mar-
ket.

The functioning of the RVETC will contribute to 

reducing unemployment, ie overcoming the dif-
ferences between the offered and demanded 
skills for the labor market. These centers will im-
prove the quality of vocational and post-second-
ary education through a wide range of activities. 

The main goal is to create a network of stakehold-
ers that will strengthen the capacity of the private 
RVETC in order to prepare a quality workforce in 
line with modern trends in digitalization and au-
tomation.

The purpose of the protocol is to ensure trans-
parency and involvement of stakeholders, to help 
through their proposals the process of creating 
and modeling RVETC.

The questionnaire is structured to obtain data on 
the key functional elements of the RVETC, as fol-
lows:

a) management and management structure, b) 
sustainability, c) networking of training providers 
for formal and informal, d) reporting, monitoring 
and quality assurance mechanisms.

For the needs of this analysis, 5 focus groups were 
formed: schools with positive experiences and 
intention to support private RVETC, companies 
(which have partnerships with VET schools), com-
petent institutions (MES, MLSP , ESA, CVET, AEC, 
BDE, CCI, employers’ organization, etc.), adult 
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training providers, municipalities (in support of 
partnerships), and other stakeholders as needed. 
The questions are adapted according to the roles 
and competencies of the cut focus groups.

Management and leadership

1. Does your organisation see a need for a private organization that serves industries in innovative and 
new technology transfer, further training of their staff/prepare workers for jobs in a company?

2. Which further training/retraining needs of the industry (construction, textile, Renewable energy in 
particular) are in your opinion, not covered today inside the existing 3 and 4 year secondary VET system?

3. Who should, in your opinion, initiate the establishment of a private RVETC? 
Would you be interested in taking part in this process?

4. Would your organisation be interested in partnering with an RVETC – and why would you be interested?

5. Which role would your organization be interested in having in a private RVETC?

Sustainability.

6. Has innovation/technology transfer/ the retraining/further training of the 
industry been part of your organisation’s planning process – and how have you 
addressed these needs/ how are you planning to address these needs?

7. Would your organisation be interested in financing training activities 
in a private RVETC which benefit your staff/members?

8. Which types of training methodology would suit your staff/members (seminars, 
online, self-study, and practice-based workshops with equipment)?

9. Which qualifications should trainers/instructors have in order to meet your organisation’s training needs?

10. Do you have any specific needs of additional services that a private RVETC should meet (such as 
follow-up mentoring, practice arrangements, work experience exchanges, inclusiveness, etc.)

Networking

11. Who should the private RVETC partner with in order to meet your 
organiation’s needs for new innovative knowledge?

12. Would you be interested in being involved in the learning process 
(preparation, implementation, monitoring?)

13. In which sectors among construction, textile and renewable energy do you 
see the biggest needs for innovative knowledge building?

14. Are you a member of any existing national or international networks for innovative knowledge 
transfer in your field? – Which networks would you regard as beneficial to join?

15. After the successful accomplishment of training, certificates will be issued. Would a foreign certificate 
add to the value? – Please explain if and why additional certification may add to the value.

16. How do you see your role in the assessment of trainees after finishing their training?

17. Does your organisation have any policy for gender and inclusiveness? If so, 
does your organisation have/would be interested to have persons from any of 
these categories to participate in the trainings at a private RVETC?

Reporting, monitoring and 
quality assurance mechanisms

18. Do you have any plans for future training needs of your staff/members in 
order to match the changing requirements to your organisation?

19. Does your organisation have any requirements as regards quality assurance of trainings (e.g. ISO, or others)
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