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Viewpoints on VET providers’ and higher education institutions’ preparedness and 
capabilities for offering continuous learning services in sudden structural changes 
 

Finnish Education Evaluation Centre (FINEEC) 
 
The last few years have shown that education actors’ operating environment can change very rap-
idly. For instance, as a result of the pandemic, Russia's invasion of Ukraine and immigration, VET 
providers and higher education institutions have had to adapt rapidly to needs to change the ways 
education is organised, the contents of education and student intake. Sudden structural changes in 
working life and the labour market also recur faster than ever, which contributes to challenging 
education actors' ability to prepare for various new needs and act in a resilient manner (Frisk et al. 
2022, 136).  
 
 
 
 
 
 
 
 
 
 
 
 
 
In 2020–2022, the Finnish Education Evaluation Centre (FINEEC) evaluated the education system's 
ability to respond to the challenges of continuous learning in sudden structural changes (Frisk et al. 

Currently, actions taken in response to sudden structural changes are often separate from VET 
providers’ and higher education institutions’ basic operation. This is stressed in the case of higher 
education institutions, as they provide long-term degree education that is of limited use in re-
sponding to rapidly emerging needs. Education providers resort to ‘putting out fires’, or separate 
actions launched in acute situations. A key area of development at both levels of education is 
incorporating separate activities in VET providers’ and higher education institutions’ basic opera-
tion. To act with impact when encountering sudden structural changes, VET providers and higher 
education institutions need to change their operating logic and make education services intended 
for the working-age population in situations of change part of their basic work (Frisk et al. 2022, 
65).  
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2022). The evaluation focused on vocational education and training and higher education. This pol-
icy brief article sums up the key results, conclusions and recommendations of FINEEC's evaluation. 
They offer interesting viewpoints on education actors’ current ability to develop their services in 
order to meet the needs brought about by sudden structural changes. In these situations, education 
and training promote the re-employment of those who have lost their jobs and, on the other hand, 
the training of labour force for sectors with labour shortages and new skills needs. The evaluation 
findings additionally provide an opportunity to reflect more extensively on the significance of resil-
ience in various situations of change among education actors today.  
  
To develop the evaluation findings further, the article concludes by presenting a resilience tool 
which education actors can use to carry out regular self-assessments of their level of resilience in 
relation to rapid changes in working life.  
 

 
In this article, education actors refer to VET providers and higher education institutions. Continuous 
learning means education and training services for the working-age population (aged from 25 to 64 
years) that have been designed to meet the target group's competence development needs emerg-
ing in sudden structural changes. Key objectives of the education services include finding employ-
ment or developing competence to meet the changing needs of working life and employers.  
 
Sudden structural changes refer to situations where the economic structure of a region suddenly 
changes as a result of globalisation, changes in production structures or other rapid changes. These 
changes may be positive, involving sudden increases in labour needs in a sector or region, or nega-
tive, with a sudden drop in the need for labour. Changes may also occur in the competence needs 
of the workforce. The actors’ key ways of adapting the education they offer in these situations are 
developing new education and training services, modifying the contents of existing services, and 
increasing or decreasing their student intake in existing educational services.  
 

 
The parliamentary reform of continuous learning has been one of key educational reforms intro-
duced by Prime Minister Marin’s government (Prime Minister Marin’s Government Programme, 
166). The Government Programme set the objective of developing, at each level of education, the 
activities, guidance and funding with a view to creating a comprehensive national system of diverse 
continuous education that focuses on meeting the needs arising in the world of work. Creating com-
prehensive services for lifelong guidance was also set as a goal. As part of the parliamentary reform 
of continuous learning, discretionary government grants have been directed at development 
measures.  
 
FINEEC's evaluation was conducted at a stage where the key proposals for measures of the parlia-
mentary reform concerning educational administration’s steering structures had been adopted. To 
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underpin the parliamentary reform, the ministries and stakeholders had already produced plenty of 
information on the steering system level issues of continuous learning based on reports and evalu-
ations. 
 
The development of continuous learning and response to sudden structural changes have in recent 
years been supported by means of discretionary government grants and additional funding allo-
cated to VET providers and higher education institutions.  
 
In 2018, the Ministry of Education and Culture granted funding to a total of 40 VET providers to 
enable them to respond rapidly to recruitment needs, to alleviate problems related to the availabil-
ity of skilled labour, and to improve the ability of vocational education and training to support career 
changes. The total amount of this funding was EUR 26 million.  The education programmes imple-
mented with the help of this funding were known as vocational competence pilots, and they were 
mainly organised in 2019. 
 
In 2018, the Ministry of Education and Culture provided EUR 10 million in funding for higher educa-
tion conversion training projects aimed at responding to a shortage of experts brought about by a 
sudden structural change, for example in ICT and the construction sector. The Ministry of Education 
and Culture additionally granted higher education institutions some EUR 19 million in discretionary 
government grants in 2018 for projects aimed at alleviating the shortage of coders in the labour 
market, and EUR 11 million for projects responding to shortages of experts in different fields.   
 
In 2020–2021, the Ministry of Education and Culture gave discretionary government grants for con-
tinuous learning and competence development projects aimed at renewing the world of work and 
business life. Their aims also included responding to the challenges faced by society and the econ-
omy as well as meeting the new competence needs arising from the transformation of working life. 
Grants were disbursed to both VET providers and higher education institutions. The total amount of 
these grants was around EUR 43 million over two years. 
 
As part of the parliamentary reform, the Service Centre for Continuous Learning and Employment 
(Jotpa) started operating as a separate unit of the Finnish National Agency for Education in autumn 
2021 (Ministry of Education and Culture 2020). The statutory task of the Service Centre is to pro-
mote competence development among the working-age population and the availability of skilled 
labour. The Service Centre funds the training and development activities within its purview in two 
ways. Discretionary government grants can be used to support the organisation of vocational qual-
ifications and qualification units as well as the provision of degree education, specialisation training 
and degree modules in higher education institutions. Discretionary government grants may only be 
given for the organisation of education and training leading to the completion of an entire voca-
tional qualification or higher education degree for a special reason. In addition, discretionary gov-
ernment grants can be used for activities that support students in applying for a place and partici-
pating in education. The Service Centre may also procure education and training programmes and 
other competence services.  
 
Measures relevant to positive sudden structural changes were already taken while Prime Minister 
Sipilä’s Government was in office. Research and development work were carried out to improve the 
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economic structure in Southwest Finland, in particular. The starting point for this was the observa-
tion that new structural problems were emerging in Finland where the growth and employment 
outlook of a region was exceptionally good. The Ministry of Economic Affairs and Employment’s 
rapporteur (Aho 2017) found that new types of special government measures were needed to make 
the most of the growth potential in Southwest Finland. A report produced for the Ministry of Edu-
cation and Culture (Jokinen 2017) proposed actions for promoting positive structural change in 
Southwest Finland, focusing on development measures in the field of engineering in vocational ed-
ucation and training and higher education.  
 

 
In changing situations, education actors who are well prepared for changes in working life rely on 
practices, forms of education and training and contents linked to their basic work. As we noted 
above, however, education actors’ response to sudden structural changes often is separate from 
their basic operation and launched as situations change (Frisk et al. 2022, 65). However, the aim 
should be at incorporating flexibility and preparedness in education actors’ basic operation.  The 
fact that regional and national operating models already exist, especially for negative structural 
changes, lays a good foundation for the development. So far, there are fewer established models 
and forms of funding for situations of positive structural change. (Frisk et al. 2022, 91; 119 and 199)  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
There are nevertheless some significant variations between the capabilities of individual VET pro-
viders and higher education institutions (Frisk et al. 2022, 199). Of teaching language groups, espe-
cially the preparedness and cooperation of Swedish-speaking education actors in situations of la-
bour market change have development needs (Frisk et al. 2022, 202). Both VET providers and higher 
education institutions also need to improve their cooperation with employers in the context of de-
livering education and training (Frisk et al. 2022, 143 and 207–208) 
 
Developing a single preparedness model suitable for all education actors is neither necessary nor 
possible. Both VET providers and higher education institutions should determine what the special 
features of their organisation and operating environment are, and what kind of preparedness and 
development measures are required to respond to sudden structural changes. The types of other 

The education system has relatively good capabilities for responding to the challenges of con-
tinuous learning when faced with negative structural 
changes. 
 
The education system’s ability to respond to continuous learning challenges created by posi-
tive structural changes is satisfactory. 
 
The ability of VET providers and higher education institutions to take on the challenges of con-
tinuous learning in sudden structural changes is good on average. However, this ability varies 
between levels of education, AVI regions, teaching language groups and education actors’ dif-
ferent functions. (Frisk et al. 2022, 198) 
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education organisations located in their area, the actors’ educational responsibilities and the eco-
nomic structure of the area have a bearing on education actors’ operating methods and need for 
preparedness. (Frisk et al. 2022, 213) 
 
Education services for the working-age population will increase in importance, and the need for 
competence development will be continuous. Consequently, it is important for education organisa-
tions to formulate comprehensive policies on providing education services to the working-age pop-
ulation and the education they offer in their strategies. It is also strategically important to define 
policies on the recruitment of teaching staff and competence development in sudden structural 
changes. 

 

 
The prerequisites for offering micro-credentials must be improved by clarifying the allocation of 
public funding to them and employers' financial responsibility. In sudden structural changes, the 
wishes of working life and individual employers often focus on targeted training that meets a spe-
cific competence need. At present, however, the steering system of education encourages the use 
of qualifications/degrees, units/modules and other programmes that can be financed with public 
funding granted to VET providers and higher education institutions. (Frisk et al. 2022, 143; 148–151 
and 204–205) 
 
Public funding for education leading to a qualification or degree is well-established at both levels of 
education, whereas funding for micro-credentials needs to be clarified. Education actors’ interpre-
tations of the possibilities of using public funding in sudden structural changes vary.  Education ac-
tors and the Ministry of Education and Culture should also strive for a clearer consensus on what 
forms of funding should be used to finance micro-credentials. (Frisk et al. 2022, 185 and 212) 
 
The needs of working life can be optimally met when working life partners are involved in planning 
the contents of education services. In education services for the working-age population, the aim 
must be to provide students with a natural path to new tasks in the labour market already during 
the training programme. A precondition for this is that working life partners are strongly involved in 
the planning and, if possible, delivery of the training. On average, their participation in planning is 
already managed well, whereas their participation in delivering the training needs to be developed. 
(Frisk et al. 2022, 110–111 and 141) 
 
The recognisability of apprenticeship training as a form of vocational upper secondary education 
and training needs to be improved. It offers many opportunities for improving the working-age pop-
ulation’s competence, and it can respond quickly to employers' competence development needs. 
(Frisk et al. 2022, 201) In vocational education and training, it is also possible to put together local 
qualification units to meet employers’ local needs as the units are designed to match local voca-
tional skills requirements. (Frisk et al. 2022, 31) 
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A lack of and difficulties in recruiting teaching staff with appropriate competence are a key bottle-
neck when rapid changes occur, and this undermines VET providers’ and especially higher education 
institutions’ resilience. The situation is challenging, especially when competence not yet found in 
Finland is needed in the world of work. If Finnish expertise does not yet exist, it may be necessary 
to send skilled instructors abroad to be trained. In these situations, education organisations and 
companies compete for the same talent, including process experts, engineers and Masters of Sci-
ence in Technology. Due to the pay they can offer, educational institutions and higher education 
institutions often play a losing hand in recruitments. (Frisk et al. 2022, 137–138) 
 
Actions are needed in the field of education to improve the availability of teachers and instructors 
when different rapid changes occur. For example, education actors could set up field-specific, re-
gional, national or international personnel pools to improve the availability of staff for short-term 
training as needed. (Frisk et al. 2022, 214) 

 

 
One of the key prerequisites for education actors' preparedness for changes in working life is build-
ing well-functioning and proactive networks and operating in them. To create such networks, effec-
tive models need to be shared regionally, nationally and internationally alike. VET providers and 
higher education institutions should build networks needed to respond to rapid changes in working 
life and operate adeptly in them to promote the achievement of common goals. Members of well-
established cooperation networks are familiar with each other’s operation and used to working to-
gether. (Frisk et al. 2022, 66; 118) 
 
Continuity of collaborative relationships between education actors, companies and other employers 
is important, as employers also find it challenging to anticipate future changes in the industrial struc-
ture and adapt the competence of their personnel to them. A precondition for cooperation with 
working life is that VET providers and higher education institutions have clear structures and re-
sponsibilities for cooperation with working life partners in their organisations. (Frisk et al. 2022, 205) 
 
When rapid changes occur in working life, the competence development needs may be national, 
regional or sector-specific, or concern individual employers. Employers' needs should be anticipated 
flexibly and over the long term, and rapidly at the local level. VET providers and higher education 
institutions should make use of information provided by employers on sector-specific trends and 
signals. In case of large-scale national and sector-specific competence development needs, educa-
tion services must be planned in cooperation between education organisations. 
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The current ways in which education actors plan the education they offer and allocate teaching 
staff's working time to different tasks do not in all cases support flexible action in rapid changes. 
Teaching staff’s work plans often cover an extensive time period and are linked to the institution's 
basic operation. Recruiting new staff members rapidly may be challenging, especially in teaching 
tasks requiring highly specialised competence. The institution also needs to consider if it should 
recruit new staff for long-term education programmes of permanent nature and transfer experi-
enced staff to programmes launched as a response to change, or the other way around. In an ideal 
situation the work plans would, as a default, incorporate flexibility that could be used for meeting 
short-term education needs, both as publicly-funded and commissioned programmes. (Frisk et al. 
2022, 67).  
 
If VET providers and higher education institutions took systematically into account the scalability of 
the qualification units and courses they offer in response to rapid changes in working life in the 
processes and instructions related to curriculum work and planning of education, this would prob-
ably also improve their resilience. If micro-credentials that meet the needs were already part of 
their offer, this would lay a foundation for flexibly increasing the student intake when rapid changes 
occur. (Frisk et al. 2022, 141 and 213) 
 
The fact that a number of education actors have in recent years already gained experience of deliv-
ering education services as a response to rapid changes in working life lays a good foundation for 
developing VET providers’ and higher education institutions’ flexibility (Frisk et al. 2022, 76). At the 
national level, there are many good examples of education and training organised on project fund-
ing, the aim of which has been to respond to challenging situations in the labour market caused by 
a reduction or increase in labour needs (Frisk et al. 2022, 169 and 252–259) 
 
Flexibility in the offer of education is also partly a question of organisations’ and their key person-
nel’s determination to succeed when various rapid changes are encountered. Taking action in rapid 
changes is obviously often impossible without effort, creative solutions and agile decision-making.  
 

 

The working-age population has a wide range of goals and needs when it comes to competence 
development. Some wish to supplement their competence and others need new skills to find jobs, 
while yet others aim to change careers.  
 
Some students have completed little or no previous studies, or they have not studied for a long 
time. It is important for education organisations to ensure that students receive guidance services 
meeting their needs at the beginning, during and at the end of their studies. Working-age students 
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may also face challenges in finding suitable places of a high quality for on-the-job learning or train-
eeships. The education organisation needs to secure students’ access to on-the-job learning or train-
eeships that are compatible with the goals of their studies. (Frisk et al. 2022, 70–73) 
 
For the working-age population, difficulties in reconciling work, other aspects of life, earning an 
income and participating in education often constitute an obstacle to pursuing education and train-
ing. In an effective education service aimed at the working-age population, the forms of education, 
teaching methods and the time and place of studies should be designed to facilitate the studies of 
working-age people. (Frisk et al. 2022, 163–164) 

 

 
It is often difficult to obtain advance information about a regional reduction in labour needs. This is 
a challenge to VET providers and higher education institutions. Private listed companies, in particu-
lar, cannot inform other regional actors of future changes in advance as they are subject to non-
disclosure obligations. This means that the planning and delivery of the required guidance and train-
ing services usually only starts when job losses are announced. Expectations of flexibility placed on 
education actors may at times be oversized considering the time frame within which the actors can 
access information about the needs for education services brought about by changes. (Frisk et al. 
2022, 137)  
 
If all actors have sufficient knowledge of how financial responsibility is shared in various educational 
services aimed at the working-age population, this also helps to create successful education solu-
tions. Employers may sometimes have unrealistic expectations concerning the possibilities of tailor-
ing training to individual employers’ needs on public funding. As a rule, field-specific education ser-
vices serve working life in general, and sectoral, regional and national information on the compe-
tence needs that must be accounted for is used when planning the education and training. (Frisk et 
al. 2022, 206.) 
 
In some cases, an educational service may also provide more targeted services for an individual 
employer, for example in the form of traineeships, on-the-job learning, apprenticeship training, the-
ses or, for example, local vocational education and training units. Experiments relying on project 
funding, for example, may also involve direct cooperation with individual employers and employer 
groups. Training commissioned by an individual employer, on the other hand, is primarily a paid 
service and the employer must pay its costs in full. 
 

 

 Preparedness for sudden changes appears to have become a universal capability that VET pro-
viders and higher education institutions need. Resilience can also be considered a competitive 
factor that benefits education actors in situations of rapid change.  
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An evaluation conducted within the frame of reference of sudden structural changes in working life 
showed that highly targeted preparedness for specific changes in the labour market, sectors and 
regions is not possible or economically feasible. This underlines VET providers’ and higher education 
institutions’ general ability to take action in response to rapid changes. While national steering and 
its funding mechanisms set certain marginal conditions for preparedness, there also currently are 
differences between education organisations’ capabilities for acting flexibly with stakeholders when 
faced with labour market changes. These differences are due to their strategic priorities, operating 
culture and organisation structures.  
 
Cooperation between education actors, as well as their collaboration with employers and other 
stakeholders, can be seen as part of their competitiveness in different situations of change.  An 
ability to cooperate can also be a factor that allows education actors to stand out in a positive sense. 
 
The results can also be applied more extensively to the current operating environment, which has 
been characterised by continuous major changes in recent years. Preparedness and resilience 
should be addressed in VET providers’ and higher education institutions’ management and decision-
making, quality systems and ways of preparing financially for rapid change needs, for example by 
having their own buffer resources. Education actors’ regional, national and international coopera-
tion structures should also enable them to form a common situational picture quickly enough when 
a sudden change occurs. At present, reacting to sudden needs for change often consists of putting 
out fires, or separate actions that are only launched when different situations arise.  
 

 
In its evaluation, FINEEC aimed to ensure by a number of means that key stakeholders in terms of 
continuous learning and sudden structural changes were involved in planning and conducting the 
evaluation. Authorities and stakeholders were interviewed in the planning phase of the evaluation 
to build a situational picture and sharpen the focus on the objects of the evaluation. An evaluation 
team was appointed whose members had expertise in both levels of education, continuous learning 
as an education service for the working-age population, labour administration, regional develop-
ment and special issues concerning unemployed job-seekers. Students were also represented in the 
evaluation team.  
 
Two extensive datasets were collected in the course of the evaluation. A self-assessment survey 
addressed to all education organisations was conducted to form an idea of VET providers’ and higher 
education institutions’ operation at the national level. In order to obtain more detailed information 
on the activities of education organisations and other key actors when faced with sudden structural 
changes, two cases were selected, and actors involved in them were interviewed. The selected cases 
were sudden structural changes in the wood processing industry and in the battery industry. Actors 
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in the wood processing industry were interviewed in Central Finland, Oulu subregion and Lapland. 
Battery industry actors were interviewed in Vaasa subregion, Southwest Finland and Satakunta. As 
the interviewees were selected a number of parties working with sudden structural changes, includ-
ing municipalities, municipal business enterprises, companies, education organisations, regional 
councils, TE Offices and ELY Centres. Students belonging to the working-age population were heard 
by organising a separate student panel. 
 

 
FINEEC developed a self-assessment tool which education actors can use to prepare for, and assess 
their resilience in, rapid changes in working life.  
 
From the perspective of education actors and the entire education system, this is about systematic 
and planned preparedness for rapid and unanticipated changes in working life.  Consequently, an 
education actor's resilience means general capability for responding to rapid changes in working 
life. Some general features can be identified in education actors’ resilience. They include knowledge 
of their operating environment and cooperation with both working life and other education actors. 
An ability to flexibly develop education services that meet the needs of working life and individuals 
is also important. 
 
The resilience tool is intended for education actors’ self-assessments. The tool can produce not only 
information for education actors themselves to support their development work but also a national 
picture of how education actors assess their resilience and preparedness levels. 
 
The resilience tool is based on FINEEC's evaluation of the education system's capacity to respond to 
the challenges of continuous learning in situations involving a sudden structural change.  The edu-
cation provider can go through all areas of the indicator and assess their operation, or select some 
areas to assess.  The information produced by the self-assessment makes it possible for the educa-
tion actor to set a target level for their resilience.  
 
Table 1. Resilience tool areas 

 
Area Statements specific to the area 

Meeting the needs when planning education services, education services for the working-age population 

 The planning of education services is based on identifying and defining 

customers and partnerships. 

 The planning of education services is based on the needs of the region's 

working life. 

 Our education services offer individual solutions for employers. 

 Our education services offer individual solutions for individual persons. 

Foresight, education services for the working-age population 

 Our education organisation uses foresight information diversely and sys-

tematically. 

 Our education organisation uses feedback information diversely and sys-

tematically. 
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 Short-term and medium-term foresight is part of our education organisa-

tion's quality system. 

 Our education organisation monitors the development of competence 

needs in different fields and occupations/professions. 

Cooperation in planning education services for the working-age population 

 Our education organisation works diversely and systematically together 

with other education actors. 

 Our education organisation works diversely and systematically together 

with employers. 

Organisation's capacity for responding to sudden structural changes 

 Our management structures, processes and practices enable the anticipa-

tion of short-term change needs and rapid response if necessary 

 Our education organisation makes use of up-to-date information on the 

needs of employers in the region to develop the competence of the work-

force. 

 Our education organisation uses up-to-date information on the compe-

tence development needs of the working-age population in the region. 

Preparedness in terms of human resources in sudden structural changes 

 Our education organisation ensures that the personnel numbers support 

the delivery of education services. 

 Our education organisation ensures that the personnel have sufficient 

and up-to-date competence needed to deliver education services. 

 Our education organisation ensures that the personnel receive guidance 

and training for delivering education services if necessary. 

Cooperation in delivering education services for the working-age population  

 Education services are delivered in cooperation with other education ac-

tors. 

 Education services are delivered in cooperation with working life. 

 Education services are delivered in cooperation with other actors. 

Working life relevance of education offered, education services for the working-age population 

 We offer employers in the region education services that meet their 

needs. 

 We offer private individuals education services that meet their needs. 

 Individuals can access our education services flexibly. 

 Individuals can progress in their studies according to their needs. 

Development of education services, education services for the working-age population 

 We use feedback data systematically to develop education services aimed 

at the working-age population. 

 We use monitoring data systematically to develop education services 

aimed at the working-age population. 

 Our education organisation assesses the relevance of our education ser-

vices to the needs of the working-age population. 

 Our education organisation assesses the impacts of education services 

targeted at the working-age population (e.g. finding of employment) 

 The evaluation information we produce is used to develop education ser-

vices for working-age population. 

 Our education organisation’s strategy accounts for improving education 

and training programmes and services for the working-age population 

 

 
Table 2. Resilience tool assessment scale, levels and areas 
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Absent Emerging Developing Advanced 

Procedure There is no 

specific pro-

cedure for 

dealing with 

this issue. We 

have talked 

about it but 

not taken 

concrete ac-

tion.  

The procedure, 

responsibilities, 

mandates and 

policies have 

been partly de-

fined.  

The procedure, re-

sponsibilities, man-

dates and policies 

have been mainly 

defined. More spe-

cific definitions are 

needed for some 

functions. 

The procedure, responsibili-

ties, mandates and policies 

have been fully defined.  

Practical imple-

mentation of the 

procedure (e.g. in 

different areas of re-

sponsibility, situations, 

personnel and cus-

tomer groups) 

No procedure 

to implement 

The procedure is 

followed in prac-

tice to varying 

degrees.  

The procedure is fol-

lowed quite compre-

hensively in prac-

tice.  

The procedure is followed 

fully in practice.  

Evaluation and 

improvement 

No procedure 

or implemen-

tation that 

could be as-

sessed and 

improved. 

Evaluation and 

improvement of 

the procedure 

and its imple-

mentation are 

sporadic 

The procedure and 

its implementation 

are partly assessed 

and improved sys-

tematically on the 

basis of foresight 

data, monitoring, 

evaluation and re-

sults data, other in-

formation, project 

activities, network 

cooperation and 

benchmarking. 

The procedure and its imple-

mentation are assessed and 

improved systematically on 

the basis of foresight infor-

mation, monitoring, evalua-

tion and results data, other 

information, project activi-

ties, network cooperation 

and benchmarking. Develop-

ment efforts are informed 

by strategic policies. Innova-

tive solutions are used in de-

velopment work.  

 

The tool enables comparisons between education actors, and it can be applied as a set of criteria 
for benchmarking. The information obtained using this tool can also be used for regional and na-
tional purposes. For example, education actors in a certain region can produce a common situation 
analysis of rapid changes in working life. 
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