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Ab­stract. This pa­per is a follow-up to the study “VET tra­i­ners in public and pri­va­te 
tra­i­ning insti­tuti­ons” (EAC/09/06 Studi­es on Tra­i­ners in Vo­ca­ti­o­nal Educa­tion and 
Tra­i­ning: key actors to ma­ke li­felong learning a rea­lity in Euro­pe LOT 2) that was 
commissi­o­ned by the Euro­pean Commission to Research vo­or Beleid (RvB) & PLA
TO in 2008. The author of this pa­per – which fo­cuses on the pro­fessi­o­na­li­za­tion pro
cesses of VET tra­i­ners and instructors working in public tra­i­ning orga­ni­za­ti­ons in 
So­uth-Eastern Euro­pe – was involved in the study as a research ex­pert for a cluster 
of co­untri­es that included Bulga­ria, Cyprus, Greece and Turkey. The pa­per lo­oks 
upon current issues of VET tra­i­ners’ ca­reer paths, their ro­les and competenci­es, their 
qua­li­fi­ca­ti­on and recruitment pro­cesses as well as the va­ried po­li­ci­es and pro­fessi­o
nal development acti­vi­ti­es for this gro­up of peo­ple, from a compa­ra­ti­ve perspecti­ve. 
The pa­per concludes with so­me recommenda­ti­ons for impro­ving access and working 
condi­ti­ons, supporting pro­fessi­o­nal development and ra­i­sing attracti­veness of the pro
fession in this part of Euro­pe. 
Keywords: Vo­ca­ti­o­nal Educa­tion and Tra­i­ning (VET), Euro­pean po­licy, So­uth-East-
ern Euro­pe, tra­i­ning staff, pro­fessi­o­nal development.

In­troduction

Vo­ca­ti­o­nal Educa­tion and Tra­i­ning (VET) staff plays a key ro­le in ma­king 
li­felong learning a rea­lity. They are the ones who transfer knowledge, com
petences and skills to the learners. Ho­wever, not a lot is known abo­ut this 
parti­cular gro­up of pro­fessi­o­nals. At the Euro­pean level, there is a lack of 
vi­tal informa­tion abo­ut va­ri­o­us aspects of these peo­ple, such as how they 
are recrui­ted, what competences, skills and qua­li­fi­ca­ti­ons they are ex­pected 
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to ha­ve or requi­red to possess, what their speci­fic ro­les and tasks are, what 
their employment sta­tus is, how their pro­fessi­o­nal development is orga­ni­zed, 
how they are assessed and how attracti­ve their pro­fession is. The Ma­a­stricht 
Communi­qué (Euro­pean Commission, 2002a) that revi­ewed the Co­penha­gen 
Decla­ra­tion (Euro­pean Commission, 2002b) and the Helsinki Communi­qué 
(Euro­pean Commission, 2006) underli­ned the clo­se link between the qua­lity 
of tra­i­ning and educa­tion systems and the qua­lity of educa­tion and tra­i­ning 
staff.

According to RvB & PLATO (2008: 63), VET tra­i­ners hold va­ri­o­us po­si­ti
ons which encompass a wi­de va­ri­ety of tasks and ro­les. They teach, instruct, 
co­ach, gui­de, develop, recommend, sti­mula­te, assess, and so on. They serve 
audi­ences of va­ri­o­us ages in every pha­se of their pro­fessi­o­nal li­ves and in a 
wi­de va­ri­ety of content do­ma­ins or areas of ex­perti­se and competence. In addi
tion to their educa­ti­o­nal po­si­ti­ons and ro­les, these peo­ple ha­ve jobs that go be-
yond tra­i­ning in the sense that they include a lot of co­unselling and co­aching 
to help peo­ple overco­me the lack of self-esteem or remorse for lost chances at 
former jobs. They are also involved in the pro­cesses of accredi­ta­tion of pri­or 
learning and ex­peri­ence. Perhaps it is a sign of the still underdevelo­ped pro­fes
si­o­na­lism in the fi­eld where there has not been a further differenti­a­tion so that 
each task is performed by tho­se that are good at it (Bui­skool et al., 2010). 

This is largely echoed in So­uth-Eastern Euro­pe, where the si­tua­tion of 
the pro­fessi­o­nal development of VET tra­i­ners is mo­re on the downsi­de. Ge
nerally spea­king, in the ma­jo­rity of So­uth-Eastern Euro­pean co­untri­es, VET 
is ex­pected to pro­vi­de pro­fessi­o­nal, indi­vi­dual and so­cial impro­vement, to 
address skill development or upgra­ding, and abo­ve all to respond to pro­blems 
rela­ting to la­bo­ur market access. A generic appreci­a­tion of the si­tua­tion is 
that VET tra­i­ners in So­uth-Eastern Euro­pe, especi­ally in the present period 
of eco­no­mic recession, fa­ce obstacles such as dependency on go­vernment or 
EU funding, changing po­li­ti­cal perspecti­ves on and interest in VET overall, 
the po­li­ci­es prescri­bing an enclo­sed employment-ori­ented market (so­meti­mes 
ro­o­fed under a tight regi­stry that li­terally clo­ses VET market rather than gua
rantee its qua­lity) and, occa­si­o­nally, the lack of na­ti­o­nal legi­sla­tion or fra­me
works and structures co­vering their fi­eld of practi­ce (Za­ri­fis, 2009).

Follo­wing the results of the study “VET tra­i­ners in public and pri­va­te tra
i­ning insti­tuti­ons” (EAC/09/06 Studi­es on Tra­i­ners in Vo­ca­ti­o­nal Educa­tion 
and Tra­i­ning: key actors to ma­ke li­felong learning a rea­lity in Euro­pe LOT 
2) that was commissi­o­ned by the Euro­pean Commission to Research vo­or Be
leid (RvB) & PLATO (2008), this article lo­oks upon the VET tra­i­ners’ main 
cha­racteri­stics in So­uth-Eastern Euro­pe, from a compa­ra­ti­ve perspecti­ve by 
exa­mi­ning two elements. The first fo­cuses on the selection pro­cedure and wor
king condi­ti­ons of VET tra­i­ners, and the second fo­cuses on the opportuni­ti­es 
for and obstacles to their pro­fessi­o­nal development and eva­lua­tion. 
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Voca­ti­onal educa­tion and tra­i­ning provi­sion 
in South-Eastern Europe: main trends

VET ini­ti­a­ti­ves – both ini­tial and conti­nuing – in So­uth-Eastern Euro­pe (with 
mi­nor va­ri­a­ti­ons from one co­untry to another) are orga­ni­zed and carried out 
by different autho­ri­ti­es and insti­tuti­ons, pri­ma­rily mi­ni­stri­es (largely of edu
ca­tion and/or la­bo­ur), public agenci­es, so­me uni­versi­ti­es, NGOs, adult vo­ca
ti­o­nal centres, tra­de uni­ons, advi­sory orga­ni­za­ti­ons, chambers and pri­va­te 
vo­ca­ti­o­nal and industry centres, as well as a number of funded pro­jects. The 
ma­jo­rity of these pro­jects are funded by the EU whereas a small fraction is 
subsi­di­zed by different sta­tes as a form of public investment (Za­ri­fis 2009: 
164-165). Many studi­es – such as the study on “VET tra­i­ners in public and pri
va­te tra­i­ning insti­tuti­ons” (RvB & PLATO, 2008) and the EUROTRAINER 
study that fo­cuses on the si­tua­tion and qua­li­fi­ca­ti­on of tra­i­ners in Euro­pe 
(Kirpal & Tutschner, 2008) – present clear evi­dence that the converging ele
ment for implementing li­felong learning in So­uth-Eastern Euro­pe is largely 
rela­ted to VET tra­i­ners with the aim of impro­ving their employabi­lity (Euro
pean Commission, 2003a; 2003b; 2003c; 2003d). This development has been 
largely supported by special po­li­ci­es li­terally crea­ting a ma­ze of acti­vi­ti­es, 
especi­ally in Turkey, where the pro­portion of acti­ons and pro­jects ta­king pla­ce 
are mo­re va­ried in cha­racter than the rest of co­untri­es menti­o­ned here, and in
volve far mo­re ela­bo­ra­te networking among different players. Ho­wever, lack 
of previ­o­us ex­peri­ence in the area of VET, along with the constant pressure 
for absorbing ava­i­la­ble EU funds (this is mo­re obvi­o­us in Greece, Cyprus and 
Turkey, and less so in Bulga­ria that has stronger hi­sto­ri­cal ti­es with the deve
lopment of VET during the communist period), has largely forced the develop
ment of incomplete po­li­ci­es that occa­si­o­nally serve the means of the funding 
pro­cedure witho­ut deli­vering a high qua­lity end-pro­duct (Za­ri­fis, 2009: 165). 

In Bulga­ria VET is orga­ni­zed and carried out by di­verse autho­ri­ti­es and 
insti­tuti­ons such as the Mi­ni­stry of Educa­tion and Sci­ence (Mo­ES), the Mi­ni
stry of La­bo­ur and So­cial Po­li­ci­es (MLSP), the Na­ti­o­nal Agency for Vo­ca­ti­o
nal Tra­i­ning and Educa­tion (NAVET) and the Human Reso­urce Development 
Centre (HRDC). In terms of po­li­ci­es develo­ped in this area, two main Acts 
regula­te the vo­ca­ti­o­nal educa­tion and tra­i­ning system in Bulga­ria. The Vo­ca
ti­o­nal Educa­tion and Tra­i­ning Act (VETA), adopted in 1999, regula­tes the 
orga­ni­za­tion, ma­na­gement and funding of the vo­ca­ti­o­nal educa­tion and tra­i
ning system. It co­vers ini­tial vo­ca­ti­o­nal educa­tion and tra­i­ning and conti­nuing 
vo­ca­ti­o­nal tra­i­ning, where it is complemented by the Employment Pro­mo­tion 
Act (EPA) which repla­ced the Unemployment Pro­tection and Employment In
centi­ves Act (UPEIA) that was adopted in 1997. It is the pri­mary act dea­ling 
with conti­nuing vo­ca­ti­o­nal tra­i­ning (especi­ally for the unemployed). VETA 
pro­vi­des for the esta­blishment of clo­se links between vo­ca­ti­o­nal educa­tion 
and tra­i­ning, the so­cial partners and the la­bo­ur market, for insti­tuti­o­nal de
centra­li­za­tion of the vo­ca­ti­o­nal educa­tion and tra­i­ning system to regi­o­nal, 
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muni­ci­pal and school levels, and for ensuring qua­lity within the tra­i­ning pro
cess. In this context NAVET, which is the pri­mary body esta­blished under 
VETA, pro­vi­des for the tra­i­ning (ini­tial and conti­nuing) and eva­lua­tion of the 
pro­fessi­o­nal competenci­es. In terms of links between formal educa­tion and 
vo­ca­ti­o­nal practi­ce, ini­tial vo­ca­ti­o­nal educa­tion and tra­i­ning in Bulga­ria is 
pri­ma­rily school-ba­sed. VETA pro­vi­des for the rela­tion between ini­tial and 
conti­nuing vo­ca­ti­o­nal educa­tion. Ini­tial vo­ca­ti­o­nal educa­tion and tra­i­ning are 
a necessary prerequi­si­te for further vo­ca­ti­o­nal tra­i­ning and perso­nal develop
ment, from the perspecti­ve of the new requi­rements for mo­bi­lity, adapta­bi­lity, 
pro­fessi­o­nal knowledge and culture and entrepreneurial skills. In terms of 
funding, the acti­vi­ti­es for impro­vement of the qua­li­fi­ca­ti­on and re-qua­li­fi­ca
ti­on are fi­nanced almost ex­clusi­vely by the “Central Fund for Vo­ca­ti­o­nal Qu
a­li­fi­ca­ti­on and Re-Qua­li­fi­ca­ti­on”. Subsequently this fund has been rena­med 
“Vo­ca­ti­o­nal Qua­li­fi­ca­ti­on and Re-Qua­li­fi­ca­ti­on of the Unemployed” (VQRU) 
and di­stri­buted by the Na­ti­o­nal La­bo­ur Ex­change. The learners’ educa­ti­o­nal 
ex­penses (qua­li­fi­ca­ti­on or re-qua­li­fi­ca­ti­on) are paid by the sta­te thro­ugh the 
VQRU fund, thro­ugh the la­bo­ur market, thro­ugh co-opera­ti­ve funds or by 
sponso­ring orga­ni­za­ti­ons. 

In Cyprus the do­mi­nant actors responsi­ble for go­verning and pro­mo­ting 
VET and implementing the relevant po­licy are the Planning Bureau (PB), 
the Mi­ni­stry of Educa­tion and Culture (Mo­EC), the Mi­ni­stry of La­bo­ur and 
So­cial Insurance (MLSI) and most importantly the Human Reso­urce Develop
ment Autho­rity (HRDA). Mo­EC has the overall responsi­bi­lity for the enforce
ment of educa­tion laws, the implementa­tion of educa­tion po­licy and the admi
ni­stra­tion of educa­tion. It ma­na­ges and opera­tes public educa­tion insti­tuti­ons 
for the pre-pri­mary, pri­mary and secondary levels including both general and 
techni­cal-vo­ca­ti­o­nal educa­tion. Mo­EC is also responsi­ble for ma­na­ging the 
va­ri­o­us levels of public educa­tion. Other mi­ni­stri­es are acti­ve in the pro­vi­sion 
of educa­tion and tra­i­ning. The MLSI, as part of its responsi­bi­lity to ca­ter 
for la­bo­ur and human reso­urce development matters, has ta­ken ini­ti­a­ti­ves to 
set up pro­fessi­o­nally ori­ented educa­tion and tra­i­ning insti­tuti­ons. HRDA is a 
semi-go­vernment orga­ni­za­tion who­se mission is to crea­te the necessary pre
requi­si­tes for the planned and systema­tic tra­i­ning and development of human 
reso­urces of Cyprus. As from 2003, HRDA’s po­wers were bro­a­dened and mo
re preci­se responsi­bi­li­ti­es were assigned with respect to standards for vo­ca­ti­o
nal qua­li­fi­ca­ti­ons, vo­ca­ti­o­nal gui­dance, and cross-border acti­vi­ti­es, as well as 
the accredi­ta­tion of VET centres and VET tra­i­ners that is to be implemented 
from the beginning of 2013. In terms of VET funding, it must be no­ted that 
there is still no completely develo­ped funding mecha­nism to increa­se pri­va­te 
investment from enterpri­ses, ho­useholds and indi­vi­duals. There is, ho­wever, 
pro­vi­sion in the law for subsi­di­es of the workers’ tra­i­ning. HRDA enco­ura­ges 
a mix of public and pri­va­te sector do­nors. This funding ta­kes the form of a 
tra­i­ning tax of 0.5 per cent of the wa­ges of sa­lary earners and a reduced fee 
is charged for so­me co­urses. HRDA’s po­licy and schemes for funding non-
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formal learning pro­vi­de added mo­ti­va­tion to enga­ge pri­va­te investment by 
follo­wing a po­licy of co-fi­nancing tra­i­ning acti­vi­ti­es and pro­jects ini­ti­a­ted by 
enterpri­ses and pri­va­te tra­i­ning insti­tuti­ons. This po­licy has contri­buted to 
ra­pid increa­se of tra­i­ning pro­vi­sion, in terms of number and tra­i­ning fa­ci­li­ti­es 
(CEDEFOP/HRDA, 2005).

In Greece the competent body appo­inted to implement the Co­penha­gen 
objecti­ves in Greece is the Orga­ni­za­tion for Vo­ca­ti­o­nal Educa­tion and Tra­i­ning 
(OEEK) esta­blished in 1992. OEEK is the na­ti­o­nal reference po­int for IVET. It 
is also the supervi­sor of the public and pri­va­te Vo­ca­ti­o­nal Tra­i­ning Insti­tutes 
(IEK). Until 1992 the so­cial partners did not play a distinct ro­le in the develop
ment of vo­ca­ti­o­nal tra­i­ning in Greece. The Sta­te was the most important agency 
for planning and implementing vo­ca­ti­o­nal tra­i­ning and educa­tion mea­sures. 
The ambi­guity of the ro­le of the so­cial partners changed as of 1998. They beca
me involved in the admi­ni­stra­ti­ve bo­ards of orga­ni­za­ti­ons involved in tra­i­ning 
and educa­tion (Na­ti­o­nal La­bo­ur Insti­tute, Na­ti­o­nal Employment Observa­tory, 
and Na­ti­o­nal Centre for Vo­ca­ti­o­nal Ori­enta­tion). In pa­rallel, they pro­mo­ted re
levant research and publi­ca­ti­ons, and to­ok ini­ti­a­ti­ves to invest in human reso­ur
ces, bolster pro­acti­ve mea­sures of intervention in the la­bo­ur market resulting 
in the mo­re effecti­ve contri­bution of so­cial partners asso­ci­a­ti­ons to opti­mi­zing 
vo­ca­ti­o­nal tra­i­ning and employment pro­mo­tion. Mo­re recently the Greek Go
vernment passed the first bill on Li­felong Learning (Law 3369/2005) that was 
repla­ced by an upda­ted one (Law 3879/2010). This is an integra­ted legi­sla­ti­ve 
fra­mework falling under the manpo­wer development stra­tegy and investment 
on human ca­pi­tal. In this context, a pri­o­rity to the development and acti­va­tion 
of the ‘Na­ti­o­nal System for Linking Vo­ca­ti­o­nal Educa­tion and Tra­i­ning with 
Employment’ (ESSEEKA) has been gi­ven. The pillar of such a system is the Na
ti­o­nal Accredi­ta­tion Centre for Conti­nuing Vo­ca­ti­o­nal Tra­i­ning (EKEPIS) that 
was very recently merged with two other orga­ni­za­ti­ons into a single entity, the 
Na­ti­o­nal Orga­ni­za­tion for Accredi­ta­tion of Qua­li­fi­ca­ti­ons & Vo­ca­ti­o­nal Gui­dan
ce (EOPPEP). EOPPEP is ex­pected to develop the means for accredi­ta­tion of 
vo­ca­ti­o­nal qua­li­fi­ca­ti­ons system such as the intro­duction of ECVT (Euro­pean 
Credits for VET). With the rea­li­sa­tion of ESSEEKA and with the pro­mo­tion of 
the subject of a single accredi­ta­tion, the law pro­vi­des the possi­bi­lity for so­cial 
partners to crea­te relevant bo­di­es, aiming, eventually, to acti­ve parti­ci­pa­tion 
and the strengthening of so­cial effecti­veness of VET.

In Turkey VET is ma­na­ged in a way that co­vers la­bo­ur market’s needs 
in pro­fessi­o­nal skills and concentra­tes on secondary school VET pro­vi­sion. It 
was this among other structural and legi­sla­ti­ve needs that led to a multi-mil
lion pro­ject funded by the EU on Strengthening VET (SVET). SVET was a 
fi­ve-year pro­ject (2002-2007) resulting from an agreement signed between 
the Euro­pean Commission and the Go­vernment of Turkey, which had a to­tal 
budget of € 58.2 million. The pro­ject fo­und itself at the centre of a deba­te abo
ut the rela­ti­onship (actual and desi­red) between la­bo­ur and educa­tion; of anot
her deba­te abo­ut central, pro­vincial and lo­cal responsi­bi­li­ti­es; and of a third 
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deba­te abo­ut the li­kely ca­reer path of VET gra­dua­tes. In terms of po­licy ini­ti
a­ti­ves and implementa­tion, the structure and function of the VET system in 
Turkey is defi­ned in two laws; Law 1739/1973 Na­ti­o­nal Educa­tion Ba­sic Law, 
and Law 3308/1986 Apprenti­ceship and Vo­ca­ti­o­nal Tra­i­ning Law. Law 3308 
compri­ses two compo­nents co­vering the enti­re vo­ca­ti­o­nal educa­tion system 
at different levels. The main importance of this law is that it co­vers not only 
apprenti­ceships but also the enti­re VET system. It also esta­blishes a connec
tion between the educa­tion system and the needs of sectors by gi­ving new re
sponsi­bi­li­ti­es and incenti­ves to enterpri­ses and incorpo­ra­tes the involvement 
of the so­cial partners in deci­sion-ma­king bo­di­es at different levels. In terms 
of links with the formal educa­tion system, vo­ca­ti­o­nal and techni­cal secondary 
educa­tion consists of educa­tion insti­tuti­ons that train manpo­wer for a range of 
occupa­ti­o­nal and vo­ca­ti­o­nal areas and prepa­re students for higher educa­tion. 
Within the fra­mework of Law 3308/1986, the students at vo­ca­ti­o­nal and tec
hni­cal tra­i­ning level ha­ve the opportunity to underta­ke a part of their applied 
tra­i­ning at busi­ness fa­ci­li­ti­es. As a result of arrangements intro­duced by the 
Law on Apprenti­ceship and Vo­ca­ti­o­nal Tra­i­ning, the system of vo­ca­ti­o­nal tra
i­ning has fo­und three main areas of appli­ca­tion: 

•	 formal vo­ca­ti­o­nal educa­tion (school ba­sed); 
•	apprenti­ceship tra­i­ning (school and industry ba­sed); 
•	vo­ca­ti­o­nal co­urses (pro­vi­ded by va­ri­o­us compa­ni­es). 

Ta­king into consi­dera­tion the needs of so­ci­ety, the Mi­ni­stry of Na­ti­o­nal Educa
tion (Mo­NE) shows susta­i­ned effort to co-opera­te with the pri­va­te sector and 
a number of Non-Go­vernmental Orga­ni­za­ti­ons (NGOs) in all areas, including 
curri­culum development, genera­ting addi­ti­o­nal reso­urces, mo­re effi­ci­ent and 
effecti­ve use of exi­sting human reso­urce ca­pa­city, and aligning vo­ca­ti­o­nal 
educa­tion and tra­i­ning with rea­li­ti­es of workpla­ces.

From this bri­ef presenta­tion it is evi­dent that in the fi­eld of VET there is a 
wi­de range of acti­vi­ti­es involving a va­ri­ety of actors that respond to the need 
for qua­lity pro­vi­sion and ulti­ma­tely for develo­ping qua­li­fi­ed tra­i­ners. No­ti­ce
a­ble trends, ho­wever, also include the crea­tion of pro­grammes of educa­ti­o­nal 
reform in most of these co­untri­es (ma­inly Bulga­ria and Greece); a mo­vement 
to­wards a ‘pa­rity of esteem’ between aca­demic and vo­ca­ti­o­nal educa­tion (this 
is parti­cularly no­ti­cea­ble in Greece); the use of va­ri­o­us types of accredi­ta­tion 
system (that in most ca­ses do not correspond to any gi­ven Euro­pean fra­me
work), the emergence or growth of pri­va­te tra­i­ning insti­tuti­ons in all of these 
co­untri­es; a parti­cular concern abo­ut unemployment and mo­ving the long-
term unemployed into work and off benefit dependency (especi­ally in Greece, 
where the unemployment ra­te is well over 18 per cent due to the so­cio-eco
no­mic mea­sures); and the strengthening of attempts to use VET to impro­ve 
so­cial inclusion and equity (often with a fo­cus on the unequal di­stri­bution of 
opportuni­ti­es to tho­se from lo­wer so­cio-eco­no­mic gro­ups and certain ethnic 
mi­no­rity backgro­unds). 
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Ba­sed on this pri­mary appreci­a­tion of VET pro­vi­sion in So­uth-Eastern 
Euro­pe, the next section of the pa­per aims at depicting so­me strengths and ir
regula­ri­ti­es regarding pro­fessi­o­na­li­za­tion of  VET tra­i­ners. This is do­ne with 
by using a compa­ra­ti­ve fra­mework that uti­li­zes two distinct units. The first 
rela­tes to the selection pro­cedures and working condi­ti­ons of VET tra­i­ners, 
ma­inly fo­cusing on recruitment, pro­fessi­o­nal ex­pecta­ti­ons and working con
di­ti­ons. The second rela­tes to offered opportuni­ti­es and possi­ble ca­reer paths, 
pro­fessi­o­nal development and eva­lua­tion of the tra­i­ning staff. Compa­ri­son is 
pri­ma­rily ba­sed on the offi­cial co­untry reports submitted to the Commission, 
speci­fic laws and decrees published in offi­cial go­vernment ga­zettes, and infor
ma­tion collected from sepa­ra­te VET structures, with di­rect reference to the 
findings presented in the study report on “VET tra­i­ners in public and pri­va­te 
tra­i­ning insti­tuti­ons” (RvB & PLATO, 2008).

Se­lection proce­dures and wor­king 
con­di­ti­ons for VET tra­i­ners

The channels thro­ugh which VET tra­i­ners in So­uth-Eastern Euro­pe are recru
i­ted are di­verse and not at all forma­li­zed. Mo­re speci­fi­cally:

In Bulga­ria tra­i­ning staff (in all VET) is normally selected among aca­de
mics and peo­ple who are speci­ally tra­i­ned (with a higher educa­tion degree). 
After selection, tra­i­ners are generally employed for the who­le period for which 
the pro­gramme lasts. The perma­nent staff consists of the bo­ard of di­rectors 
that are generally aca­demics and researchers. All tra­i­ning staff is contracted 
depending on their duti­es, for a period of ti­me that va­ri­es from twelve months 
to three years with contract renewals after that period has been completed and 
upon their performance and the needs of the centre (HRDC, 2002). Mo­reo­ver, 
there are no restricti­ons (regula­tory or other) regarding the pursuit of the oc
cupa­tion by pro­fessi­o­nals in the industrial sector. Nor are there any restricti
ons (of norma­ti­ve or other na­ture) on teaching acti­vity performed by ex­perts 
from the industrial sector. The Public Educa­tion Act (1996) allows vo­ca­ti­o­nal 
tra­i­ning of students to be conducted by persons qua­li­fi­ed in the relevant fi­eld 
witho­ut a teaching certi­fi­ca­te. It is impossi­ble, ho­wever, to say whether they 
are ex­perts from the industrial sector or unemployed pro­fessi­o­nals who ha
ve fo­und employment in educa­tion. Nor are there any obstacles to teachers 
of vo­ca­ti­o­nal subjects to di­sconti­nue tempo­ra­rily their teaching and work in 
industry in order to build on their knowledge and skills in the respecti­ve vo­ca
ti­o­nal fi­eld (Di­mi­tro­va, 2007).

In Cyprus the si­tua­tion is slightly different. Normally, most VET tra­i­ning 
staff employed compri­ses school teachers with mo­re than three years in ser
vi­ce (either in formal school educa­tion or elsewhere). The requi­rements for 
appo­intment of secondary school teachers to a tra­i­ning staff po­si­tion include 
a uni­versity degree in the speci­a­li­za­tion they are to teach and a Certi­fi­ca­te 
that they ha­ve attended the pre-servi­ce tra­i­ning co­urse at the Peda­go­gi­cal In
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sti­tute of Cyprus (PI). Tra­i­ners are selected at the beginning of the year, which 
means that contracts may not last for mo­re than a year. Befo­re the beginning 
of each year, ho­wever, the tutors sit a special circle of tra­i­ning semi­nars. All 
tra­i­ners are employed with tempo­rary appo­intments. The Human Reso­urce 
Development Agency (HRDA) is currently working to­wards a scheme for 
accredi­ting VET tra­i­ners. This scheme is planned to be fully implemented 
from 2013.

Ta­ble 1: Recruitment proce­dures and wor­king con­di­ti­ons 
for VET tra­i­ners in South-Eastern Europe

BULGARIA CYPRUS GREECE TURKEY

Tra­i­ning 
staff 

se­lec­tion and 
rec­ru­itment

Aca­demic te
aching staff, 
young gra
dua­tes with 
no teaching 
ex­peri­ence, 

anyone with a 
HE degree or 
a pro­fessi­o­nal 

ex­perti­se.

School teaching 
staff seconded 

from the formal 
educa­tion sys-

tem, HRDA ac
credi­ted staff 

(to be implemen
ted from 2013).

Candi­da­te tra­i
ners wishing to 
be appo­inted in 

structures pro­vi
ding CVT sho

uld be accredi­ted 
and included in 
the Regi­stry of 
CVT Tra­i­ners 
esta­blished by 
EKEPIS. All 
others need to 

go thro­ugh a spe
cial semi­nar

HE degree 
holders, 

employees 
of Mo­NE 
speci­ally 

tra­i­ned to re
spond to the 
demands of 
the pro­jects 

in which they 
are involved.

Employment 
Si­tu­a­tion

Mostly part-
ti­me for 

teaching and 
admi­ni­stra­ti­ve 

staff
Voluntary 
work for a 
number of 

teacher train-
ing staff in 
some struc-

tures.

Mostly part-ti­me 
for all staff with 
one year appo­int
ments mi­ni­mum.

Part-ti­me for 
teaching and tec

hni­cal support 
staff, full-ti­me 

for so­me admi­ni
stra­ti­ve staff.

Part-ti­me 
for teaching 

and techni­cal 
support staff, 
full-ti­me for 
so­me admi­ni
stra­ti­ve staff.

Sour­ces: CEDEFOP|Refernet (2009, 2010a,b), Euro­pean Commission (2007abcd), EQARF In
di­ca­tors for Bulga­ria (2010) ava­i­la­ble at: http://www.eqavet.eu/Libraries/OQARF_Indicators/
EQARF_Indicators_Greece.sflb.ashx, EQARF Indicators for Cyprus (2010) available at: 
http://www.eqavet.eu/Libraries/EQARF_Indicators/EQARF_Indicators_Cyprus.sflb.ashx, 
SVET (2006a,b).

VET sta­ff (largely training and counselling) working i­n Greece must a­lso have 
at lea­st three years experience in adult education as adult tra­iners or teachers 
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(must belo­ng to­ the EKEPIS registry). This, however, ex­cludes some trained 
candidates since working experience do­es not necessarily imply competence. 
Eligible teachers of adults must have at lea­st a higher education degree in any 
subject (norma­lly foreign languages a­nd computer science). There are variati
ons in terms of the types of programme in which they are involved (especia­lly 
applyi­ng to CVT trainers who must be accredited by EKEPIS). Still, all adult 
educato­rs must undergo a period of training in adult education methodology, 
normally during the summer period, which does no­t la­st more tha­n six weeks. 
This is about to change due to structural changes in the Genera­l Secretariat for 
Lifelong Learning (GSLL), with a new training scheme tha­t is under way. VET 
traini­ng staff is paid by the hour and i­s hired for a particula­r programme, a­fter 
they have attended special training semina­rs. A new develo­pment co­ncerning 
tea­chers’ and trainers’ training in po­st-secondary VET is the dra­wi­ng up of a 
single regi­ster of trainers that are employed in VET structures. Upon entering 
the register traini­ng is provided and two types of training pro­grammes are 
offered; the first a­ddressing trainers without a tertiary education degree, and 
the other addressi­ng tho­se who, in spite of havi­ng a tertia­ry education degree, 
lack the didactic a­nd pedagogical ex­perience. As far as CVT is concerned, 
training is a pre-requisite in order for someone to be a­ccredited. A blended 
type of dista­nce learni­ng is used while prospecti­ve trainers have to be enro­ll
ed in the Introductory Adult Trai­ners’ Regi­ster. They acquire knowledge a­nd 
skills related to peda­gogy through their a­ctive participa­ti­on. Assessment is 
ba­sed on a­ combination of participation, essay-writing and planning and pr
esenta­tion of a micro-teaching sessio­n (Kokkos, 2006: 374-379).

In Turkey VET tra­ining staff includes people who work for MoNE. VET 
trai­ners in state-run structures must have a­ degree i n the area for whi­ch 
they a­re employed and the subject they teach. No career o­r professi­onal dev
elopment opportunities are reported. As for other pro­viders, such as NGOs 
and voluntary organi­za­tions that offer VET,  the situation is even va­guer. 
Norma­lly, adult educato­rs (both in adult educa­ti­on and VET) are trained and 
wo­rk in VET schools, but some structures (normally those with an orienta­tio­n 
to CVT programmes) orga­ni­ze their own progra­mmes to trai­n or retrain the 
trainers that are involved i­n their pro­jects (Zarifis, 2009).

The evidence presented a­bove demonstrates that there i­s no systematized 
process for recruitment of VET tra­iners, though some ways of becoming a­ 
VET tra­iner – based on qualifica­tions, professional experience or both – ca­n 
be identified: by di­rect contact (i­n all countries under study), by pro-active sea
rch by the provider (applies in Greece where a­ registry of VET trainers exists, 
and less so in Bulgaria and Cyprus), and most commonly by job-postings. 
Si­milarly, working co­nditions reflect on a variety of duties in a­ll countries 
under study tha­t include teaching and training ta­sks as well as counselling 
and mentori­ng and occasionally a­dministrative o­r technical support duties.
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Opportun­ities for professional de­velopment 
an­d evaluation of VET trainer­s

The i­ssue of evaluati­ng and upda­ti­ng skills a­nd knowledge of VET trainers 
in South-Eastern Europe is acknowledged in releva­nt policies and legi­slation 
in the countri­es under study as an i­mportant factor influencing the quali­ty of 
all educational and training activities. Up to­ now, there have been very few 
attempts to tackle the specific challenges of the educati­on and traini­ng of vo
cational trai­ners. This i­ssue deserves special attention in view of the importa
nce of trainers’ direct and i­ndirect influence in the develo­pment o­f skills i­n 
the economy, and also in view of the varied o­ccupational ta­sks they have to 
fulfil. Mo­re specifically:

In  Bulgaria­ over the past decade the number of VET trai­ning staff 
wi­th higher educatio­n has been steadily growi­ng, whereas the number o­f 
teachers wi­th secondary education has been dro­pping, which shows some 
improvement of their qualificatio­n requirements. Teachers of vocati­onal su
bjects who are involved in training, a­ccording to the  curricula in o­ccup
ations o­r o­ccupational specialties, should be ex­perts in the fo­llowing profes
sional fi­elds: engi­neers, technologists, econo­mi­sts, agronomists, doctors, 
pro­fessionals in the field of tourism, eco­lo­gy, healthcare, so­cial activities, 
public securi­ty and sa­fety, etc. The majority of these professionals a­cquire 
teaching qualifi­cation in the course o­f their professional activity. All trai­n
ing staff, however, is regularly trai­ned in the Human Resource Development 
Centre (HRDC) by speciali­sts who a­re employed for this purpose. Training 
of trainers for adults is implemented by using di­fferent employment pro-
grammes. Since a large portion of them are teachers in scho­ols, it i­s especial
ly important for them to pass traini­ng in Andragogy, normally provided by 
a higher education i­nstitutio­n, as well a­s traini­ng for bringing thei­r knowl
edge in certain subjects up-to-date, i­n order to respond to concrete empl
oyers’ needs of modern qualification of their working power-guidelines set 
in the Europea­n requirements fo­r quality of trai­ners.

In Cyprus the dominant player in the develo­pment of policies for  the 
evaluatio­n and pro­fessional development of V ET trai­ners is  the HRDA. 
There are no set r equirements or evaluation criteria for trainers in tra­ining 
i­nstitutions or enterprises. Each training insti­tution or enterprise sets these 
on an individual ba­sis. In case a traini­ng instituti­on or a­n enterprise wishes 
to submit a proposal for funding a training programme by HRDA, then their 
trainers need to conform to the HRDA pre-set criteria concerning only their 
educational ba­ckground, wo­rk experience and teaching experience. HRDA is 
currently in the course of defining specific evaluati­o­n criteria for VET train-
ers as well as ways towards updating their skills and competences.

In Gree­ce it must be noted that altho­ugh the Ministry o­f Employment and 
Social Security has created a­ trainers’ regi­ster that wa­s implemented through 
EKEPIS and no­w operates under the au spices o­f EOPPEP of the Mi­nistry 
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of Na­tional Education, there is still a lega­l gap, si­nce the register prescribes 
the processes for entering VET (CVT in particular) as a qua­lified tra­iner aft
er the completion of a special traini­ng course that partly ta­kes place using 
di­stance learning methodology (EKEPIS, 2003). Still, it does not suggest the 
co­nditions o­r the criteria according to which the trainers will be monitored o­r 
even the possi­bilities o­f updating thei­r skills and knowledge. EKEPIS, howe
ver, a­ssesses and eva­luates the adequacy of trainers in its regi­ster ba­sed on a­ 
combinati­on of participatio­n, essay-writing and pla­nni­ng and presenta­tion of 
a micro­-teaching session. 

Table 2: Opportun­ities for professional developmen­t an­d evaluation­ 
of VET traine­rs i­n South-Eastern Europe­

 BULGARIA CYPRUS GREECE TURKEY

Monitori­ng 
of trainers

By a­n intera­ge
ncy wo­rking 

gro­up coordina
ted by HRDC, 
which involves 
representatives 
of mini­stries, 

agencies, social 
partners and 
independent
experts i­n 
the field of 
education

The HRDA 
examines a­nd 
a­pproves the 
“Training of 

Trainers” progra
mmes that are
develo­ped by 
the trai­ni­ng 

institutions a­nd 
submitted to­ 

the HRDA for 
subsidization, 

joint Apprentice
ship Committ

ees.

From the 
EKEPIS and 
accredi­ted 

VET structure 
managers 
(KEKs).

Only through 
SVET 

programme 
as long as it 

lasts. Releva
nt structures 

have their own 
patterns for 

monitoring VET 
trai­ners.

Assessment 
& Evaluation of 

trainers

No­t yet fully 
defined. Higher 
education insti

tutions, however, 
do provide rel-

evant co­urses o­n 
Andragogy. In 

thi­s case their ev
aluation criteria 

apply.

Not yet fully 
defined. HRDA 
has the responsi
bility to a­ccredit 

and therefore 
assess CVT 

trainers from 
2013.

By EKEPIS. 
CVT tra­iners’ 

assessment when 
they enter the 

regi­ster is based 
on a­ combination 
of participatio­n, 

essay-wri­ting 
and pla­nni­ng and 
presentation of a 
micro-teaching 

session.

Undefined.

Source­s: CEDEFOP|Refernet (2009, 2010a­,b), European Commission (2007a,b,c,d), EQARF 
Indicators for Bulgaria (2010) available at: http://www.eqavet.eu/Libraries/EQARF_Indica-
tors/EQARF_Indicators_Bulgaria.sflb.ashx, EQARF Indicators for Greece (2010) available 
at: http://www.eqavet.eu/Librearies/EQARF_Indicators_Greece.sflb.ashx, EQARF Indi-
cators for Cyprus (2010) available at: http://www.eqavet.eu/Libraries/EQARF_Indicators/
EQARF_Indicators_Cyprus.sflb.ashx, SVET (2006a,b).
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In Tur­key within the SVET pro­ject tra­i­ners’ tra­i­ning has completed its 
pi­lo­ting pha­se in pro­vinces and their sub-pro­vinces. In the next pha­se, the 
rema­i­ning fifty-one pro­vinces will be co­vered. Thro­ugh the SVET pro­ject, 
Development Co­ordi­na­tors (former Change Agent Teachers and Curri­culum 
Co­ordi­na­tors) in pi­lo­ting insti­tuti­ons ha­ve recei­ved tra­i­ning on student-cen
tred metho­do­logy with the aim of fo­cusing classro­om acti­vi­ti­es on the lear
ning pro­cess of students rather than the teaching pro­cess of teachers. This 
shift of fo­cus is a ra­di­cal change in VET insti­tuti­ons, where teachers pri­or 
to the SVET pro­ject used to spend mo­re than ni­nety per cent of their ti­me 
lecturing only. Since the practi­cal classro­om appli­ca­tion of student-centred 
metho­do­logy requi­res a change of atti­tude among the teachers, the rela­ti­vely 
short tra­i­ning pro­vi­ded so far is not suffi­ci­ent. Furthermo­re SVET do­es not 
set – altho­ugh it suggests the development of – a pattern on which tra­i­ners 
will be assessed. Therefo­re means of eva­lua­tion and assessment of tra­i­ners 
is not reported. According to the Euro­pean Commission (2007d: 18) the Tur
kish Go­vernment is abo­ut to esta­blish an action plan for acqui­ring “General 
Qua­li­fi­ca­ti­ons of Teaching Pro­fession” which compri­ses knowledge, skills 
and atti­tudes necessary for all teachers (including VET tra­i­ners). This will 
consist of six main qua­li­fi­ca­ti­ons, thirty sub-qua­li­fi­ca­ti­ons and two hundred 
and thirty-three performance indi­ca­tors. This mecha­nism, ho­wever, aims at 
informing all sta­keholders, determi­ning co­o­pera­tion and co­ordi­na­tion pro­ces
ses and reflecting qua­li­fi­ca­ti­ons to beha­vi­o­urs (SVET, 2006a; 2006b), and 
do­es not pro­vi­de a system for mo­ni­to­ring tra­i­ners’ performance or adequacy, 
nor do­es it present the means for upda­ting tra­i­ners’ skills and knowledge.

Ba­sed on the abo­ve appreci­a­tion, the co­untri­es under study normally sug
gest a set of action plan (in terms of pri­o­ri­ti­zing qua­lity thro­ugh mo­ni­to­ring 
and eva­lua­ting VET tra­i­ners) that is develo­ping or is planned to be develo­ped 
in the near future (Euro­pean Commission, 2007a; 2007b; 2007c; 2007d). In 
the present deca­de these co­untri­es ha­ve rea­li­sed the need for changes that 
pro­mo­te qua­lity in the exi­sting VET systems. No­netheless they ha­ve not yet 
deli­vered or implemented tho­se po­li­ci­es – in so­me co­untri­es li­ke Greece and 
Bulga­ria several such po­li­ci­es are already in pla­ce – that will pro­vi­de the me
ans or cri­teria for assessing VET tra­i­ners’ adequacy and performance, and 
will also fo­ster the upda­ting of their skills and competences.

Ge­ne­ral ob­ser­va­ti­ons and re­commen­da­ti­ons 
for VET tra­i­ners in South-Eastern Europe

Ba­sed on relevant li­tera­ture as well as the appli­ca­ble po­li­ci­es in the co­untri­es 
under study the key pro­blem in VET tra­i­ners’ pro­fessi­o­nal recogni­tion is lar
gely conta­i­ned in the pa­ra­dox that whi­le they are essential to supporting skill 
development in the workforce, they do not enjoy high sta­tus for occupying 
this ro­le (Leney, 2004: 18-19). The pro­fi­le of VET tra­i­ners in So­uth-Eastern 
Euro­pe is that of part-ti­me employees at all levels with or witho­ut di­dactic or 
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peda­go­gi­cal ex­peri­ence or skills, otherwi­se highly qua­li­fi­ed or with only a 
vo­ca­ti­o­nal ex­perti­se, but with low pro­fessi­o­nal esteem ca­used by top-down 
developments that are compulsory and prescripti­ve in most ca­ses and tend to 
frustra­te if not sti­fle their sta­tus as pro­fessi­o­nals. These peo­ple often attract 
compa­ra­ti­vely low sa­la­ri­es whi­le at the sa­me ti­me their opportuni­ti­es in terms 
of pro­fessi­o­nal development are di­versi­fied in the workpla­ce and their pro­fi­le 
gra­dually grows mo­re va­ried. Pro­fi­les include teachers in scho­ols, instructors 
and teaching assi­stants in scho­ols, tra­i­ners and tutors in enterpri­ses all dedi­ca
ted and with other responsi­bi­li­ti­es. To these may be added gui­dance pro­fessi­o
nals. Most of these peo­ple also ha­ve addi­ti­o­nal qua­li­fi­ca­ti­ons in terms of work 
ex­peri­ence or peda­go­gi­cal tra­i­ning (as is the ca­se in Greece despi­te certain 
efforts). Others ha­ve speci­fic tra­i­ning in the di­dactics of adult educa­tion and 
Andra­gogy (as is the ca­se in Bulga­ria). Altho­ugh they ha­ve these qua­li­fi­ca­ti
ons, they are not always formally requi­red or assessed. 

Ba­sed on the compa­ra­ti­ve assessment that was presented in the previ­o­us 
secti­ons of this article, the general picture shows certain tra­di­ti­o­na­lism in 
the sense that the trends to­wards mo­re acti­ve and work-ba­sed learning arran
gements, often supported by distance learning (as in Greece) or on-the-job 
co­aching (as in Bulga­ria and Cyprus), are not very well develo­ped in rela­tion 
to contempo­rary vi­ews on pro­fessi­o­nal development. Furthermo­re, the fact 
that most of these peo­ple ha­ve such a wi­de va­ri­ety of tasks to perform ra­i­ses 
the questi­on of whether it is ulti­ma­tely effi­ci­ent. A further differenti­a­tion of 
tasks co­uld perhaps lead to a better matching of tasks and ta­lents and hence to 
grea­ter effi­cacy (RvB & PLATO, 2008: 113). 

In most of the co­untri­es studied here, no parti­cular educa­ti­o­nal or peda­go
gi­cal qua­li­fi­ca­ti­ons are requi­red to beco­me a VET tra­i­ner. The qua­li­ti­es that 
these peo­ple need for their jobs are mo­re nego­ti­a­ble than manda­tory. Most 
pro­vi­ders requi­re their staff to ha­ve subject-speci­fic knowledge, and in many 
ca­ses pro­fessi­o­nal ex­perti­se. Occa­si­o­nally, tra­i­ning staff sho­uld also possess 
general di­dacti­cal skills. Speci­fic tra­i­ning in adult educa­tion is desi­ra­ble, but 
it is not always a requi­rement. Appa­rently, the empha­sis is on working ex­peri
ence and subject knowledge. There is no way one can argue that mere working 
ex­perti­se is not important. A fi­nal observa­tion is that there is a signi­fi­cant de
gree of flexi­bi­lity in the fi­eld, especi­ally in so­me pri­va­te orga­ni­za­ti­ons. VET 
tra­i­ners employed often hold down a combi­na­tion of po­si­ti­ons. Fo­ur parti­cular 
types of combi­na­ti­ons are identi­fied in So­uth-Eastern Euro­pe:  

(1)	 Peo­ple working in VET as a main job (with a higher educa­tion de
gree, but witho­ut relevant working or di­dactic or peda­go­gi­cal ex­peri
ence);

(2)	 Peo­ple working in VET and in formal scho­o­ling system (normally 
seconded to VET structures, but not always with di­dactic or peda­go
gi­cal qua­li­fi­ca­ti­ons);
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(3)	 Peo­ple working in VET and in formal ini­tial tra­i­ning (offered in scho
ols or other orga­ni­za­ti­ons outsi­de the formal educa­tion system, nor
mally witho­ut di­dactic or peda­go­gi­cal ex­peri­ence or qua­li­fi­ca­ti­ons);

(4)	 Peo­ple working in VET as a si­de job as they are acti­ve in another 
pro­fession. 

Ho­wever, for tho­se who­se VET po­si­tion is their main job, the working condi­ti
ons, sa­lary and legal po­si­tion are often rela­ti­vely po­or. 

The compa­ra­ti­ve fra­mework used to support this article pro­vi­des the ge
neral attri­butes of the current condi­tion in terms of the pro­fessi­o­na­li­za­tion for 
VET tra­i­ners in So­uth-Eastern Euro­pe. The fo­ur co­untri­es ha­ve many things 
in common besi­des va­ri­a­ti­ons in terms of pro­vi­sion, especi­ally if we consi­der 
that the po­li­ci­es that ha­ve been develo­ped so far pri­o­ri­ti­se VET, gi­ving way 
to tho­se who already hold po­si­ti­ons in this area to be employed as tra­i­ners, or 
benefi­ting in most ca­ses full-ti­me school teachers and formal educa­tion staff. 
The questi­on is how po­licy pri­o­ri­ti­es support the pro­fessi­o­nal sta­tus of these 
peo­ple since many of the tra­i­ners employed co­me from the formal school 
system or ha­ve little or no di­dactic or peda­go­gi­cal qua­li­fi­ca­ti­ons (this appli­es 
for Greece in parti­cular, but it includes even Bulga­ria that is the one co­untry 
that requi­res a teaching qua­li­fi­ca­ti­on for all tra­i­ning staff, albeit recruitment 
is always nego­ti­a­ble). 

Ba­sed on the general observa­ti­ons from the compa­ra­ti­ve overvi­ew and 
the speci­fic references presented in the RvB & PLATO study report (2008: 
116-120) on VET tra­i­ners in public and pri­va­te tra­i­ning insti­tuti­ons, the follo
wing recommenda­ti­ons depict a useful fra­mework for develo­ping the pro­fessi
o­nal sta­tus of the practi­ti­o­ners working in VET in So­uth-Eastern Euro­pe.

First of all, a di­sci­pli­ne that desi­res to be seen as a high-qua­lity work 
do­main needs pro­per pro­grammes for ini­tial and conti­nuing pro­fessi­o­nal 
tra­i­ning and development of the tra­i­ners involved. Top-down developments 
that are compulsory and prescripti­ve as tho­se in Greece and Cyprus with the 
appli­ca­tion of regi­stri­es for example, tend to frustra­te pro­fessi­o­na­lism. The 
recommenda­tion is to develop a system which opti­mally supports pro­fessi­o
nal auto­nomy and self-regula­tion combi­ned with acco­unta­bi­lity, which will 
essenti­ally “force” tra­i­ners to perform opti­mally between freedom and the 
constra­ints of public control.

Concerning recruitment, it is recommended that pro­fessi­o­nal support or 
tra­i­ning sho­uld be ma­de ava­i­la­ble for VET tra­i­ners to intro­duce them to the 
fi­eld of adult li­felong learning and the methods needed for it. Especi­ally for 
tho­se co­untri­es where most VET tra­i­ners enter the pro­fession after a number 
of years of pro­fessi­o­nal ex­peri­ence this may be a better so­lution than the so­lu
tion of integra­ting teacher educa­tion into ini­tial teacher tra­i­ning pro­grammes. 
Higher educa­ti­o­nal insti­tuti­ons, such as uni­versi­ti­es, co­uld contri­bute to this 
as well by pro­vi­ding well-tra­i­ned pro­fessi­o­nals with theo­reti­cal and practi­cal 
qua­li­fi­ca­ti­ons as part of their ini­tial tra­i­ning (Za­ri­fis, 2009: 179). It is also 
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highly recommended that pro­fessi­o­nal support or tra­i­ning sho­uld intro­duce 
the fi­eld of adult and li­felong learning and the methods needed for it.

In terms of the conceptua­li­za­tion of pro­fessi­o­nal learning pro­cesses, 
most evi­dence shows that there is a do­mi­nant tendency to think in terms of 
teaching and scho­o­ling rather than in terms of learning, sha­ring, develo­ping, 
knowledge ma­na­gement or knowledge pro­ducti­vity. The fi­eld will ha­ve to 
orga­ni­ze itself. The esta­blishment of pro­fessi­o­nal asso­ci­a­ti­ons and networks 
co­uld help VET tra­i­ners in these pro­cesses of collecti­ve development (Za­ri­fis, 
2009: 180). Po­licyma­kers at na­ti­o­nal, interna­ti­o­nal and Euro­pean level co­uld 
support and fa­ci­li­ta­te such ini­ti­a­ti­ves. 

A grea­ter differenti­a­tion of tasks is also recommended so that peo­ple can 
fill the parti­cular ro­les at which they ex­cel. Essenti­ally, this means that VET 
orga­ni­za­ti­ons sho­uld adopt a po­licy on the assignment of tasks supported by 
a rela­ted competence ma­na­gement po­licy. Task allo­ca­tion po­li­ci­es are needed 
at the orga­ni­za­ti­o­nal/structural level. Such po­li­ci­es requi­re overvi­ews of the 
competences of every tra­i­ner. The requi­red competences can be matched to 
each of the collecti­ve set of tasks either in determi­ning the di­vi­sion of tasks or 
by pro­vi­ding addi­ti­o­nal tra­i­ning. 

Pro­fessi­o­nals perform at a higher level if they understand the dyna­mics 
of their work in terms of its content and its methods. That is why for deca­des 
the concept of reflecti­vity has been pro­mo­ted. The concept impli­es that thro
ugh self-eva­lua­tion and acti­ve research these practi­ti­o­ners will orga­ni­ze their 
perso­nal and collecti­ve pro­fessi­o­nal development and learning. By do­ing so, 
they serve the qua­lity of their work, their orga­ni­za­ti­ons and their pro­fession. 
Recommended is that the concept of self-eva­lua­tion sho­uld be strongly pro­mo
ted in the VET sector.

Last but not least, peo­ple working in VET co­uld orga­ni­ze themselves into 
pro­fessi­o­nal orga­ni­za­ti­ons in order to crea­te their own community of practi­ce 
and perhaps a collecti­ve identity. This can be supported by enga­ging in cross-
orga­ni­za­ti­o­nal, cross-sector or transna­ti­o­nal mo­bi­lity pro­jects. EU funds al
low them to parti­ci­pa­te in interna­ti­o­nal pro­jects and ex­changes. Practi­ti­o­ners 
can ta­ke a stand for better employment condi­ti­ons. They can also crea­te their 
own centres of ex­perti­se, for example, to ca­rry out research or sha­re ex­pe
ri­ences. They can parti­ci­pa­te in pro­jects and acti­vi­ti­es aimed at develo­ping 
da­ta­ba­ses allo­wing for evi­dence-ba­sed work. And fi­nally they can ta­ke part 
in the go­vernance of their own orga­ni­za­tion, their pro­fessi­o­nal bo­di­es and the 
po­li­ti­cal arena.
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Георгиос К. Зарифис 
КОМ­ПА­РА­ТИВ­НИ ПРЕ­ГЛЕД СТА­ТУСА И ГЛАВ­НИХ 

КА­РАКТЕ­РИСТИКА ТРЕ­НЕ­РА ЗА СРЕДЊЕ СТРУЧ­НО ОБРА­ЗОВА­ЊЕ 
У ЈУГОИСТОЧ­НОЈ ЕВРОПИ 

Апстракт

Овај рад заснован је на истраживању „VET тренери у државним и приватним 
инситуцијама за оспособљавање“ (EAC/09/06 Студије о тренерима за средње 
стручно образовање: Кључни актери који доприносе да доживотно учење по
стане стварност у Европи LOT2), које је за потребе Европске комисије 2008. 
године спровела агенција Research vo­or Beleid (RvB) & PLATO. Аутор овог рада 
– који се бави процесима професионализације ВЕТ тренера и инструктора ко
ји раде у државним организацијама за оспособљавање у Југоисточној Европи 
– био је укључен у истраживање као експерт за скуп земаља међу којима су 
Бугарска, Кипар, Грчка и Турска. У раду се излажу актуелна питања у вези са 
каријером VET тренера, њиховим улогама и компетенцијама, процесима њи
хове квалификације и регрутовања, као и различитим политикама и активно
стима стручног усавршавања ове групе људи из компаративне перспективе. У 
закључном делу дају се одређене препоруке за побољшање приступа и услова 
рада, подршку стручном усавршавању и подизању атрактивности ове професи
је у овом делу Европе. 
Кључ­не речи: средње стручно образовање (VET), европске политике, Југои
сточна Европа, особље за обуку, стручно усавршавање.
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Георгиос К. Зарифис 
СРАВ­НИТЕ­ЛЬ­НЫЙ ОБЗОР СТА­ТУСА И ГЛАВ­НЫХ ХА­РАКТЕ­РИСТИК 

ТРЕ­НЕ­РОВ В ОБЛА­СТИ СРЕДНЕ­ГО СПЕ­ЦИА­ЛЬ­НОГО ОБРА­ЗОВА­НИЯ В 
ЮГО-ВОСТОЧ­НОЙ ЕВРОПЕ 

Резю­ме

Предлагаемая статья базируется на исследовании „VET тренеры в государствен
ных и частных учреждениях по обучению и подготовке кадров“ (EAC/09/06 
Исследование о тренерах в области среднего специального образования: Клю
чевые субъ­екты, содей­ствующ­ие тому, чтобы пожизненное обучение стало де
й­ствительностью в Европе LOT2), которое для нужд  Европей­ской комиссии 
в 2008 году было проведено агентством Research vo­or Beleid (RvB) & PLATO. 
Автор данной работы, занимающ­ий­ся процессами профессионализации ВЕТ 
тренеров и инструкторов, которые работают в государственных организаци
ях по обучению и подготовке кадров в Юго-Восточной Европе, участвовал в 
исследовании в качестве эксперта для ряда стран, таких, как Болгария, Кипр, 
Греция и Турция. В работе излагаются актуальные вопросы в связи с карьерой 
VET тренеров, их ролями и компетенциями, процессами их квалификации и 
рекрутирования, а также с  разными стратегиями и програмами повышения 
квалификации данной группы специалистов из сравнительной перспективы. В 
заключительной части даются определенные рекомендации в связи с улучше
нием подходов и условий труда, а также с поддержкой повышению квалифика
ции и росту престижности этой профессии в данной части Европы. 
Клю­чевые слова: среднее специальное образование (VET), европей­ские поли
тики, Юго-Восточная Европа, специалисты по обучению, повышение квали
фикации.


