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1. Introduction 

The manual for development of e-leadership related curricula is an intellectual output (IO2) and the 
product of the e-Leadership Trainer Accelerator (eLead Speed) Erasmus+ project (Code: 2018-1-BG01-
KA203-047957). The aim of the eLead Speed project is to upskill educators to improve their ability to 
exploit innovative teaching methods and design e-leadership curricula based on digital learning 
materials and tools, including OER, collaborative online learning and the e-Competence Framework.  
 
The eLead Speed project was funded and supervised by the Bulgarian Erasmus+ National Agency 
between 2018 and 2020. It was managed and performed by an international consortium of partners 
composed of New Bulgarian University (NBU, lead partner, Bulgaria), Excellence Centre for ICT Industry 
Competitiveness (ESI CEE, Bulgaria), Digital National Alliance (DNA, Bulgaria), Algebra University 
College (AUC, Croatia), Munster University of Applied Sciences (MUAS, Germany), Institute of 
Management Studies (ISTUD, Italy) and Gruppo Pragma (GP, Italy). 
 
The purpose of this publication is to provide an introduction into the process of e-leadership 
curriculum design and development. Whether the curriculum targets formal or non-formal education, 
academic or vocational titles, the process starts with planning and developing the related occupational 
standards. The next step is to create, through development of standards of qualifications, the e-
leadership curricula and educational resources, as well as tools for supporting the creation of the new 
e-leadership qualification. The manual content and structure are designed to follow this process. 
 
In essence, the term e-leadership is defined as ‘the accomplishment of a goal that relies on ICT through 
the direction of human resources and uses of ICT’1. e-Leadership skills are meant to ‘enable people 
with strong ICT skills to lead qualified staff from different disciplines towards identifying and designing 
business models and exploiting key innovation opportunities, making best use of developments in ICT 
and delivering value to their organizations’2. It is acknowledged that the Fourth Industrial Revolution 
enabled by ICT has increased market demands for the competences that span across the traditional 
educational areas of business, technology and leadership. ICT have also flattened hierarchies, making 
organizations more matrix and project-driven, leading to different management and working patterns. 
 
The Manual is expected to meet demands and expectations of diversely interested target audiences. 
It is aimed primarily at higher educational educators and vocational training instructors, but also at all 
other individuals who will be directly involved in the development of e-leadership related occupational 
standards, standards of qualification and curricula, from the earliest stages of market analyses until 
the final product – an e-leadership curriculum ready to be implemented.  
 
The Manual accomplishes and continues on with the methodology for development of occupational 
standards described in the e-Leadership Competence Framework (e-LCF), which comes as an 
intellectual output (IO2) of the eLead Speed project as well. It also builds on the work, methodology 
and structure done in this area by different national educational authorities3.  

                                                             
1 e-Leadership Skills for Competitiveness and Innovation, 2013, research findings developed by: empirica, IDC and INSEAD 
for the European Commission, DG Enterprise and Industry.   
2 Source: INSEAD eLAB, 2014. 
3 Strengthening the institutional framework for the development of vocational standards of occupations, qualifications and 
curricula, 2007-2009, CAVEAE (IPA EuropeAid/127472/d/SER/HR). 
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2. Development of e-Leadership Occupational Standards 

2.1. Goals 
 
This part of the Manual has three main goals: 

 to serve as an introduction to the topic of occupational standards; 

 to explain the role of the occupational standards in the preparation and development of 
qualifications; 

 to describe the key steps in the process of preparation and development of occupational 
standards. 
 

2.2. What are the occupational standards? 
 

‘The standard of occupation is a set of norms that determine the content of a vocational qualification at a 
certain level of complexity and determine the necessary knowledge, skills and competences, or define the tasks 

and activities within these tasks and competences necessary for their performance, as demonstrated by the 
labor market, and facilitates preparation and development of qualification standards and educational 

curricula.’4 

 
or 
 

‘Occupational standards are units of competence that describe the skills and knowledge necessary to work in a 
sector of employment.  Occupational standards describe what needs to be achieved in the workplace and they 

are specifically related to employment. The primary purpose of occupational standards is to set a benchmark of 
competence, skills and knowledge by which Vocational Education and Training (VET) providers can measure 
their qualifications and training courses to demonstrate that they are producing individuals with the correct 

minimum competence to enter or succeed in the labor market.’5 

 
While developing an e-leadership related occupational standard, one should follow the same pattern 
and methodology devised for any other occupational standard. In setting the occupation standards, it 
is very important to understand the labor market needs. In this way, we point out that modern 
approaches to designing qualifications must focus on meeting the new needs of employers and 
adapting to the forthcoming changes in the economy. After all, even the skills required to write this 
manual differ significantly from those used a while ago. 
 
The work on ICT sector profiles helps us to understand the economic changes within the entire 
economic branch. This, for example, helps us to determine which specific jobs will be changed if there 
were a reduction in the need for workers in the production assembly process on one side, while the 
demand for experts in informational technologies has raised on the other side. However, a sector 
profile cannot contain details about the specificities of a job and the skills needed to do some work. 
 
In order to understand these requirements, the activities and tasks of an occupation should be 
elaborated in a logical and systematic way within the structure of the occupational standards. 
Therefore, different occupational standards from different branches of industry and business sectors 
will become comparable. Occupational standards also allow identification of common activities and 
tasks that are employed in different occupations or even in different economic sectors. 
One can easily understand the occupational standards by comparing them with a tree. The trunk of a 
tree represents an occupation in the broader sense.  

                                                             
4 Croatian Agency for Vocational Education and Training (CAVET), www.asoo.hr  
5 European Observatoire of Sport and Employment (EOSE), www.eose.org  

http://www.asoo.hr/
http://www.eose.org/
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It can be a "chef", a "computer technician" or a "truck driver", depending on the occupation.  At the 
top of the trunk, the branches begin to form. Here we can find 4 or 5 larger thickened branches. In the 
standard of occupation, this corresponds to a wider group of tasks that are an integral part of a 
particular profession. The closer we get to the top of the tree, the smaller the branches become. In the 
same way, the groups of tasks branch into individual key tasks with more detailed descriptions. Then, 
at the end of each of the thinner branches, sometimes we can find twigs. They can represent the finest 
details of an individual work activity. On the other hand, some of these branches and twigs are less or 
more relevant to different professions within a group of occupations. 
 

2.2.1. Example A – Dental Assistant 
 
Let us see these standards applied to a simple but widely known occupation of a ‘dental assistant’. 
Imagine that someone has been asked to study the tasks and activities of a person who is employed 
as a dental assistant. This information could, in the long term, be used to build a new qualification. 
However, in the short term, one need to understand what a dental assistant does, what tasks he/she 
performs, whether they work alone or within the team, what kind of equipment they are using, what 
kind of terminology must they know, etc. You will also need to establish whether all dental assistants 
do the same tasks, or the tasks depend on where the individual assistant works. When you do this, you 
will be able to create a relevant qualification that will help you train dental assistants who will possess 
the skills and knowledge required by employers. 
 
The process of working out the standards of this occupation helps us to connect all these issues into a 
structure. In this example, the "tree trunk" is an occupation of a "dental assistant". The "thick 
branches" are the "task groups". The task groups include analyzing and planning of the work, preparing 
the work place, patient care, administrative work and communicating, etc. These tasks are common to 
all dental assistants, regardless of where they work. All "task groups" are divided into "key tasks". In 
our example, under the "workplace preparation" group, the key tasks can be the following: to prepare 
the dental operating room, to arrange the waiting room, to check the readiness of the equipment for 
use. 
In the end, each of the key tasks can be divided into smaller components, forming thinner "branches 
of a tree" - "activities". The "activities" of the "properly prepare the dental operating room" key task, 
may include the following: choose the appropriate electrical equipment for the planned tasks, choose 
the appropriate manual equipment for the planned tasks, check the cleanliness of the equipment, 
check the quantities of other equipment (wipes, single-use items, etc.).  To present this in a simpler 
way, this element of the standard of occupation may look like this: 
 

TASK 
GROUP 

KEY TASKS ACTIVITIES 

 
workplace 

preparation 

to prepare the 
dental 
operating room 

- choose the appropriate electrical equipment for the planned tasks;  
- choose the appropriate manual equipment for the planned tasks;  
- check the cleanliness of the equipment; 
- check the quantities of other equipment (wipes, single-use items, etc.). 

to arrange the 
waiting room 

- check that the waiting room is clean and that it gives a positive 
impression;  

- check that there are enough chairs; 
- check that there are sufficient leaflets with treatment information;  
- check that certificates/permits are highlighted in a visual location. 

to check the 
readiness of 
the equipment 
for use 

- check that the power cables are safe for use and undamaged; 
- check that the equipment works in accordance with the standards. 

Table 1: Example of a simple element of occupational standard description - Dental Assistant 
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2.2.2. Example B – Systems Engineering 
 
Another example of occupational standards outline could be found in the European e-Competence 
Framework (e-CF), a common European Framework for ICT Professionals in all industry sectors. See it 
elaborated in the case of Systems Engineering group of e-leadership related occupations6. 
 

Figure 1: Example of an e-CF occupational standard description – Systems Engineering 

The e-CF is a reference framework of competences applied within the Information and Communication 
Technology (ICT) sector that can be used and understood by ICT user and supply companies, ICT 
practitioners, managers and Human Resources (HR) departments, the public sector, educational and 
social partners across Europe.  
 
The e-CF was introduced in 2005 as a tool to support mutual understanding and provide transparency 
of language through the articulation of competences required and deployed by ICT professionals 
(including both practitioners and managers). The most recent version, e-CF 3.0, has been issued in 
2014. 
  

                                                             
6 European e-Competence Framework 3.0, p. 25. http://www.ecompetences.eu/ 

http://www.ecompetences.eu/
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To support framework users and guide developers of e-CF applications, the following narrative is 

provided as an overview of the underpinning philosophy and guiding principles adopted during e-CF 

construction and successive updates: 

• The e-CF is an enabler; it is designed to be a tool to empower users, not to restrict them. The e-CF provides 
a structure and content for application by many types of users from organizations in the private and public 
sector, ICT user or ICT supply companies, educational institutions including higher education and private 
certification providers, social partners and individuals. In this broad application context, the e-CF is 
designed to support common understanding, not to mandate the use of each and every word used within 
the e-CF. 

• The e-CF expresses ICT competence using the following definition: ‘Competence is a demonstrated ability 
to apply knowledge, skills and attitudes for achieving observable results’. This is a holistic concept directly 
related to workplace activities and incorporating complex human behaviors expressed as embedded 
attitudes. 

• Competence is a durable concept and although technology, jobs, marketing terminology and promotional 
concepts within the ICT environment change rapidly, the e-CF remains durable requiring maintenance 
approximately every three years to maintain relevance. 

• A competence can be a component of a job role, but it cannot be used as a substitute for similarly named 
job titles, for example; the competence, D.7. ‘Sales Management’ does not represent the complete 
content of a ‘Sales Manager’ job role. Competences can be aggregated, as required, to represent the 
essential content of a job role or profile. On the other hand, one single competence may be assigned to a 
number of different job profiles. 

• Competence is not to be confused with process or technology concepts such as, ‘Cloud Computing’ or ‘Big 
Data’. These descriptions represent evolving technologies and in the context of the e-CF, they may be 
integrated as elements within knowledge and skill examples. 

• The e-CF does not attempt to cover every possible competence deployed by an ICT professional or ICT 
manager nor are the included competences necessarily unique to ICT. The e-CF articulates competences 
associated with ICT professional roles including some that may be found in other professions but are very 
important in an ICT context; examples include, C.4 ‘Problem Management’ or E.3 ‘Risk Management’. 
However, to maintain an ICT focus, the e-CF avoids generic competences such as ‘Communications or 
General Management’ although very applicable these transversal competences are comprehensively 
articulated in other structures. Selecting competences for inclusion within the e-CF is therefore, not a 
scientific choice, but a pragmatic process engaging a broad cross-section of stakeholders who prioritize 
competence inclusion based upon industry knowledge and experience. 

• The e-CF is structured from four dimensions. e-competences in dimension 1 and 2 are presented from the 
organizational perspective as opposed to from an individual’s perspective. Dimension 3 which defines e-
competence levels related to the European Qualifications Framework (EQF), is a bridge between 
organizational and individual competences. 

• The e-CF has a sector specific relationship to the EQF; competence levels within the e-CF provide a 
consistent and rational relationship to levels defined within the EQF. The relativity between EQF learning 
levels and e-CF competence levels has been systematically developed to enable consistent interpretation 
of the EQF in the ICT workplace environment. 

• Continuity of the e-CF is imperative; following maintenance updates it is essential that users are provided 
with a simple upgrade path. e-CF users invest considerable time and resources to align processes or 
procedures with the e-CF. Organizations deploying these downstream activities are reliant upon the e-CF 
and need to be confident of the continued sustainability of their processes. Updates of the e-CF must 
recognize this requirement and provide for continuity enabling use of the existing e-CF version until it is 
convenient to upgrade to the latest version. 

• The e-CF is neutral and free to use; it does not follow the specific interests of a few major influencers, it 
is developed and maintained through an EU-wide balanced multi-stakeholder agreement process, under 
the umbrella of the European Committee for Standardization.  The e-CF is a key component of the 
European Commission’s Digital Agenda; it is designed for use by any organization engaged in ICT Human 
Resource planning and competence development. 
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2.2.3. Example C – Chief Experience Officer 
 
One more example of an occupational standard still in development could be found in the e-Leadership 
Competence Framework (e-LCF)7. Here is the case of an occupation of the Chief Experience Officer. 

 
Figure 2: Example of an e-LCF occupational standard description – Chief Experience Officer 

                                                             
7 The e-Leadership Competence Framework (e-LCF) is an intellectual output (IO2) produced out of the e-Leadership Trainer 
Accelerator (eLead Speed) Erasmus+ project (2018-1-BG01-KA203-047957, 2018 – 2020). 

Occupation           

Associated

Description

Context / Goals

EQF levels 3-8

ECF levels 1-5

Skills* 

Is able to 

Knowledge* 

Knows / aware of /

familiar with

S09001 analyse business objectives

S11001 analyse data about clients

S07003 comply with food safety and hygiene

S11002 design customer experiences

S09014 develop strategies for accessibility

S08009 ensure cross-department cooperation

S14005 ensure information privacy

S05004 handle customer complaints

S08010 identify stress points of customer interaction

S08011 improve business processes

S11003 maintain customer records

S11004 maintain customer service

S11005 manage the customer experience

S11006 measure customer feedback

S11007 monitor customer behaviour

S11008 monitor work for special events

S09009 plan medium to long term objectives

S13002 provide improvement strategies

S05009 assist clients with special needs

S11040 conduct qualitative research

S11041 conduct quantitative research

S03032 demonstrate intercultural competences in hospitality 

services

S07012 detect drug abuse

S03036 greet guests

S11052 identify customer's needs

S11020 implement marketing strategies

S09021 implement sales strategies

S02008 lead a team in hospitality service

S07022 maintain incident reporting records

S07024 manage health and safety standards

S11016 perform market research

S11067 think analytically

S06003 train employees

K11022 customer segmentation

K08017 business management principles

K11021 customer relationship management

K11023 customer service

K14004 data protection

K09001 sales strategies

Availablity of digital customer data and ease of customer social interactions makes business strategies, products and services 

increasingly focused on customers. CXOs  organise these data and coordinate organization strategies and policies, reporting to 

the CEO or the CDTO, to improve overall customer experience, from company’s products and services to social responsibiltiy and 

public community efforts. The title "CXO" is increasingly replacing that of Chief Customer Officer in retail and entertainment 

industries and Chief Activity Officer in healthcare and travel.

A CXO communicates the value proposition of the organization using the customers' language, interacting with the customer 

through their preferred communications channels to ensure a positive customer experience. In the enterprise, the CXO oversees a 

team that monitors these interactions and assures that the company is adequately responding to complaints, concerns and 

suggestions for improvement. Corporations interact with their customers through many avenues, including social media platforms 

and customer-feedback forum; the CXO integrates these channels to ensure a smooth flow of usable information between the 

enterprise and its user base.

Because of the constant flow of usable information, the CXO consistently directs responses to user needs, which often involves 

employing data analytics teams to digest various forms of communication and customer information, as well as social media 

management sofware and teams. Many CXOs also rely on an executive dashboard to monitor these resources and extract 

customer intelligence useful to the business.

Main Tasks**

(a) designing the desired user experience over the whole cycle of relationship

(b) analysing and supervising the coherence and consistency of our communications with the user through different channels, as 

well as the processes, departments and verticals related to the user experience, the buying process and the brand

(c) identifying the different customer touchpoints in order to design the ideal customer journey. This must be a cross-cutting, global 

design that affects all processes and departments in the company (CX Journey Mapping)

(d) once the customer experience has been set, it’s time to go backwards and define the required technology

(e) recognising and reacting to the needs, expectations and emotions of customers, in order to safeguard the company’s 

coherence while projecting a feeling of omni-channeling

(f) coordinating the vertical processes, working with all the departments involved (back end) in order to keep the consistency of 

strategies, processes, messages and relationship with customers (front end)

(g) defining the metrics and identifying the right KPIs. For example: Increasing the customers satisfaction, improving the reputation 

of the brand, operating efficiency, loyalty programs, increasing sales, etc

(h) leading innovation programs that develop customer-focused products and services

K03001 communication principles

K05001 corporate social responsibility

K08004 product comprehension

K11004 public relations

Proficiency levels
Level 1

basic

 Level 2

advanced

e-Leadership Area STRATEGY

L.4. Chief Experience Officer

Chief Customer Officer; Customer Experience Manager; Customer Relations Manager; External Relations Manager; Corporate 

Social Responsability Manager;

The Chief Experience Officer (CXO) is a new position and profile within the managing board, along with the CDTO, CMO, CIO, that 

increasingly gains influence. CXOs  evolve from the customer relations, experience and support management functions that 

monitor customer experiences by creating, evaluating and improving interactions with customers .  As user experience (UX) is 

quickly becoming a key differentiator in the modern business landscape, CXO assume executive responsibility for the overall 

external experience with an organization's products and services, making it an intrinsic part of the company's strategy and culture. 
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As one can see from this example, e-LCF relies on the philosophy and guiding principles of e-CF. But it 
is also trying to extend this standard towards occupations that are not only ‘ICT professionals’ by 
nature, but have been identified as ones that either emerge from the business transformations 
induced by the ‘digital revolution’, or are severely affected by it. That is why, for example, an element 
of ‘Context/Goals’ has been included into the description and shows the dynamic nature of the 
occupation’s transformation. 
 

2.3. How to collect information and structure inputs for the occupational standards? 
 
As we have seen in the examples above, it is important to have a clear idea and concept of the 
occupational standard elaborated and set between all the interested stakeholders before proceeding 
to its design. It is also important to prepare and use different set of basic documents (questionnaires, 
guidelines, definitions, etc.) and forms that will help us collect and structure all the information inputs 
we need for the preparation of an occupational standard.  
 
We also understand that "opinion of employers" is essential for accurate and relevant content of 
occupational standards. Without a clear picture of the nature and the content of occupations, there is 
little chance that a qualification will be made and produced well. However, the question is: how can 
we get qualitative inputs of employers that we will use to formulate occupational standards? The way 
you decide to collect their views can be significant in ensuring the success of the entire venture. Open 
consultations with employers have a key role in preparing and developing occupational standards, but 
there are also other means of collecting this information. 

 

2.3.1. Labor market research and open consultations with employers 
 
In preparations for the development of occupational standards, it is important to practice continuous 
labor market research and collection of data from employers. The direct market measurement of the 
high-tech leadership skills is currently not possible based on existing official statistics of occupations. 
The EU has experimentally created a European scoreboard8, which makes use of readily available 
national data for monitoring progress in high-tech leadership skills related areas (excerpt in Appendix 
6.1). 
 
Through on-site visits to companies or institutions and straight conversation with individuals who 
perform tasks or supervise other individuals who perform activities for which the occupational 
standards are developed, one may get an insight and clearer picture of the business and activities 
taking place at the workplace. Data from employers is often collected using questionnaires. The 
increasing use of Internet-related means and electronic mail has enabled faster and easier connections 
with a wider number of employers, thus collecting more data. 
 
When designing occupational standards, questionnaires can be used to determine which tasks and 
activities are present at a particular workplace, what type of equipment is used, and many other details 
that will help to fill the occupational standards form. Questionnaires can also provide a lot of 
accompanying information, which can then be used as a basis for discussion at consultation workshops 
that you may organize for employers. Certainly, there are many instructions available describing how 
to assemble such questionnaires. However, with occupational standards it is important to emphasize 
that the information you intend to collect, focuses on identifying not only the current, but also the 
potential and future needs for competencies, rather than simply asking for a "wish list" regarding skills 

                                                             
8 Towards an Agenda for 2020 and Beyond - High-Tech Leadership Skills for Europe (2017, EC Final Report). http://eskills-
scale.eu/fileadmin/eskills_scale/all_final_deliverables/scale_e-leadership_agenda_final.pdf 

http://eskills-scale.eu/fileadmin/eskills_scale/all_final_deliverables/scale_e-leadership_agenda_final.pdf
http://eskills-scale.eu/fileadmin/eskills_scale/all_final_deliverables/scale_e-leadership_agenda_final.pdf
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that an ideal current employee should have. The questionnaire should also avoid the use of 
professional educational terminology, as this can be confusing and discourage potential respondents.  
You may find samples of different questionnaires on the web, providing you with an idea of how to 
structure it while keeping in mind the type of information to be collected. 
 

2.3.2. Other methods for collecting information from employers 
 
Numerous other methods can help you successfully gather information from employers, and many 
ways to combine these methods to design an effective work plan. Each of the methods has its 
advantages and disadvantages. These methods are not unique nor particularly innovative, and you 
have probably already used them in some other projects. It is also likely that you will use them at some 
other stages of the qualification development process. 
 
The following table lists the different methods with the associated strengths and weaknesses: 
 

METHOD USE ADVANTAGES WEAKNESES 
 
Visiting every workplace, 
i.e. Tour of the factory 

Helps you understand the 
nature of an occupation 
and workplace and build a 
picture of a work 
environment.  
Helps you understand the 
comments of employers 
you've come to by other 
methods. 

A strong basis for 
understanding all aspects 
related to a particular 
occupation 

It can take a lot of time to 
recognize that jobs 
sometimes differ, that they 
use different tools, etc. 

Personal conversations 
with employers  

A very useful tool for the 
adulation of detailed and 
relevant information. 
Especially useful in earlier 
phases to determine the 
nature of the profession  

Collected information are 
of high quality.  
Does not require too much 
time from the employers.  
Opportunity to promote 
the project to the 
employer. 

Takes up very much time. 
Needed to invest many 
resources.  
A large number of 
employers need to be 
visited to achieve 
objectivity. 

Workshops for employers – 
organized within a project 

They are used to gather 
information from the group 
of employers. Through the 
discussion, you can identify 
which skills are more and 
which are less important. 

Possible to collect a lot of 
information in a relatively 
short time (e.g. in one day).  
Possible to steer and 
control the debate  

Quality depends on the 
type and number of 
employers who are able to 
attend.  
Need to invest a lot of time 
and resources in 
organization of the event. 

Workshops for employers – 
attending as an external 
observer  

Tour events organized by 
professional and vocational 
associations and the like.  
Use to promote and gather 
information. 

Raising awareness of the 
project.  
Opportunities for achieving 
contacts with a higher 
number of employers.  
Don't waste time planning 
and organizing. 

Dependence on timing of 
events. 
Dependence to match 
events with the duration of 
the project. 

Structured questionnaires - 
"on paper"  

They are used to gather a 
variety of information from 
a large number of 
employers. 

Possible to contact a large 
number of people.  
Specific information can be 
collected through specific 
questions.  
Helps to gather data to 
support the arguments and 
results of the research. 

Performance depends on 
the quality of the query and 
the updated database of 
contacts.  
The assumption that 
employers can easily take 
the time to fill out the   
questionnaire. 
Analysis can take much 
time. 

Online questionnaires  Used to obtain information 
from a wider audience.  

More cost-effective than 
"on paper". 

Questionnaires require web 
design skills, which can be 
costly. 
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Possible to link other web 
pages or sites of 
organizations. 

Questionnaires can be 
quickly sent to employers. 
Online applications may 
organize and analyze data 
more efficiently than those 
"on paper". 

Presumption of internet 
access for targeted 
audience.  
Good online promotion is 
required to make the 
turnout satisfactory.  

Questionnaires via e-mail  Sending questionnaires 
directly via e-mail. 

Questionnaires can be sent 
to specific individuals or 
groups of individuals. 
Simpler than online 
questionnaire.  
Cost-effective. 

Assumption there is a 
sufficiently large database 
with accurate contacts 
from a particular industry 
branch. 

Table 2: Comparison of different methods for collecting information 

As the table shows, there are various possibilities for planning an appropriate approach to gathering 
information from employers and other stakeholders when developing occupational standards. Our 
recommendation is to use a number of different methods of collecting information. The project team 
that creates the occupational standards must design a plan of using the methods. The combination of 
the methods it wants to use must be respective of the working environment and employers within a 
certain economic branch. For example, when designing a standard of e-leadership occupation 
employed in the processing industry, it would be useful to visit the factory for a better understanding 
of the work environment. On the other hand, in search of a typical office or IT occupations, these on-
site visits will not be essential. 
 
By using a number of different methods, it will significantly increase the opportunities to gather the 
views of a wider circle of employers and, accordingly, to develop more accurate and realistic 
occupational standards. When choosing a method, it is necessary to keep in mind that in some phases 
of the research large amounts of data will be required in order to achieve a good overview. In some 
other phases, there will be a need for clarification and a more exhaustive perspective of the content 
of occupational standards. Finally, in the last stages of the research, a confirmation of a representative 
sample of employers and stakeholders from the same industry branch will be required to confirm that 
the occupational standards are complete and well detailed in order to be used in developing future 
qualifications. 
 

2.3.3. A typical model of procedure for collecting information from employers 
 
The following protocol model may serve as a typical example of structured collection of information 
for the preparation and development of the occupational standards. 
 

PHASE OUTPUT APPROPRIATE METHOD 
To determine the 
occupations for 
which the research 
is required.  

To determine the coverage of 
occupations and to make sure 
that the subject of the research 
is best suited for the long-term 
development of qualifications. 

At least two personal interviews with employers to collect 
detailed information. 

Prepare a wide 
overview of tasks 
within the 
occupation.  

Information about the tasks 
and activities of the particular 
occupation. 

At least two visits to the location where one will be able to see 
the application of a profession in practice, are recommended. 
This will help build a picture of the skills used, but also of the 
working environment in which workers perform the job.  

That experience will be of great benefit later and will help to 
better understand the information that will arrive in the later 
stages of the research.  

Due to practical reasons and time saving, this phase could be 
carried out at the same time as the previous one. 
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Drafting of the first 
version of the 
occupational 
standard.  

A document that defines key 
tasks and activities in a logical 
way and takes into account the 
skills that depend on the type 
of employer.  

 

It is recommended to hold a workshop for employers to 
discuss and achieve agreement on key tasks and activities.  

This meeting could take all day, and depending on the 
profession, one can try to organize workshops at two or three 
different locations. 

Drafting the second 
version of the 
occupational 
standard.  

 

After the first draft of the 
occupational standard has been 
drafted, feedback from a 
number of employers on the 
accuracy and appropriateness 
of the first draft is required. 

It is recommended to send the first draft by post or via 
Internet. The draft should be sent to the addresses of 
sufficiently qualified/experienced individuals and 
organizations/companies that can provide structured and 
detailed comments. 

Clarification and 
update of the 
second draft of the 
occupational 
standard 

When the second draft of the 
occupational standard is 
completed, refinement of some 
parts may be necessary to 
make the document accurate 
and relevant.  

Some more unanswered questions may need to be answered 
at this stage, to get clarification from the key participants in 
the previous stages of the development process. This can be 
obtained either from employers who have participated in 
interviews at the beginning of the research or with individuals 
participating in other phases. 

Conclusion of the 
final version of the 
occupational 
standard  

 

When the final version is 
completed, the individuals 
consulted within the business 
community should agree that 
the standard of occupation is 
complete and ready for the 
approval process.  

 

It is recommended to send the final version by e-mail to the 
participants of the workshop for employers and other key 
individuals who participated in the earlier stages of the 
research. This should be a quick and an effective method. In 
addition to the occupational standard, a number of short 
questions should be sent, which will either show that 
participants agree with the final version or allow 
recommendations for the latest amendments. 

Table 3: An example of typical procedure for collecting information from employers 

It is very important to recognize that quality of the occupational standard is greatly influenced by the 
contribution of the employers that we have managed to contact. If we ask only one employer, that 
opinion can and does not have to represent the opinion of the entire business community. However, 
of course, we cannot include all the employers, because it would take too much time, and it really is 
not necessary. It is necessary to bring together the "pattern" of employers you will address, which 
would act as representatives of the economic activity as a whole. 
 
When choosing employers who will contribute to the development of occupational standards, one 
must not forget the following: 
  

 employers are familiar with the business transformation and experienced in a particular 
profession;   

 all tasks and skills are represented;   

 among them are individuals who have skills and knowledge in new sectoral technologies and 
methods; 

 representatives from the entire territory/country/geography have participated;   

 small, medium and large employers are well represented. 

 

2.4. National and European occupational standards 
 
The standards of occupations are not developed and applied in all countries. It is a tool used in many 
countries of Europe (i.e. Croatia, Ireland, Malta and the UK), but also outside of Europe (i.e. in Australia, 
Canada, New Zealand, South Africa, etc.). In addition, occupational standards in different countries are 
not developed univocally and may differ from each other.  
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There are several possible reasons for this:  

 they are elaborated in more detail - the roles and skills are divided into smaller 
components; 

 the emphasis is on various aspects of skills – like on the “generic” and the so-called "soft" 
skills, such as communication with colleagues and entrepreneurial skills; 

 qualifications arising from a standard of occupation are built with the focus on either 
sector or size or they are made relevant across the industry sectors and for both small and 
large enterprises, and can allow an individual to have more market flexibility; 

 the purposes of the occupational standards are different from country to country; 

 sometimes it is not just a tool for working out qualifications – it can provide support to 
human resources and other enterprise managers in the recruitment process centered on 
competences. 

 
However, all existing national occupational standards are very general.  
 
The same pattern has been followed in the process of developing an EU wide set of occupational 
standards. In 2017, the European Commission has launched the first ever European classification of 
skills, competences, occupations and qualifications database (ESCO)9. ESCO is meant to facilitate the 
dialogue between labor market and the education/training sector by providing a common language 
that could help overcome labor market imbalances and increase occupational and geographical 
mobility in the EU. Specifically, ESCO is aiming at connecting: 
 

• people and jobs, by providing a common language that helps jobseekers to find the job that 
best matches their skills. As recruitment is increasingly digitized, both employers and 
jobseekers need to use digital tools that allow them to communicate in a meaningful manner. 
ESCO aims to make these digital tools work better together; 

• employment and education, as education providers can use it to describe the expected 
learning outcomes of their curricula and to understand the labor market trends and future 
skills needs better; 

• labor markets at EU level, by acting as the digital enabler of labor market mobility. ESCO aims 
also to become the European classification for the information exchange via EURES10, the 
European job mobility portal. 

 
ESCO is publicly available on-line11.  
 

2.5. What is the role of occupational standards in the process of developing 
qualifications? 
 
Occupational standards will provide an updated image of tasks and activities performed at a 
workplace. However, by making only the standards of occupation, it does not mean that we have 
created a vocational qualification. The occupational standards just contain the right information that 
can help us to come up with a high-quality qualification. Therefore, if we carry out well-researched and 
well-designed occupational standards, we have laid out solid foundations for the work on relevant 
vocational qualifications expected at the labor market.  
 
Based on these, the qualification standards are designed to help people achieve success in the labor 
market. If the content of a unit of qualification is created based on the standard of occupation, there 

                                                             
9 European classification of skills, competences, occupations and qualifications (ESCO) 
10 The European Job Mobility Portal (EURES) https://ec.europa.eu/eures/public/en/homepage 
11 https://ec.europa.eu/esco/portal/home 

https://ec.europa.eu/eures/public/en/homepage
https://ec.europa.eu/esco/portal/home
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is a greater chance that the expectations of employers will be successfully met. In the long term, if the 
occupational standards are regularly updated, then it is possible to systematically update the 
qualifications. In this way, vocational education and qualifications are always in step with changes in 
the labor market. 
 

2.6. Conclusions 
 
In this chapter of the Manual, we have dealt with the concepts and practical aspects of designing e-
leadership occupational standards. We have examined the most important elements of the process 
and looked at some of the illustrative examples. We have also dealt with how we can design and 
implement a project of development of occupational standards and we have seen what kind of 
employers we can engage in the work and how we can maximize their contributions. 
 
After completing this chapter, the whole process of working out the standard of occupation could 
make you feel puzzled. However, the basic principles are very simple. Occupational standards are just 
a list of tasks that a person performs in the workplace. In order to better compose this list, we should 
pay attention to details and talk with as many employers as we can. Therefore, accuracy and precision 
at this stage can save a lot of time and resources in later stages. 
 
Standards for e-leadership occupations are the basis for the development of e-leadership qualification 
standards. If we create them carefully and cautiously, the qualifications that emerge from them will 
contain the right description of the skills needed for better employment in the future. 
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3. Development of e-Leadership Qualification Standards 

3.1. Goals 
 
This part of the Manual also has three main goals: 
 

 to explain what qualification standards are and their relationship with the principles of the 
EQF; 

 to describe how e-leadership qualification standards can be effectively devised using existing 
e-leadership occupational standards as a basis;   

 to describe the key phases of the development of e-leadership qualification standards. 
 

3.2. What are the qualification standards? 
 
We have previously explored how occupational standards can be developed in a way that helps to 
develop qualifications. The methodology described has enabled us to build an effective picture of the 
skills and knowledge required by the economy. However, although the occupational standards are a 
very useful tool, they do not give us a benchmark or a level of competences that applicants should 
have to fulfill the job requirements. As an illustration of this assertion, we will use the following excerpt 
from the unit that may constitute the standard of the occupation of an "office administrator": 
 

TASK GROUP KEY TASKS ACTIVITIES 
workplace 
preparation 

securing the operation 
of computer equipment 

 check that cables and connectors are not damaged  

 turn on computers and printers in the appropriate order  

 change cartridges for printers, if necessary  

Table 4: Excerpt from the standard of the occupation of an ‘office administrator’ 

In this example, the occupational standard in the “Activities” column identified areas important for 
effective workplace preparation. Of course, depending on the occupation being considered, the 
standard of occupation can become more complex. While using this information, the standard of 
occupation does not help us in recognizing what is really required by the job applicants when we assess 
their skills as part of the qualification. The “Activities” column does not provide the details about the 
speed expected for the specific task performance, nor does it specify the knowledge that the applicant 
should have as the basis to do the work. For example, it does not tell us what knowledge an applicant 
should acquire before checking the damaged ports and cables and making an effective decision about 
reparation. 
 
Likewise, in connection with the ‘change of printer cartridges’, it does not tell us if an applicant should 
be able to change only the color and black and white print cartridges or a range of different parts of 
the equipment.  Therefore, it is clear that if we only use the occupational standards in assessing how 
effectively an applicant can do the job, some very important information will still be missing. For this 
reason, qualification standards are designed as an add-on to the content of the occupational 
standards, enabling them (qualification standards) to serve as an effective tool for the evaluation of 
job applicants and development of a qualification. 
 

Qualification standards are a description of the minimum requirements necessary to perform work of a 
particular occupation successfully and safely. These minimum requirements may include specific job-related 
work experience, education, medical or physical standards, training, security, and/or licensure.12 

                                                             
12 The U.S. Office of Personnel Management (OPM) www.opm.gov  

http://www.opm.gov/
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3.2.1. Example A – Dental Assistant 
 
Here is an example of the simple qualification standard for the previously mentioned occupation of 
‘dental assistant’: 
 

No UNIT TYPE LEVEL ECTS 

1 The structure and function of the human body compulsory 4 10 

2 Material and tooth development compulsory 4 2 

3 Basics of dental medicine compulsory 4 6 

4 
Instruments, accessories, equipment and materials for 
diagnostic-therapeutic procedures 

compulsory 4 5 

5 Medications in dental medicine  compulsory 4 1 

6 Safety at work measures compulsory 4 2 

7 Disinfection compulsory 4 1 

8 Sterilization compulsory 4 3 

9 Preventive measures in Dental Medicine compulsory 4 2 

10 Basics of health care compulsory 4 2 

11 Medical and Dental Documentation compulsory 4 2 

12 Ethics of health Professionals compulsory 4 2 

13 Basic medical-Technical procedures compulsory 4 6 

14 
Care of the patient before and after the diagnostic-
therapeutic procedure 

compulsory 4 12 

15 Emergency medical conditions compulsory 4 4 

16 
Assistance during diagnostic and therapeutic procedures in 
dental and oral pathology, pediatric dentistry and Family 
Dental Medicine 

compulsory 4 9 

17 
Assistance during diagnostic and therapeutic procedures in 
oral surgery and periodontology 

compulsory 4 11 

18 
Assistance during diagnostic and therapeutic procedures in 
dental prosthetic 

compulsory 4 11 

19 
Assistance during diagnostic and therapeutic procedures in 
orthodontic 

compulsory 4 11 

20 Health education compulsory 4 4 

21 Quality System in Dental medicine compulsory 4 4 

22 Dental computer Programs elective 4 4 

23 Communication skills in dental protection elective 4 4 

24 Administrative and commercial activities in dental practice elective 4 4 

25 Fundamentals of Radiology in Dentistry elective 4 4 

Table 5: Example of a simple qualification standard - Dental Assistant 
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3.2.2. Example B – Computer Technician 
 
Here is an example of the qualification standard structure for the occupation of ‘computer technician’ 
from a national on-line occupational and qualification standard ‘e-Kvalifikacije’13 database: 
 

QUALIFICATION STANDARD: Computer Technician (SK-0702/12-01-42/12-01) 

NO UNIT CODE TYPE 
LEVEL 

(CQF)14 
VOLUME 
(ECVET) 

1 
Technical and Business 
Communication 

J-0702-4/O-12/01 R - Required 4 3.0 

2 
Use of Information Technology in 
Office Operations 

J-0702-4/O-12/02 R - Required 4 4,5 

3 Algorithms and Programming J-0702-4/O-12/03 R - Required 4 8,5 

4 Computer Basics J-0702-4/O-12/04 R - Required 4 4.0 

5 Computer Structure J-0702-4/O-12/05 R - Required 4 5.0 

6 Operating Systems J-0702-4/O-12/06 R - Required 4 3,5 

7 Basic Electrical Engineering J-0702-4/O-12/07 R - Required 4 7.0 

8 Introduction to Electronics J-0702-4/O-12/08 R - Required 4 4.0 

9 Digital Logic J-0702-4/O-12/09 R - Required 4 5.0 

10 Computer Networks J-0702-4/O-12/10 R - Required 4 7.0 

11 Application of Microcontrollers J-0702-4/O-12/11 R - Required 4 4.0 

12 Built-in Computer Systems J-0702-4/O-12/12 R - Required 4 3,5 

13 Technical documentation J-0702-4/O-12/13 R - Required 4 3,5 

14 Introduction to Databases J-0702-4/O-12/14 R - Required 4 1,5 

15 Practical Basics of Computing J-0702-4/O-12/15 R - Required 4 4.0 

16 Database Design J-0702-4/O-12/16 R - Required 4 4.0 

17 
Scripting Languages and Web 
Programming 

J-0702-4/O-12/17 R - Required 4 8,5 

18 
Configuring Computer Networks and 
Services 

J-0702-4/O-12/18 R - Required 4 4.0 

19 Security of Information Systems J-0702-4/O-12/19 R - Required 4 4.0 

20 Applied Mathematics J-0702-4/I-12/01 E - Elective 4 5.0 

21 Advanced and Object Programming J-0702-4/I-12/02 E - Elective 4 7.0 

22 
Diagnostics and Maintenance of 
Information Systems 

J-0702-4/I-12/03 E - Elective 4 10.0 

23 Server Operating Systems J-0702-4/I-12/04 E - Elective 4 2.0 

24 Multimedia J-0702-4/I-12/05 E - Elective 4 4.0 

25 Mobile Device Programming J-0702-4/I-12/06 E - Elective 4 4.0 

26 Web Design J-0702-4/I-12/07 E - Elective 4 4.0 

Table 6: Example of a qualification standard - Computer Technician (Croatia) 

  

                                                             
13 Croatian Agency for Vocational Education and Training (in Croatian only) http://e-kvalifikacije.asoo.hr/ 
14 Croatian Qualification Framework, CQF (Hrvatski kvalifikacijski okvir – HKO) 

http://e-kvalifikacije.asoo.hr/e-kvalifikacije/documents/314-SK-0702-12-01-42-12-01-1.pdf
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/pages/search/qualStandardSearch.xhtml
http://e-kvalifikacije.asoo.hr/
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3.3. National qualification standards and the principles of the EQF 
 
Elaboration of qualification standards are regularly country-specific, since all states are trying to 
develop a comprehensive and consistent national qualification framework for use in its territory and 
labor market. Nevertheless, when doing so, they often use comparable principles and have similar sets 
of goals they want to achieve, like clarity of the system, accessibility, mobility, acquisition and 
implementation of the evaluation of the learning outcomes, and awarding of qualifications within the 
institutional quality assurance procedures. 
 
In practice, this means that all qualifications are designed while using a common set of rules and 
methods to ensure they are portable and that job applicants, employers and educational institutions 
can understand them, so that the achievements of an individual or a group of individuals can be 
recognized. To ensure that these general objectives are achieved, it is necessary that the qualifications 
are designed in accordance with specific standards and guidelines. This will allow consistency, and 
qualifications will be comparable. National qualification standards and frameworks of EU countries are 
also designed to take into account the European standards, in order to enable holders of national 
qualifications to provide employers and educational institutions across the EU with a quick and easy 
proof of their competences and abilities. All EU countries are providing regular reports on the 
referencing of national qualifications frameworks (NQFs) to the EQF15. 
 

A qualifications framework is a formalized structure in which learning level descriptors and 
qualifications are used in order to understand learning outcomes. This allows the ability to develop, 
assess and improve quality education in a number of contexts. 

 
The free movement of people in Europe is one of the most important goals of the EU. However, the 
understanding and the recognition of diplomas and certificates issued in the different national 
education and training systems of the Member States of the EU is a challenge. For this reason, the EU 
developed a translation device to make national qualifications more readable in order to promote 
workers and students mobility and facilitate their lifelong learning and occupational mobility across 
Europe. This is the European Qualifications Framework (EQF)16 for lifelong learning. The EQF helps to 
compare national qualifications systems and enable comparisons and associations among them. The 
core of the EQF are eight common European reference levels:  
 

Level Knowledge Skills Responsibility and Autonomy 

 
In the context of EQF, 
knowledge is described as 
theoretical and/or factual. 

In the context of EQF, skills are 
described as cognitive (involving 
the use of logical, intuitive and 
creative thinking) and practical 
(involving manual dexterity and 
the use of methods, materials, 
tools and instruments). 

In the context of the EQF 
responsibility and autonomy is 
described as the ability of the 
learner to apply knowledge and 
skills autonomously and with 
responsibility. 

Level 1 
The 

learning 
outcomes 
relevant to 

Level 1  

Basic general knowledge. Basic skills required to carry out 
simple tasks. 

Work or study under direct 
supervision in a structured context. 

                                                             
15 https://ec.europa.eu/ploteus/en/referencing-reports-and-contacts 
16 European Qualifications Framework (EQF) online https://ec.europa.eu/ploteus  

https://ec.europa.eu/ploteus/en/referencing-reports-and-contacts
https://ec.europa.eu/ploteus


T h e  e - L e a d e r s h i p  C u r r i c u l a  M a n u a l | 17 

Level 2 
The 

learning 
outcomes 
relevant to 

Level 2  

Basic factual knowledge of 
a field of work or study. 

Basic cognitive and practical skills 
required to use relevant 
information in order to carry out 
tasks and to solve routine 
problems using simple rules and 
tools. 

Work or study under supervision 
with some autonomy. 

Level 3 
The 

learning 
outcomes 
relevant to 

Level 3  

Knowledge of facts, 
principles, processes and 
general concepts, in a field 
of work or study. 

A range of cognitive and practical 
skills required to accomplish 
tasks and solve problems by 
selecting and applying basic 
methods, tools, materials and 
information. 

Take responsibility for completion of 
tasks in work or study; adapt own 
behavior to circumstances in solving 
problems. 

Level 4 
The 

learning 
outcomes 
relevant to 

Level 4  

Factual and theoretical 
knowledge in broad 
contexts within a field of 
work or study. 

A range of cognitive and practical 
skills required to generate 
solutions to specific problems in 
a field of work or study. 

Exercise self-management within the 
guidelines of work or study contexts 
that are usually predictable, but are 
subject to change; supervise the 
routine work of others, taking some 
responsibility for the evaluation and 
improvement of work or study 
activities. 

Level 5 
The 

learning 
outcomes 
relevant to 

Level 5 

Comprehensive, 
specialized, factual and 
theoretical knowledge 
within a field of work or 
study and an awareness of 
the boundaries of that 
knowledge. 

A comprehensive range of 
cognitive and practical skills 
required to develop creative 
solutions to abstract problems. 

Exercise management and 
supervision in contexts of work or 
study activities where there is 
unpredictable change; review and 
develop performance of self and 
others. 

Level 6 
The 

learning 
outcomes 
relevant to 

Level 6  

Advanced knowledge of a 
field of work or study, 
involving a critical 
understanding of theories 
and principles. 

Advanced skills, demonstrating 
mastery and innovation, required 
to solve complex and 
unpredictable problems in a 
specialized field of work or study. 

Manage complex technical or 
professional activities or projects, 
taking responsibility for decision-
making in unpredictable work or 
study contexts; take responsibility 
for managing professional 
development of individuals and 
groups. 

Level 7 
The 

learning 
outcomes 
relevant to 

Level 7  

Highly specialized 
knowledge, some of which 
is at the forefront of 
knowledge in a field of 
work or study, as the basis 
for original thinking and/or 
research. 
Critical awareness of 
knowledge issues in a field 
and at the interface 
between different fields. 

Specialized problem-solving skills 
required in research and/or 
innovation in order to develop 
new knowledge and procedures 
and to integrate knowledge from 
different fields. 

Manage and transform work or 
study contexts that are complex, 
unpredictable and require new 
strategic approaches; take 
responsibility for contributing to 
professional knowledge and practice 
and/or for reviewing the strategic 
performance of teams. 

Level 8 
The 

learning 
outcomes 
relevant to 

Level 8  

Knowledge at the most 
advanced frontier of a field 
of work or study and at the 
interface between fields. 

The most advanced and 
specialized skills and techniques, 
including synthesis and 
evaluation, required to solve 
critical problems in research 
and/or innovation and to extend 
and redefine existing knowledge 
or professional practice. 

Demonstrate substantial authority, 
innovation, autonomy, scholarly and 
professional integrity and sustained 
commitment to the development of 
new ideas or processes at the 
forefront of work or study contexts 
including research. 

Table 7: EQF common reference levels 
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EQF eight common European reference levels are defined through learning outcomes in knowledge, 
skills and responsibility, as well as autonomy. This clarifies what a learner with a qualification related 
to the EQF level knows, understands and is able to do. This approach enables comparisons between 
all types and levels of qualifications, including qualifications from higher education, vocational training 
and general education, but also qualifications awarded by the commercial sector and international 
organizations. Level 1 presents the lowest level of proficiency, level 8 the highest. In principle, all 
possible ways of learning can lead to the learning outcomes at a particular level, including the learning 
taking place in non-formal and informal contexts. The EQF initiative is closely related to the 
qualifications framework for the European Higher Education Area (EHEA): the two frameworks are 
compatible, and their implementation is coordinated at both the national and the European level. 
 

3.2.1. Example C – Germany and Italy EQF Comparison 
 
EQF is also a translation tool that helps communication and comparison between qualifications 
systems in Europe. Learners, graduates, providers and employers can use this tool to understand and 
compare qualifications awarded in different countries and by different education and training systems. 
Here is a screenshot example of the comparison between higher-educational qualifications achieved 
in Italy and Germany:  
 

 
Figure 3: Example of comparison between EQF same level qualifications in Germany and Italy 

 

3.4. Designing e-leadership qualification standard 
 
Any design of an e-Leadership qualification standard has to address the concept of e-leadership and 
its current resonance with the business world and labor market. Therefore, the standard has to be 
comprised of a desired combination of conceptual, technical and social competences in the field of 
human, social and/or technical sciences. For example, it has to provide a well-balanced mixture of the 
basic postulates of economy and/or marketing by adding to them a significant business and technical 
component applied through IT systems and tools, complemented with a set of soft skills and 
knowledge in modern leadership theory and practice. 
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3.4.1. Designing e-leadership qualification content 
 
According to many different studies conducted in Europe, including the one sponsored by the 
European Commission and conducted by INSEAD Business School in collaboration with the Empirica 
and IDC Europe17, ICT experts spend less and less time executing ICT operational tasks, while the time 
spent working with entrepreneurs has drastically increased. On the other hand, entrepreneurs spend 
more time on ICT related tasks, and it continues to be expected from them to demonstrate specific 
business -related ICT competences. In addition, many graduates from the educational system lack the 
required combination of technical, business and interpersonal skills seen as a present day requirement 
for business activities related to dynamic business transformations affected by Digital Economy and 
The Fourth Industrial Revolution. As a result, a demand for significantly modified current qualification 
profiles or completely new occupations and qualifications are rising intensely in the EU labor market18. 
European Commission has concluded that there is a strong market need for the new type of digital 
entrepreneurship - e-leadership19.  
 
While traditional leadership is defined as “the accomplishment of a goal through the direction of 
human assistants“20, e-leadership is being defined as the ‘accomplishment of a goal that relies on ICT 
through the direction of human resources and uses of ICT’21. 
 
On the other hand, there is no unanimous definition of ICT. Today's concepts and methodologies 
associated with ICT are constantly changing. A simplest way is to describe ICT as the application of 
traditional and digital technology in order to obtain useful information for making business decisions. 
Thus, ICT covers any electronic product or service that will store, retrieve, process, send and receive 
data in digital form while ICT professional is a person who is competent to perform those tasks using 
ICT. In the business world, ICT is vaguely categorized into two groups with regard to technologies: 
traditional computer technologies and digital technologies. Traditional computer technologies include 
text processing, spreadsheet calculations, databases, software used for presentations and graphic 
design, etc. Digital technologies are related to digital communication technologies and include email, 
SMS, MMS, Chat & Instant Messaging, social media, etc. In terms of these definitions, ICT professionals 
are expected to obtain knowledge and practical use of all these technologies. 
 
Therefore, specific knowledge and skills that students should acquire through any e-leadership 
education program and for any specific occupation and qualification would have to include ICT and 
business organizations management. This set of competences are often represented in the shape of 
the letter T (T-shaped portfolio of skills) in order to highlight the synergy of the vertical set of ‘depth’ 
skills (e.g. ICT – technology savvy) and the horizontal set of ‘breadth’ skills (e.g. business savvy)22. The 
knowledge about and the mastery of both sets of skills, enables e-leaders to simultaneously act as 
business leaders and ICT leaders while at the same time demonstrate ability to ‘lead strategically’ (e-
leadership). 
 
  

                                                             
17 The e-Leadership Vision Project (2013). https://www.insead.edu/news/2013-e-leadership-vision-project 
18 e-Leadership Skills for Competitiveness and Innovation, 2013, research findings developed by: empirica, IDC and INSEAD 
for the European Commission, DG Enterprise and Industry.   
19 Strategic Policy Forum on Digital Entrepreneurship – Fueling Digital Entrepreneurship in Europe (2014, European 
Commission background paper). https://ec.europa.eu/growth/industry/policy/digital-transformation/strategic-policy-
forum-digital-entrepreneurship_en 
20 W.C.H. Prentice (1961), Understanding Leadership. Harvard Business Review, 2004: 102-3. 
21 E-Leadership - Skills for Competitiveness and Innovation (European Commission, DG Enterprise and Industry 2015). 
http://eskills-vision.eu/home.html 
22 https://en.wikipedia.org/wiki/T-shaped_skills 

https://www.insead.edu/news/2013-e-leadership-vision-project
https://ec.europa.eu/growth/industry/policy/digital-transformation/strategic-policy-forum-digital-entrepreneurship_en
https://ec.europa.eu/growth/industry/policy/digital-transformation/strategic-policy-forum-digital-entrepreneurship_en
http://eskills-vision.eu/home.html
https://en.wikipedia.org/wiki/T-shaped_skills
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Consequently, the knowledge and skills for an e-leadership qualification would have to include 
conceptual, technical and social competencies. Some of the possible descriptions of social skills may 
include: 
 

• entrepreneurial mindset: fast insight, response and mobilization despite uncertain 
circumstances and the ability to understand abstract, general ideas and their application in 
specific situations (making sense of a situation); 

• focus on strategic goals; 
• persistence and consistency in ideas, decisions and values; 
• capability of directing and motivating employees towards business goals; 
• innovation capacity; 
• networking: acquisition and cultivation of business contacts in order to create a network of 

contacts that help in the acquisition of important formal and informal information and 
enabling the spread of influence;  

• counseling and coaching; 
• communication and presentation skills. 

 
At the same time, for decision-making at the highest level of a company, some conceptual and 
technical knowledge and skills in assessing business opportunities can be critical for the organization 
to take advantage of new business models and opportunities for innovation. Here are possible 
descriptions for which organizations may increasingly rely on e-leaders in the future23: 
 

Activity Description of Activity 
Business development, sales 
and marketing 

Activities associated with entering new markets and developing new 
products and services  

Business process 
management 

Designing, redesigning, modeling, monitoring and optimization of business 
processes in order to increase competitiveness, productivity and 
competitiveness of businesses  

Project management 
Operational planning of projects, scheduling tasks, coordination of the 
execution of tasks, budget planning 

Global acquisition 
management  

Activities oriented towards procurement and management of external IT 
resources  

Organizational architecture 
Activities oriented towards ensuring technical and business requirements in 
order to achieve optimal alignment of data, applications and information 
systems with business  

Development and 
implementation of solutions 

Creating, testing, integration and implementation of software solutions 

Data management and 
information security 

Activities related to information management and their security 

Management of IT services 
delivery 

Activities related to management of service delivery systems, IT services 
system in general and ensuring that IT services, systems and assets of the 
organization are used in accordance with business needs.  

Table 8: Most important assignments of e-leaders in business 

As previously mentioned, e-leaders should possess combined competencies in the fields of business, 
ICT and leadership. Although it is expected for e-leaders to have a T-shaped portfolio of skills, the need 
for specific ‘vertical’ expertise is largely dependent on their responsibilities. Thus, for example, besides 
core marketing expertise, a ‘Marketing Director’ is expected to have basic knowledge and 
understanding of digital data analytics and technologies such as social media and practical knowledge 
of modeling consumer habits.   

                                                             
23 E-Leed Speed project focus groups questionaire (2018-2019). 
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On the other hand, ‘Chief Information Officers’ are expected to have not only practical knowledge of 
ICT systems but also the ability to identify and master interconnectivity of ICT, business processes and 
data. 
 
An e-leadership qualification should therefore require from students to acquire knowledge and skills 
necessary to perform these functions during the course of their studies. With ‘learning by doing’ on 
practical examples, students would become familiar with these tasks in order to get experience of 
dealing with practical problems they will be encounter in their future workplace. With the combination 
of knowledge and skills in business, ICT and strategic leadership should enable e-leaders to successfully 
identify, assess and exploit business opportunities in an innovative and efficient way. The aim of e-
leadership qualification is to provide people with knowledge and skills of ICT experts and business 
leaders, while making them capable of managing qualified personnel in any business sector or industry 
towards identifying and designing innovative business models and exploiting key business 
opportunities often enabled by ICT technologies. 

 

3.4.2. Designing e-leadership qualification structure 
 
Designing and elaborating qualification standards can be a complex process if we do not consider some 
basic questions about the qualification we want to design. Therefore, before starting the development 
process of the e-leadership qualification design, described in the following chapters of the Manual, it 
is advisable to create a kind of 'qualification summary'. This is not a formal document and will not be 
part of the final document used by educators and employers. The qualification summary is also not a 
formal document that will require someone’s approval. This will be an early phase of articulating initial 
ideas related to design of the new qualification. 
 
It is also challenging to approach the structure of a qualification without knowing what it could look 
like when completed, so a ‘summary’ gives us the opportunity to challenge ourselves with an 
understanding of what the final purpose of the qualification devised will be. By creating a qualification 
summary, we will get a clean draft of a future qualification and a tool that can be used to ask for the 
support of stakeholders before we include the necessary experts and other tangible resources required 
for the detailed final design of its content. 
 
A qualification summary starts from and relies on what skills and knowledge are related to a particular 
job, established in the occupational standards and its descriptions. The next step is the consideration 
of which specific qualification we would like to design - we may want to design a complex high-level 
knowledge-intensive qualification (e.g. ‘Chief Experience Officer’) or a simpler qualification focusing 
on only some required e-leadership skills (e.g. ‘Support Manager’). The nature of the qualification we 
want to design must be explained in the elaboration of the qualification, and very often comes out as 
a result of the industrial sector strategy.  
 
Such an approach will have to respect the following guidelines: 

 a qualification has to be focused on a specific key task, or group of related tasks that 
constitute an occupation;   

 a qualification has to reflect the skills required by the individual as a preparation for entering 
the labor market; 

 a qualification also has to prescribe practical skills and relevant knowledge;   

 a qualification has to enable vertical mobility towards other qualifications;   

 the qualification curriculum has to share both vocational and general educational outcomes. 
 

As a result of the elaboration of the qualification, the draft qualification structure will be drawn up, 
which will include all the aforementioned tasks.  
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Of course, we need to be sure to incorporate the element of flexibility into the qualification. We can 
achieve this by designing 'compulsory' and 'elective' learning units. At the stage of the qualification 
summary, we may not have an accurate idea of the qualification standard having stated units as 
'compulsory' or ‘elective’, but we may have an idea based on suggestions given in the design of the 
occupational standards. For example, it might be emphasized that an ICT ‘support manager’ must have 
both the knowledge and skills to assemble a personal computer structure. However, some employers 
may indicate that this is necessary only for some types of ‘support managers’. Therefore, in this case 
it is recommended that the knowledge and skills for the construction of the personal computer are 
defined as an elective or optional learning outcome unit. 
 
In short, the concept of qualification summary is to provide a roadmap for a possible layout of the 
qualification standard once its design is completed. Like any other plan, none of this is definitive. 
Designing a qualification standard can point to areas where a plan needs to be adjusted. The 
elaboration of the summary of the qualification will also help us to assess what resources we need. 
This will be particularly important if we find out that the e-leadership qualification standard we want 
to design is already created and referenced in some publicly available national or European 
qualification databases (e.g. ESCO). We strongly recommend you do the research before starting to 
develop an e-leadership qualification standard. 
 

3.4.3. Recognizing the breadth of e-leadership qualification standard 
 
In recognizing the breadth of qualification standard descriptors, we can start by trying to provide the 
answers to a couple of simple questions: 
 

QUESTION WHAT TO DO? 
What is the purpose of the qualification?  Will the qualification reflect all the skills needed for a particular job or 

just some? 

Should we emphasize the practical skills or 
knowledge, or a combination of the two?   

You may want to outline the qualification and associated units by 
emphasizing the importance of knowledge or practical skills as part of 
the content. 

What are the most important or most relevant 
skills/areas of knowledge within the 
occupational standard?   

Not everything will be equally meaningful. You may want to 
emphasize some areas of skills and knowledge more than others. 

Do some of the ' activities ' depend on where 
an individual works?   

This could lead to the design of 'elective' units of qualification. You 
should consider what skills and knowledge are needed as a strong 
basis for the qualification. 

Did you find some of the identified 'activities' 
very complex and employers challenging to 
teach them?   

This could suggest that the activity should be broken down into 
smaller components and should be covered by more than one 
qualification unit. 

Figure 4: Questions for identifying the breadth of an occupational standard 

 
The above questions are in no way comprehensive. It is important to remember that these questions 
help us to consider 'shape' of a qualification unit.  Many answers to this type of question can be 
provided within the 'summary of the qualification'. However, we should be able to quickly identify 
what the purpose of the qualification is, and consequently build up the structure of our unit of 
qualification. 
 
If we want to create a wide-ranging qualification, e.g. ‘e-leadership’ in general, it is proposed to 
establish a qualification based on a full range of activities related to 'Key Tasks' and 'Group of Tasks' as 
defined by the occupational standard.  Although these expressions are not linked to learning activities, 
they describe the types of activities that an individual must be able to perform in the workplace. 
Therefore, this information provides us with a major roadmap on how to get the learning outcomes 
done. 
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3.5. From 'Occupational Standards' to 'Qualification Standard Learning Outcomes' 
As mentioned earlier, the standard of occupation represents a very useful tool that helps us in 
designing a unit of qualification. At the beginning of the development process, we can use it to help 
recognize the structure of the units we want to design.  
 

3.5.1. Determining the size of the learning outcome units 
When the purpose of the qualification and the extent of the activities within a standard of occupation 
is found appropriate for the basis of the qualification content, the next stage will be to estimate the 
‘size’ of the learning outcomes units. This process starts with the descriptions in the earlier 
'qualification summary'. When we draw up a qualification summary, some areas are likely to focus on 
certain practical skills or areas of knowledge. To do this, we may help ourselves by designing a 
qualification standard form.  
 

COMPONENT EXPLANATION 
Code The code of a qualification should come from the national educational coding system 

Title 
There should be some general (national) guidelines for providing the name of the title and 
description of associated learning outcomes  

Type Compulsory or elective learning outcome 
Level Reference of a NQF level 

Volume ECTS or ECVET 

Objective/purpose of 
the Learning Outcomes 
Unit 

Description of prerequisites for the realization of this unit of learning outcomes 

Learning Outcomes  
(1-10) 

1. 
2. 
3. etc. 
Try to devise learning outcomes covering both knowledge and skills. However, it is possible to 
develop learning outcomes that relate only to knowledge or skills. 

The conditions in which 
competences are 
acquired  

Institutional and regulatory setup (formal, non-formal, informal) where education is carried 
out. 

Assessment and 
evaluation 

Includes appropriate qualification of evaluators (note: Those who carry out education do not 
have to be evaluators). 

Example of checking 
and evaluation 

Minimum achievements to be confirmed (proven) by evaluation. Specify one example for each 
learning outcome. 

Table 9: Sample of the qualification standard form – size of the learning outcome unit 

Learning outcomes require that we clearly and concretely specify what a student must be able to 
achieve in order to be considered 'competent' after the assessment. With this in mind, when 
considering the range of units we want to devise, the more units we wish to devise, the more learning 
outcomes we will use to describe the content. Each part of the ‘Learning Outcomes' unit within the 
standard of qualification, requires the design of groups containing between 5 and 10 learning 
outcomes, which will all be linked to the main title of the unit. 
 
An alternative approach to structuring the learning outcomes units can be through separation of 
requirements for 'knowledge' from requirements for 'practical skills'. This would result in a final 
qualification standard containing some units of knowledge-based learning outcomes and others 
focusing only on practical skills.  
 
Sometimes there may be very good reasons for devising units that are associated only with knowledge, 
for example, if there are specific legal areas relevant to the tasks as defined within the standard of 
qualification. The learning outcomes designed to reflect knowledge of the legal framework could be 
applied to every aspect of the work. Thus, instead of repeating the same learning outcomes in all other 
units of learning outcomes, potentially subject to an unnecessary double evaluation, it could help to 
devise one unit of learning outcomes based on knowledge. 
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3.5.2. Writing e-Leadership Qualification Standard Learning Outcomes Units 
 
'Learning outcomes' are defined as 'knowledge and skills correlated with autonomy and 
accountability'24.  
 
Principal Learning Outcomes Guidelines 
Learning outcomes should be written in such a way that a unit of outcomes is clearly connected with 
the attributed learning achievements leading to the educational credit points (ECTS or ECVET) at the 
appropriate level. As described earlier, the expected number of learning outcomes related to each unit 
of the learning outcomes are between 5 and 10. However, it is essential that learning outcomes reflect 
the range of content. For example, if a unit of a learning outcome within a qualification standard that 
focuses on the knowledge required to prepare profit and loss statements, it would not be appropriate 
to add a learning outcome that relates to the preparation of the salaries report. 
 
It is equally important that units are not so large as to present a challenge for a student to overcome. 
Very large and broad units do not favor flexible achievements and can create barriers. Units of learning 
outcomes should be of a volume ranging from 2 to 10 credit points. It is clear, therefore, that a balance 
is required between the size of the unit (given the range of content that we want to cover) and the 
level of detail we may be able to demonstrate with the learning outcomes. 
 
Key questions one should consider answering when writing learning outcomes are: 
 

 What does a student acquire?  Learning outcomes are key achievements that a student will be 
able to 'carry' and apply in other real life situations. When designing learning outcomes, an 
educator has to raise the question: ' What will students know, understand, or be able to do as 
the outcome of this learning experience? '. The answer should take the form of a series of 
statements that produce the results of the learning process. 

 Achievement, not the process. Learning outcomes must describe what students will achieve at 
the end of the learning experience, but not the process of learning or activities used to 
implement the learning process. When a unit of learning outcomes is shaped, it should be 
made useful in a range of different programs or standards of qualifications, in different 
contexts and with different target groups 

 How do the outcomes relate to each other?  Learning outcomes should form a logical group of 
statements that relate both to each other and to the title of the learning outcome units. They 
should also be at a level that corresponds to the level of the learning outcomes unit. Repeating 
or overlapping should also be avoided. These theoretical considerations should be put into the 
context of practice, and associated with the examples of learning outcome units. 

 
As an example, have a look at the specification of a learning outcome unit referring to the ‘web-page 
design’ and some standard inconsistencies occurring when designing learning outcomes:  

                                                             
24 European Center for the Development of Vocational Training (CEDEFOP). https://www.cedefop.europa.eu  

https://www.cedefop.europa.eu/
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TITLE OF THE UNIT LEARNING OUTCOMES (1-10)  

Web-page Design 

1. Detect how much money is available (budget) for making page  
2. Consider different types of software that can be used to create Web pages  
3. List the techniques used to create Web pages  
4. Talk to the client to determine its requirements  
5. Create a Web page design  
6. Know who deals with Web page design  
7. Request comments on Web page  
8. Know how to turn on computer 
9. Create logical files for storing documentation 

Table 10: Example of a unit of learning outcomes and specification - Web Page Design 

In this example, a number of common errors are presented when designing learning outcomes. Firstly, 
it seems that the learning outcomes are not logically arranged. For example, ‘knowing how to turn on 
computer' should be learnt before the Web page is produced. The second problematic area occurs in 
the context of the use of active verbs, more specifically in the case of Learning Outcome 2 the verb 'to 
consider'. At a first glance, it might be reasonable to use this word in the context of the activity. 
However, it is very difficult to foresee what could actually be evaluated as the result of someone's 
'contemplation' of something. A better verb would be 'to evaluate', suggesting that a logical process 
was followed and could result in a written document. The same applies to the learning outcome 1, 
where the verb ‘detect' is used. That is a vague expression and should be replaced by 'identify' or the 
entire learning outcome should be reformulated to determine the available budget for the 
development of a web page.  
 
The inappropriate use of active verbs also refers to a number of other learning outcomes. For example, 
the Learning Outcome 4 reads as 'Talking with a client'. We need to consider here what we want to 
evaluate in this activity. We want you to see that a student can talk to a customer or focus on 
determining the customer's needs. Therefore, the active verb and the next learning outcome should 
be 'to determine the client's needs regarding the web page'. In addition, the verb "know", that appears 
in the outcomes 6 and 8, is not measurable and it is not recommended to use it. The Learning Outcome 
1 illustrates another problem in the measuring of this unit, namely the problem of including the 
outcome of learning that is beyond the scope of the unit name. Most of the learning outcome units 
seem to focus on the technical aspects of designing a webpage. It should therefore be questioned 
whether the knowledge of the budget is applicable to this context. Such a learning outcome would be 
more appropriate or a high level of qualification and/or should be included in another unit of learning 
outcomes, that involves financial issues. 
 
Specific e-Leadership Learning Outcomes Guidelines 
In contrast to educational goals, qualification standard learning outcomes are directly connected to 
the learning outcomes of the individual courses (bellow referenced in the Learning Outcomes and 
Courses Matrix). The learning outcomes are not only an aspiration of the educational institution, but 
they also represent scientific knowledge and educational achievement accomplished by students upon 
the completion of the program and recognized by employers in the labor market. The educational 
program and its courses therefore may set a difference between the minimum and the preferred 
learning outcomes. Every student who successfully completes the program may accomplish the 
minimum learning outcomes. On the other hand, only excellent students will be able to achieve the 
preferred learning outcomes. Individual preferred learning outcomes differ from minimum learning 
outcomes only at the level of capability that a student has reached, but not in the field of knowledge 
or skills defined by the learning outcome. A diploma/certificate supplement may provide details of the 
extent to which students have mastered a particular learning outcome at the level of each course. 
The e-leadership qualification standards learning outcomes may also differentiate between general 
and specific learning outcomes. 
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Here is the example of general learning outcomes: 
 

Upon successful completion of the program students will be able to: 

General e-Leadership Learning Outcomes 
Competence 

Group25 
1. Evaluate internal structure and operation of companies ranging in size from small to 

multinational. 
1 

2. Evaluate relationships between the organization, market and economic environment and 
the impact of business decisions on relevant stakeholders inside and outside the company. 

2 

3. Compare, integrate and apply business tools and techniques to solve complex business 
problems and make important business decisions relying on the knowledge of key business 
functions (accounting, economics, finances, information systems, marketing, strategic 
management). 

4 

4. Self-evaluate micro-social and organizational (leadership) skills necessary for a lifelong 
successful career. 

5 

5. Critically evaluate and articulate their views, showing the art of executive management of 
complex business systems in accordance with ethical and legal standards. 

7 

6. Recommend activities related to entering new markets and developing new products and 
services. 

6 

7. Support activities related to conducting business analysis, designing / redesigning business 
processes and the change in management. 

6 

8. Evaluate activities directed at successful completion of programs and projects. 3 

9. Justify activities related to procurement and management of external IT resources. 7 

10. Evaluate activities aimed at providing environments in which data, applications and 
systems are integrated and standardized in a way to support operations. 

3 

11. Identify activities related to development, testing, integration and implementation of 
software solutions. 

6 

12. Anticipate activities related to data / information management and information system 
security. 

3 

13. Argue opinions on activities related to management and delivery of information services, 
systems and assets with the purpose of supporting business functions. 

6 

14. Evaluate concepts, processes and institutions in production and marketing of goods and / 
or services and financing of business enterprises or other forms of organizations. 

1 

15. Select the strategy of applying accounting applications, quantitative methods and 
information system and program management. 

7 

16. Evaluate behavior, human resources and interpersonal communication within the 
organization. 

5 

17. Anticipate management problems at the operational and strategic level. 7 

18. Support innovative initiatives at macroeconomic and microeconomic level. 7 

19. Evaluate methods of business research. 2 

20. Establish the impact of environment on the organization, including legal systems and 
demographics as well as ethical, social and technological changes. 

1 

21. Support change management and the ability to respond to changes. 5 

22. Critically evaluate business policies and strategies. 3 

23. Self-evaluate leadership skills in entrepreneurship. 7 

24. Critically evaluate the impact of sustainability, ethics and risk management in business 
decisions and results. 

7 

25. Evaluate creativity, entrepreneurship, innovation, e-business and knowledge 
management. 

5 

26. Evaluate international dimensions of businesses - political risks, current regionalization 
processes, emerging markets, global governance and globalization processes. 

1 

Table 11: Example of a Qualification Standards General e-Leadership Learning Outcomes 

                                                             
25Competence Groups are set according to the NQF methodology of the Croatian Qualifications Framework CQF) and are 
equal to the EQF. 
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Here is an example of specific e-leadership learning outcomes. As you will notice, specific learning 
outcomes point to the specific courses within the program: 
 

Upon successful completion of the program students will be able to: 

Specific e-Leadership Learning Outcomes Course 
Competence 

Group 
1. Evaluate principles of business management that affect profitability 1 1 

2. Critically evaluate the impact of government on economic developments 1 3 
3. Justify and argue vision, mission and strategic objectives of the company 2 6 
4. Evaluate key competences and strengths of companies 2 1 

5. Review basic skills and tools for the analysis of operations and other specific 
activities of the organization (marketing, finances, etc.).   

3 4 

6. Compare strengths and weaknesses of different strategies and techniques 
with regard to the type of industry and globally operating environment in 
which the organization operates. 

3 4 

7. Evaluate how capital markets can affect the economy 4 2 
8. Recommend ways to address financial aspects of complex business 

problems 
4 6 

9. Argue opinions based on own assessment of relevant information collected 5 6 
10. Critically evaluate the impact of biases and mental shortcuts in logical and 

objective judgment 
5 5 

11. Select the strategic concept of marketing mix and target market based on 
the analysis of market opportunities 

6 6 

12. Rank different marketing strategies based on market research and review 
strategic marketing guidelines in companies 

6 6 

13. Evaluate financial status of the company in terms of fundamental concepts 
and principles of financial reporting and management accounting 

7 3 

14. Argumentatively evaluate qualitative financial information 7 6 
15. Evaluate basic concepts of quantitative modeling, data collection, 

measurement scales and sampling in terms of their applicability and 
usefulness in business analyses 

8 2 

16. Choose and interpret basic measures of central tendency and dispersion in 
terms of the applicability and usefulness of quantitative methods for 
different types of business problems 

8 2 

17. Choose a suitable concept of effective project management while 
considering the ever-changing environment of the project 

9 6 

18. Recommend a strategy for managing projects and choose tools and 
techniques for different areas of knowledge that make up PMI's definition 
of project management discipline 

9 4 

19. Critically evaluate latest research related to corporate entrepreneurship 
and innovation and analyze successful cases in this field 

10 3 

20. Evaluate industry dynamics and factors of development of successful 
innovation 

10 1 

21. Review identified business idea in accordance with basic concepts of 
innovation and innovation process management within the company 

11 3 

22. Argue the link between the concepts of innovation management, 
entrepreneurship, economics, marketing and organization 

11 2 

23. Evaluate maturity of core business processes at the organizational and 
process level 

12 2 

24. Measure the effectiveness of business processes 12 2 
25. Evaluate and analyze the impact of IT / IS on organization, individuals within 

the organization and business processes 
13 3 

26. Select models and frameworks for analyzing the impact of IS / IT on 
organizational issues, strategy, tactics and operational approach to 
managing IT resources 

13 6 

27. Predict the impact of regulatory provisions and regulations related to 
information security in business enterprises 

14 3 
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28. Rank risks associated with information security based on qualitative risk 
analysis 

14 2 

29. Critically evaluate service portfolios of companies on the basis of 
compliance with life cycle of services and ITIL principles and creation and 
delivery of value 

15 6 

30. Evaluate adequacy of IT service providers in accordance with best practices 
and ITIL service management framework 

15 6 

31. Recommend functions, models, methods and programs for effective 
management of human resources 

16 5 

32. Evaluate stages of planning, recruitment, selection, preparation and 
deployment of human resources 

16 5 

33. Compare concepts and tools critical to the development and introduction 
of new products 

17 4 

34. Argue strategic opportunities for developing new products 17 7 
Table 12: Example of a Qualification Standards Specific e-Leadership Learning Outcomes 

 
Comparison between e-Leadership Learning Outcomes, e-CF, EQF and NQF 
European e-Competence Framework is an integral part of the long-term plan of the European Union 
related to e-skills named "e-Skills for the 21st Century", which was supported by the European 
Commission and Council of Ministers, as well as the "Grand Coalition for Digital Jobs" established by 
the European Commission in March 2013. As we already noted, European e-Competence Framework 
3.0 provides a multi-dimensional approach to referencing 40 competences applicable in the ICT. The 
aim was to offer a common framework for competences, skills and ability levels for the European area. 
As such, it complies with the European Qualifications Framework (EQF). Educational institutions, 
among others, may use this framework to compare and position their correlated educational 
programs, including e-leadership. 
 
Although levels of competences within the e-CF 3.0 do not directly correspond to the EQF and NQF 
levels, because it is a framework of competences rather than qualifications, references can still be 
derived. This e.g. means that the Level 3 of competences within the e-CF corresponds to the Level 6 of 
EQF and the CQF and therefore to the level of undergraduate studies. In addition, the Level 4 of e-CF 
corresponds to the Level 7 of EQF and CQF, or the level of graduate studies. The following table shows 
the description of the competences associated with the previously referenced e-leadership general 
and specific learning outcomes and its comparisons with the e-CF, EQF and CQF levels.  
 

Name European e-Competence Framework 3.0 (e-CF) 
EQF 
level 

CQF 
level 

 
A.1. 
IS and Business 
Strategy 
Alignment 

Level 4 
Leads the development and implementation of innovative and long-
term IS solution 

7 7 

Level 5 
Provides strategic leadership in order to achieve consensus and 
commitment of management 

8 8 

 
A.7. 
Technology 
Trend Monitoring 

Level 4 
Based on a spectrum of specialist knowledge of new and emerging 
technologies, combined with a deep understanding of businesses, 
predicts and articulates future solutions and provides professional 
guidance and advice to support strategic decision-making. 

7 7 

Level 5 
Makes strategic decisions, provides and articulates IT business 
processes focused on the customer, new products and services. 

8 8 

A.9. 
Innovating 

Level 4 
Demonstrates independence, aware of the need for integration of 
different concepts for providing unique solutions 

7 7 
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Level 5 
Avoids status quo and strategically leads the introduction of 
revolutionary concepts. 

8 8 

D.1. 
Information 
Security Strategy 
Development 

Level 4 
Introduces and encourages the use of standards and best practices 

7 7 

Level 5 
Introduces information security in the organization's culture 

8 8 

D.2. 
ICT Quality 
Strategy 
Development) 

Level 4 
Approves and encourages the use of standards and best practices 

7 7 

Level 5 
Introduces metrics and continuous quality improvement in the 
organization’s culture 

8 8 

E.9. IS 
Governance 

Level 4 
Strategically manages the information system by communicating and 
controlling relevant processes of the entire infrastructure 

7 7 

Level 5 
Aligns information system management with organizational 
management strategy. Adjusts management strategy while taking into 
account considerable legal, political, economic, business, 
technological and environmental circumstances. 

8 8 

Table 13: Comparison between the e-leadership qualification standard LOs and e-CF, EQF and CQF 

Therefore, it is clear that the above listed e-leadership qualification standard general and specific 
learning outcomes correspond with the Levels 4 and/or 5 of e-CF, and with Levels 7 and/or 8 of EQF 
and CQF.  
 
Additionally, the CQF divides learning outcomes in four basic category groups of competencies 
(Knowledge, Skills, Autonomy and Responsibility), and by using appropriate verbs (Factual, Theoretic, 
Cognitive, Psycho-motoric and Social), assign them to the appropriate levels in order to ensure 
international comparison, EQF in particular. The above-described e-leadership qualification standard 
is identified with a specialized graduate study program and with the EQF and CQF Level 7. Therefore, 
the qualification standard learning outcomes at the level of this educational program comply with the 
stipulated levels of EQF, and its structure is analyzed in the following table: 
 

No. Groups of competences e-Leadership 

Knowledge 

1. Factual 1, 14, 20, 26, 27, 30, 46 

2. Theoretic 2, 19, 33, 41, 42, 48, 49, 50, 54 

Skills 

3. Cognitive 10, 12, 22, 28, 39, 45, 47, 51, 53, 

4. Psycho-motoric 3, 31, 32, 44, 59 

5. Social 4, 16, 21, 25, 36, 57, 58 

Autonomy 6, 7, 8, 11, 13, 29, 34, 35, 37, 38, 40, 43, 52, 55, 56 

Responsibility 5, 9, 15, 17, 18, 23, 24, 60 

Table 14: Display of e-leadership competences according to the CQF methodology 
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Qualification Standard Learning Outcomes and Courses Matrix  
Qualification standard learning outcomes at the level of the educational program must be cascaded 
according to the learning outcomes at the level of individual program courses. This is to ensure they 
are verifiable and that they can truly guarantee employers, students and the public that a student has 
achieved all the anticipated and stated competencies. Since each course in this e-leadership master 
program has between 4 and 9 minimum and preferred learning outcomes, the following table (matrix) 
shows basic relations between the learning outcomes at the study program level and individual 
courses, while individual courses show correlation with all learning outcomes at the level of courses 
and at the program level. 
 
This e-leadership study program would also like to make students more aware of the opportunities for 
further education and professional development by training them for personal growth and motivating 
them to constantly push the boundaries of knowledge in information technology. To achieve this 
competitive advantage, the proposed study program offers a wide range of international comparisons 
and compliance indicators in business management and information and communication technologies 
with different e-leadership initiatives, programs and curricula, including the following ones:  
 

 Indiana University, Kelley School of Business (partner institution), MBA objectives and 
program criteria26 

 EU e-Leadership initiative framework set of activities27 

 AMBA Criteria for accreditation of MBA study programs28 

 EQF/CQF/e-CF compliant specific (professional) learning outcomes. 
 
 
  

                                                             
26Full-Time MBA Program Learning Goals, Kelley School of Business, Indiana University, 
http://kelley.iu.edu/ICWEB/Assurance/ProgramLearningGoals/Bloomington/page25259.html  
27 e-Leadership Skills for Competitiveness and Innovation, Research findings developed by Empirica, IDC and INSEAD, 
prepared for the European Commission DG Enterprise and Industry, 
http://ec.europa.eu/enterprise/sectors/ict/files/eskills/insead_eleadership_en.pdf  
28 Criteria for the Accreditation of MBA Programs Association of Masters in Business Administration, London, 

https://www.associationofmbas.com/  

http://kelley.iu.edu/ICWEB/Assurance/ProgramLearningGoals/Bloomington/page25259.html
http://ec.europa.eu/enterprise/sectors/ict/files/eskills/insead_eleadership_en.pdf
https://www.associationofmbas.com/
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Table 15: Example of e-leadership matrix of learning outcomes and courses 
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3.5.3. Designing assessment criteria 
 
The purpose of the 'assessment criteria' is to provide a clear view on the type of the assessment to be 
applied and to ensure that the evaluator/teacher reliably determines whether the student has 
achieved the learning outcome. The evaluation criteria therefore represent a very important part of a 
learning outcomes unit and clearly informs the teacher of what is to be achieved. 
 
Each assessment criterion must be linked only to the relevant learning outcome. Therefore, eight 
learning outcomes require eight evaluation criteria. It is also important to have only one assessment 
criterion for each learning outcome. Each of the assessment criteria should:  

 determine the standard expected to be sufficient to prove that it has achieved a 
corresponding learning outcome;   

 be associated with an individual learning outcome, using a language that is consistent with 
that outcome;   

 be sufficiently detailed to support a reliable, valid and consistent judgement that a learning 
outcome has been achieved, without creating a burden for the students or teachers. 

 
When the criteria for the evaluation are made in this way, this leaves a lot of room for the use of a 
larger number of different methods for evaluation. Traditionally, the assessments are done through 
essays, exams and other written tasks. These methods are particularly appropriate for situations in 
which the understanding of theoretical concepts is determined, i.e. history. However, when it comes 
to vocational or professional subjects, further methods of evaluation should be considered.  
 

Monitoring of students’ work 
Class 
attendance 

3% 
Class 
participation 

  
Seminar 
paper 

7% 
Experimental 
work 

Class 
attendance 

Written 
exam 

90% Oral exam  Essay   Research 
Written 
exam 

Project   
Continuous 
assessment 

 Presentation   
Practical 
work 

Project 

Portfolio   Homework  
Preparation 
for exercises 

   Portfolio 

Figure 5: Example of different methods of evaluation 

The advantage of this multi-method approach is greater precision when evaluating students. For 
example, with students learning to design software, it would make sense to observe students while 
designing software. It is a very effective way of proving knowledge and ability. Similarly, if we wanted 
the same student to show knowledge of the way in which to place a software product on the market, 
(instead of asking them to write an essay on the subject), a better and more measurable way of 
evaluation would be to ask the student to create a marketing plan for the product. Moreover, this 
evaluation method means that the evaluation itself becomes a useful base for learning, because the 
students are asked to do something that they may actually be asked to do in real life.  
 

Criterion Maximum points 

Class participation  3 

Seminar paper 7 
3 mid-exams or exam at the end of the course  90 

TOTAL 100 
Figure 6: Example of the final assessment criteria and evaluation 
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The table below shows examples of evaluation methods that could be applied in the context of the 
three different criteria for evaluation development: 
 

ASSESSMENT CRITERIA APPROPRIATE METHODS COMMENTS 
Problem solving and 
creating plans 

Working on a case study involving 
scenarios 

These methods of assessment 
allow student to focus on the 
specific problem(s) and require a 
logical way to reach a solution.  
They also require students to 
devise some kind of activity that 
could be either observed in action 
or examined in the written form. 

Conducting group work with the aim of 
solving problems 

Solving a work-related problem  

Preparing a report that includes problem 
solving recommendations 

Designing a project plan 

Self-management and 
self-development 

Keeping a diary of the personal 
development plan 

These evaluation criteria focus on 
the reflection of student's own 
performance as part of a group 
activity. 

Design of the personal training plan  

Implementation of group work in which 
student is expected to manage a team 

Self-assessment of the student during 
group work activities 

Communication Written presentation These evaluation methods are 
focused on the challenge that is 
posed on students, to 
communicate or present their 
ideas to fellow students or 
customers in an appropriate way.  
Role-playing can also be effectively 
applied. 

Speech representation to 
colleagues/groups or team members 

Structured discussion on a specific issue 

Production of written materials – letters 
to customers, electronic mail to 
suppliers, etc. 

Table 16: Example of evaluation methods for a number of assessment criteria 

As the methods described above suggest, there are great possibilities for choosing the appropriate 
ways for assessing and grading students. When designing the assessment criteria, we must carefully 
consider what we want a student to demonstrate. Is it something to do with knowledge or practical 
skills? The range of assessment methods that you can consider will depend on the nature of occupation 
to which qualifications or individual learning outcomes are related. For example, by designing a 
qualification for a ‘dental assistant’, the focus will probably be on practical skills, with a strong 
emphasis on technical knowledge regarding oral hygiene, dentistry basics etc. and finally some aspects 
of communication with clients and other collaborators. In any case, when designing evaluation criteria, 
we need to be sure that they are directly related to a specific learning outcome. 
 

3.5.4. Attributing credit score values to learning outcomes 
 
One of the most important features of a qualification framework is the measurement of credit funds 
achieved. As described in the earlier sections, the global economy requires individuals to have a far 
greater flexibility regarding the skills they acquire through life, in order to respond to changes in the 
labor market. The qualifications that are designed and developed today, should serve well in the year 
to come, an individual employed by different businesses and in a very diverse economic activity from 
the qualification originally acquired.  
 
To ensure that one can easily move from one economic sector to another, from one business activity 
to another, we must ensure the transferability of the skills and knowledge acquired.  
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This is achieved by allocation of ‘value’ expressed by 'credit points' to each individual learning outcome 
unit. The value of each learning outcome unit can then be used in any future qualification. 
 
Credit points represent a currency for the knowledge, skills and competences that can be used and 
transmitted elsewhere, like money. However, for this value-based system to work, the learning 
outcomes units have to be attributed in a consistent manner to the corresponding credit score, so that 
different skills can be effectively compared. EU has several common instruments helping individuals in 
transfer, recognition and accumulation of their assessed learning outcomes, either to achieve a 
qualification or to obtain a lifelong learning recognition. European credit points (ECTS or ECVET) 
therefore can be transferred to other EU countries using joint mechanisms within the EQF, which links 
all the national qualifications frameworks using the credit score concept. This factor also underlines 
how important it is to ensure consistency in the different methodologies for granting credit points, in 
order to ensure the comparability of their values among European countries. 
 
In order to develop a precise model of the credit points’ allocation, it is assumed that a specific number 
of student "learning hours" is required to develop certain skills or to get acquainted with some area of 
knowledge. This would be best done through the curriculum design. However, since the formal 
qualification is transferable, credit points must be attributed to each qualification outcome of learning, 
by which the total value of credit points is attributed to the entire qualification. This will allow students 
to transfer credit points to other qualifications in the future, in the form of either a complete 
qualification or some of its components. 
 
To determine the number of credit points, we must first calculate the amount of time an average 
student requires to achieve a certain learning outcome. Educators familiar with the subject of teaching 
could best do this. The total time needed will include the lecturing time (contact hours), the time a 
student spends in self-learning, and the time it takes to assess the outcomes. It is best to break each 
learning outcome unit within the qualification standard into individual learning outcomes in order to 
acquire the right amount of time. When learning hours are determined for each individual learning 
outcome, the total time is summarized in order to obtain the number of learning hours for the unit of 
learning outcomes. To obtain the final number of credit points per unit, the total number of required 
hours should be divided by 25. For example, if all learning outcomes in a unit require 150 hours of 
learning, the value of the attributed credit score will be 6 ECTS or ECVET. 
 
To illustrate the steps in the entire process of assigning credit points and the process of verifying 
whether there is enough time available within the curriculum, here is a simple procedure to follow 
with key steps and decisions to be adopted: 

1. Qualification standard completed with learning outcomes and associated evaluation and 
assessment criteria; 

2. Experienced educators determine the time it takes to achieve each individual outcome of 
learning and associated assessment criteria, broken into number of contact hours and self-
learning; 

3. Calculation of the number of learning hours required for each learning outcomes unit. The sum 
is then divided by 25 to obtain the number of credit points for each unit within the qualification 
standard; 

4. Grouping of individual learning outcomes to obtain educational modules and/or courses; 
5. Totaling the number of learning hours needed for each learning outcome unit in a 

module/course; 
6. Entering the number of learning hours into the teaching plan inside of the curriculum form. 
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Finally, after the credit points have all been allocated and the learning outcomes are appropriately 
linked with the educational courses, and the learning outcomes units with teaching courses, the 
resulting values can be recorded into the curriculum.  
 
We will describe this more thoroughly in the following chapter of this Manual. This process may seem 
lengthy and complex. However, this process is also essential for a student who wants to show the value 
of their qualifications to an employer or to another educational institution, and to an instructor who 
prepares for and plans classes for the student groups. Therefore, enough time should be devoted to 
planning of the qualification standard development process.  
 

3.6. Conclusions 
 
In this chapter of the Manual, we dealt with concepts and practical aspects of designing e-leadership 
qualification standards. We examined the most important elements of the process and looked at some 
of the illustrative general and specific examples again. It is important to understand that qualification 
standards are very dependent on the national legal framework. The existing European EQF and e-CF 
frameworks and tools may be of significant value and support when going through that process. We 
also dealt with how we can design and implement a project of development of e-leadership 
qualification standards and we saw whom we can engage with in the work and how we can maximize 
their contributions and contacts. 
 
Again, the entire process of working out the qualification standard can be demanding and long lasting. 
However, the basic principles are very simple - qualification standards are a description of the 
minimum requirements necessary to perform work of a particular occupation successfully and safely. 
These minimum requirements may include specific job-related work experience, education, medical 
or physical standards, training, security, and/or licensure. The qualifications coming out of these 
standards should be flexible and transferable, allowing an individual to move through a career from 
one job to the other, from sector to sector, from country to country. Therefore, the determination and 
the quality in preparing the qualification will be awarded over the time. 
 
Qualification standards are the basis for the development of the e-leadership curricula. If we create 
them carefully and cautiously, the qualification that emerge from them will contain the right 
description of the knowledge and skills needed for a successful career and employment. 
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4. Development of e-Leadership Curricula 

4.1. Goals 
 
The aim of this section of the Manual is to describe the process of an e-leadership curricula design, 
development from the academic or vocational qualification standards point of view. The specific 
objectives of this section are:  
 

 to clarify the role of curricula development in the context of qualifications;   

 to describe the standard content of curricula;   

 to serve as a guide that contains examples of good practice as a roadmap for those who would 
like to design similar curricula;   

 to provide practical advice to those in the business of curricular development and design. 
 

4.2. What is a Curriculum? 
 
The term curriculum is used often in the world of education, and we could therefore assume that its 
meaning is clear to almost everyone. The term curriculum is used as a synonym for a document that 
determines what, how and when teachers/educators have to provide to students and how they are 
going to assess them. In addition, the term curriculum may determine the ‘depth’ of the teaching 
subject and/or how much effort and time is to be spent on different educational topics. Both 
descriptions and the meanings of the term are the correct ones. In an education environment, curricula 
should perform all the specified functions. However, not surprisingly, many definitions of curriculum 
are dependent on historical circumstances, pedagogical approaches and/or national contexts.29  
 
Without going into details, and from the curriculum design perspective, the curriculum has another 
very important function. It should be seen as a tool for ensuring consistency in how all educators in all 
educational institutions teach a particular educational subject. Therefore, in this context, the 
curriculum is a document with a far more important role than the pure instructions supporting 
students and educators in delivering education. The curriculum itself has to be perceived as one of the 
key factors in ensuring the quality of education.  
 
In the previous chapters of this Manual, we described the processes of designing occupational 
standards and qualification standards. These two documents are of the utmost importance, as we can 
ensure that the achievements of students before their first employment are in line with the 
requirements of employers, and that students receive what they need to successfully progress in their 
careers or continue with the education. In other words, these documents determine the norms that 
need to be met. However, they do not say how these norms can be achieved, i.e. what a student must 
learn in order to be able to "achieve" learning outcomes from the standards of qualification 
perspective.  
 
From this perspective, curriculum is seen as a systematic process, in which the elements are inputs, 
outputs, processes and feedbacks collected through the curriculum development process. Since a 
curriculum is a structured series of intended learning outcomes, results of instruction, and therefore 
not a system, it may still be viewed as the output of a ‘curriculum-development system’ and as an input 

                                                             
29 Rule, I.A.C. (1973) in the A philosophical inquiry into the meaning(s) of curriculum, PhD thesis at New York University, 
identified 119 definitions of the term and there have been several additions to this list since then. 
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into an ’instructional system’30. Therefore, a curriculum is a facilitator between two ‘systems’ as shown 
in this figure: 

 
Figure 7: Curriculum as an output of one system and an input of another (Source: Johnson, 1967) 

The role of a curriculum is to define this ‘facilitation’ and therefore is a very valuable and useful 
document that will be used by all stakeholders involved. However, the curriculum will also become the 
main guide and handbook for the implementation of the particular qualification educational program. 
Therefore, we prefer the following definition of a curriculum: 
 

A curriculum is a normative document (or a collection of documents) setting the framework for 
planning learning experiences. Depending on the country, the type of education and training, and the 
institution, curricula may define, among other, learning outcomes, objectives, contents, place and 
duration of learning, teaching and assessment methods to a greater or to a lesser extent.31 

 
This definition of a curriculum is well-elaborated and presented in the following figure: 
 

 
Figure 8: Definition of curriculum and learning program (Source: CEDEFOP) 

                                                             
30 Johnson, Mauritz Jr (1967). Definitions and models in curriculum theory. Educational Theory. Vol. 17, No 2, p. 127-140. 
31 Learning outcomes approaches in VET curricula – A comparative analyses of nine European countries, European Centre 
for the Development of Vocational Training (CEDEFOP, 2010). 
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Coming out of this definition of the scope of a curriculum, and depending on how broadly educators 
define or employ the term, a curriculum as an ‘output’ typically refers to the knowledge and skills 
students are expected to learn, which may include:  
 

 the learning standards or learning objectives they are expected to meet;  

 the units and lessons that teachers teach;  

 the assignments and projects given to students;  

 the books, materials, videos, presentations, and readings used in a course; and 

 the tests, assessments, and other methods used to evaluate student learning.  
 
An individual teacher’s curriculum, for example, would be a reference to the specific learning 
standards, lessons, assignments, and materials used to organize and teach a particular course. 
 

4.2.1. Example A – Simple High School Curriculum 
 
Here is an example of a simple High School Curriculum design32: 

 

Figure 9: Example of a simple High School Curriculum (Source: The Art of Education) 

 

  

                                                             
32 https://theartofeducation.edu 

https://theartofeducation.edu/
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4.2.2. Example B – e-Leadership MBA Curriculum 
 
Here is an excerpt from the more specific e-Leadership Master Program Curriculum structure design33: 
 

 
Figure 10: Example of e-Leadership Master Program curriculum structure (Source: Algebra) 

 

4.3. Curriculum Design 
 

4.3.1. Where to start? 
 
Taking into account the aforementioned weight and importance of the curriculum, the process of its 
development may seem quite demanding and consuming. It is true that without an appropriate 
organization, the job of designing curricula can be both complex and frustrating. On the other hand, if 
we take a well-structured and organized approach, our product will be useful and easy to create. To 
help you navigate through that process and to ensure consistency between different elements of e-
leadership qualification, we suggest using a simplified form. The following chapters of the Manual 
provide an exhaustive analysis of this form, including instructions for filling in each section and 
collecting relevant information.  
 
However, before we dedicate ourselves to the work, it is necessary to take time to become aware of 
some general issues that constitute preconditions for a good curriculum design. 
 

Get to know the qualification. In some cases, people working on the curriculum have worked 
to design e-leadership occupational standards and/or standards for a new qualification. In 
other cases, these people will continue to work where others have left off or may become 
members of a team that is creating a new curriculum. Whatever the case, it is extremely 
important to familiarize yourself with the content of the qualification standard.  

                                                             
33 https://www.algebra.hr/mba/ 

https://www.algebra.hr/mba/
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At a basic level, it would mean reading each unit of learning outcomes in the qualification 
standard and learning outcomes as well as the criteria for assessment. This will enable you to 
understand the main aim of the e-leadership qualification. For example, are learning outcomes 
focusing primarily on the practical skills or are more focused on the theoretical knowledge. 
Then, it will be visible if some of the units of learning outcomes point to the general 
educational outcomes, e.g. communication skills, presentation skills, etc. or to some 
specialized ones. 
 
Getting to know the level of qualification. To familiarize ourselves further with the aim of the 
qualification, we should study the level of e-leadership qualification and its description. Each 
qualification level in the EQF contains a description of the type of knowledge and skills 
associated with that level. Though these descriptions are not related to a specific case, they 
provide a clear picture of the type of skills, knowledge and abilities that an individual should 
acquire at the end of the educational program to get a certain qualification. The following is 
an example of quantifiable indicators (descriptors) for Level 1 of EQF: 

 

Le
ve

l 1
 

KNOWLEDGE SKILLS  
FACTUAL THEORETICAL COGNITIVE PSYCHOMOTORIC SOCIAL AUTONOMY RESPONSIBILITY 

Remembe
ring the 
general 
facts 

Remembering 
general 
theoretical 
knowledge 

Simple specific 
logical thinking 
(required for 
the execution 
of simple 
contextual 
tasks) in known 
conditions 

Performing simple 
routine 
movements in 
familiar 
conditions 

Realization of 
general rules 
of conduct in 
known 
conditions 

Execution of 
simple tasks 
under direct 
professional 
and permanent 
leadership in 
known 
conditions 

Taking 
responsibility for 
performing 
simple tasks in 
familiar 
conditions 
 
 
 
 
  

 

Figure 11: Example of qualification descriptors for EQF Level 1 

The descriptors specified above will help determine the types of learning activities for 
students. For example, it is clear that the curriculum for Level 4 qualifications will require 
balanced combination of knowledge and skills. In terms of knowledge, the student will have to 
develop the ability to analyze individual facts (names for the equipment used, knowledge of 
specific computations and equations). Similarly, a student will have to learn to perform 
complex tasks independently. It is therefore clear that variations in the curriculum will need to 
be introduced to enable the development of such competences.  
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l 4
 

KNOWLEDGE SKILLS  

FACTUAL THEORETICAL COGNITIVE PSYCHOMOTORIC SOCIAL AUTONOMY RESPONSIBILITY 

Analyzing 
facts within 
an area of 
work or 
learning 

Analyzing 
theoretical 
knowledge 
within the 
field of work 
or learning 

Simple abstract 
logical thinking 
(required to 
select and 
apply relevant 
information in 
the execution 
of a set of 
complex 
specific tasks) 
in variable 
conditions 

Performance of 
complex 
movements and 
complex use of 
methods, 
instruments, tools 
and materials (in 
the execution of a 
set of complex 
specific tasks) in 
variable 
conditions 

Achieving 
complex 
communicati
on and 
cooperation 
in the group 
in variable 
conditions 

Execution of 
complex tasks 
and adapting 
one’s own 
behavior within 
the given 
guidelines in 
changing 
conditions 

Taking partial 
responsibility 
for the 
evaluation 
and 
improvement 
of activities in 
changing 
conditions 
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Figure 12:  Example of qualification descriptors for EQF Level 4 

In this example of descriptors, measurable indicators of the qualifications level 4 represent a 
completely different challenge for a potential student. If you compare the examples of levels 
1 and 4, the differences are clear. At level 1, students are to "remember general facts". At level 
4, the indicator reads: "Analyzing facts…". The difference between two levels is obvious.   
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When creating curricula, it is important to understand the level of 'challenge', described by the 
appropriate measurable indicator of the level of qualification you are working on. 
 
Learn about students’ abilities. Anyone who has worked as a high school teacher probably 
knows something general about the children at their school; i.e. what their social and cognitive 
abilities are, especially in the early stages of education. A good understanding of the ability of 
prospective students will help determine the volume of teaching for the curriculum design. For 
example, when making a curriculum for the e-leadership qualification, should we assume that 
students have already learned how to use standard business productivity software tools (e.g. 
Office) or that they have no experience in this area at all? Supposing that students do not know 
how to use these tools will mean that the curriculum must start from quite a basic level. 
 
Talk to education experts familiar with the subject. The conversation with education experts 
will play an important role in the curriculum design. In the earlier stages of the process of the 
development of qualifications, as described in the previous chapters of the Manual, it is 
extremely important to collaborate with employers and representatives of a particular 
industry. When creating a curriculum, it is equally important to collaborate with education 
experts and educators of appropriate qualifications and experiences, so their valuable 
knowledge and experience can be utilized in producing truly applicable curriculum content. 
 
Think about the types of activities performed within a curriculum. Before starting to work on 
a curriculum design form, it is necessary to rethink the larger units of content that will be 
included in the curriculum. During the examination of the standards of qualification, a clear 
picture of how someone can learn to develop the necessary skills and knowledge will hopefully 
be created. This image may refer to many different and interesting teaching activities, like 
workshops, seminars, role-plays, competitions etc., or the ways in which the learning process 
can begin and be exercised. The learning outcome units, of course, tell us what students should 
all know after the completion of the learning process. Therefore, the initial activities within a 
curriculum should be based on the development of the basic, fundamental skills of the e-
leadership profession. 
 
Consult the legal framework. The production of vocational, professional or academic e-
leadership curricula is subject to many different national legal regulations and varies from 
country to country. In order to ensure full compliance with the law, we recommend consulting 
or organizing workshops with legal experts to understand those regulations properly and help 
to draw up a simple regulatory map concerning the process of the curriculum design. 
Understanding the laws in the area of labor, vocational training, lifelong learning and higher 
education would be of particular importance. 
 

4.3.2. Curriculum Design Form 
 
As was the case with the other stages in the process of qualification standard design, we should create 
a simple form for curriculum design as well in order to ensure consistency between the structure and 
the content of the curricula with all other qualifications. When all relevant parts of the form are 
fulfilled, the final version of the document will become a tool that will help professional educators to 
implement the program for the e-leadership related qualification.  
 
To make the curriculum applicable, it is very important that all information entered into the form is 
clear and easy to understand for everyone who is going to use it. It is also important that the 
information presented does not allow misinterpretations, otherwise the consistency in teaching would 
be lost.  
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In addition, it should be taken into account that the educators will often consult only the curriculum 
document, regardless of the standard of the qualification itself. It is therefore essential that the 
curriculum incorporates the entire content of the e-leadership qualification and reflects its purpose. 
 
Here is a typical structure of the curriculum form: 
 

1. General Information - this section specifies basic formal information about the program, the 
objectives of the curriculum and the specific conditions and criteria for enrollment;   

2. Curriculum Program and Plan - this is the core of the curriculum content, enlisting the teaching 
courses, modules and classes, and their timeline;   

3. Learning Environment – describes the profile of the institution carrying out the curriculum and 
comparisons with the other study programs carried out by the other institutions;   

4. Educators and Associates – reference of the educational institution personnel, tutors, trainers, 
instructors or lecturers, required for the implementation of each course or module within the 
curriculum;  

5. Conditions and Resources – this section provides information about minimal institutional and 
functional conditions and resources necessary for the execution of the curriculum; 

6. Document References - details about when and who has approved, accepted or accredited 
the proposal of the curriculum. 

 
We will now analyze each of these curriculum form chapters in more detail. 
 

4.3.2.1. General Information 
 
The first section of the form requires a definition of the basic elements for the curriculum. This includes 
the formal information about the institution and the curriculum, i.e. name, type, level and duration of 
the program. Here is an example from e-Leadership MBA curriculum: 
 

e-LEADERSHIP MBA 

Holder/Contractor 
Algebra University College – University College for Applied Computer Engineering  
Ilica 242, 10000 Zagreb 

Type Specialized professional graduate study program 

Level 2. Specialized professional graduate study program 

Area 5. Social Sciences 

Field 5.01. Economics 

Branch 5.01.08 Business Informatics 

Duration 2 years (4 semesters) 

Credits 120 ECTS 

Title Professional Master of e-Leadership, MBA 

Table 17: Example of e-Leadership Curriculum General Information – Basics (Source: Algebra) 

A very important part of the curriculum General Information section is also the listing of the core 
curriculum objectives.  
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This may be presented and specified the way it is in this example: 
 

e-LEADERSHIP MBA CURRICULUM OBJECTIVES 
1. Develop students' ability to critically think and evaluate when implementing complex theories, 

concepts, methods and practices in the wider context of e-Leadership. 

2. Provide critical and innovative approach to solving problems while using theoretical and practical 
knowledge necessary for daily work as well as for creativity and innovation in business 
management. 

3. Apply, critically analyze and evaluate adequate methodology through existing (and new) solutions 
and practices in the field of e-Leadership. 

4. Critically reflect and evaluate the meaning and implications of e-Leadership. 

5. Enable students to select options, judge and derive all that is necessary to solve complex problems 
in the field of business and management by selecting and analyzing knowledge from different e-
Leadership fields. 

6. Develop the understanding of mutual influence between technology, multimedia content, 
psychology, social and business environment and apply interdisciplinary knowledge in 
unpredictable conditions. 

7. Provide knowledge to students, that will not only ensure understanding of the current situation in 
the field of e–Leadership, but also direct them towards innovative and creative thinking 

8. Provide students with necessary autonomy and responsibility and instill the importance of respect 
and use of business and professional standards. 

9. Give students knowledge and skills for preparation and management of complex business 
processes using technology and managing teams of people. 

10. Give students knowledge and skills to manage complex communication processes in businesses. 

11. Make students aware and motivated for further learning and professional development, prepare 
them for personal development and motivate them to permanently expand frontiers of 
knowledge in the field of e-Leadership. 

Table 18: Example of the Curriculum General Information – Objectives (Source: Algebra) 

Finally, it is also quite important for the curriculum General Information section to define in a clear 
manner the conditions of enrollment for students or trainees. Here is an example from the:  
 

e-LEADERSHIP MBA CONDITIONS FOR ENROLMENT 
Admission to the specialized professional graduate study program "e-Leadership MBA" is open to all 
applicants who have previously completed: 

A) undergraduate professional study program in the field of social, natural or technical sciences and 
acquired 180 or more ECTS credits; 

B) undergraduate university study program in the field of social, natural or technical sciences and 
acquired 180 or more ECTS credits; 

C) educational program shorter than three years and have acquired a professional title equalized with 
the relevant professional title of Bachelor (baccalaureus) in a particular field of study.  

Admission is also possible for candidates who have already completed: 

D) specialized professional graduate study program in the field of social, natural or technical sciences 
and acquired 300 or more ECTS credits.; 

E) graduate university study program in the field of social, natural or technical sciences and acquired 
300 or more ECTS credits.  

Transfer of students enrolled in other specialized professional or graduate university study programs will be 
allowed in accordance with the Law, University College Statute as well as the ECTS credit system. Additional 
distinctive courses that may need to be taken by the student will be determined accordingly. 

An additional requirement for admission is the well-spoken and written command of the English language, 
which will have to be proven through the admission exam or through relevant certificates. 

Table 19: Example of the e-Leadership Curriculum Conditions for Enrolment (Source: Algebra) 
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4.3.2.2. Curriculum Program and Teaching Plan 
 
The second section is the largest and most complex part of the curriculum form. This section details the 
content of the program in general and the basic teaching plan for each module/course specifically. These 
information educators will use when preparing for the teaching or training. 
 
To display the content of the program in general we will have to use a complex table. The role of the table 
is to recap the duration time for each module/course and the distribution of the number of teaching hours 
(workload) required for each subject, relative to sequence, volume and structure of the teaching within the 
curriculum.  Because this is a summary, some other parts of the form will have to be filled in before going 
into this one. Nevertheless, we will come back to this part of the form later. 

 

 
 

Table 20: Display of the e-Leadership curriculum Program content in general (Source: Algebra) 
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Educational Program 
We have previously explored possible ways of designing different curricular courses or "modules", 
using the learning outcomes units as a basis. We found out that some modules within the curricula 
should be primary, e.g. positioned at the beginning of the program, while some others can be 
"elective", ‘optional’ or ‘non-compulsory’ modules. This is where having a qualification summary and 
the standard of qualification can be helpful at the first instance. Regardless of that, whether a module 
is compulsory, elective or optional, the approach to the elaboration of its content is the same in all 
cases. 
 
Some important program information must be specified for each module: 
 

Module name - should be brief, descriptive and clear. Names of the relevant units of learning 
outcomes should serve as a reference. The name should be simple enough to make its content 
clear to both students and instructors. 
 
Learning outcomes - this section should list the units of learning outcomes from the 
qualification standards that will be processed through that module. This may be only one unit 
of learning outcomes or, more likely, a number of different learning outcomes. 
 
How to learn - here you can provide instructions for educators or students regarding the entire 
module. This may concern certain practical activities or approaches in teaching, e.g. 
predominantly group or independent (individual) work. 
 
Objectives of the module - here it is necessary to include a clear description of what the 
module aims to achieve with students. To be as clear as possible, we advise using plain 
terminology, for example: "Develop basic knowledge about e-leadership". This indicates that 
a student will be using knowledge as the basis for further work. To validate the module's 
objectives, you may ask some experienced instructors to reflect on them before making them 
final. 

 
Description of the module - the description contains the additional elaboration of the module 
objectives and more details about the module content in general. Recommendation is to make 
this description motivational to potential students, emphasizing the importance of the module 
and its subjects. It is also necessary to emphasize the links with other modules, perhaps 
through a description of its practical nature and social and economic usefulness. 

 
Teaching topics and plan – in this part of the form we should elaborate in more detail on the 
key teaching topics aiming at achieving learning outcomes. Here we will have to describe how 
the content is going to be executed, specify the number of hours required for learning a 
particular subject, the number of classes and associated credit points that are acquired upon 
completion of the module. Therefore, the compiled information for each module will be 
systematically and compatibly specified, collected in one place, and used to complement the 
entire curriculum presented. 
 
Methods and forms of learning - different learning methods are available and should be 
specified in this part of the form. It is very important that the owner of the curriculum is aware 
of how methods and forms of learning (e.g. lectures, seminars, workshops, exercises, fieldwork 
etc.) can affect the success of the module. Advice is to encourage educators to design teaching 
activities that would be diverse, motivating and stimulating for learning. Special emphasis 
should be given to activities that encourage learners to work in groups, develop problem-
solving skills and develop confidence to apply practical skills. 
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Elements and forms of monitoring and evaluation - evaluation methods are closely linked to 
the previous section and should be made appropriately in regard to the methods and forms of 
learning. There are many different evaluation methods available: observing the execution of 
practical tasks, accomplishments of the project tasks, write-offs or essay writing, oral report, 
presentations, written or oral exam, etc. However, people designing a curriculum should be 
educated about different types and examples of evaluation. It is important that these elements 
and forms reflect upon the objectives and correspond with the content of the evaluation. 
 
Literature – there are two elements in the literature. One is intended for the needs of 
instructors themselves and other for the students. In the traditional sense, the ‘literature’ 
refers to the list of useful readings and books. However, in today's multimedia era, a lot of 
useful information and content is available online through the expert publications and internet 
portals. Therefore, a list of relevant textbooks, journals and internet pages should be carefully 
selected focusing on the maturity of students addressed. Make sure the on-line content links 
are regularly updated. 

 
This structure of program information elements required to elaborate content of each module in the 
entire educational program represents a solid ground for designing a particular course/module 
syllabus by the designated instructor. A sample of an e-leadership course syllabus can be found in the 
Appendices chapter of this Manual (Appendix 6.4). 
 
Final Thesis 
When designing individual modules, the emphasis is on dividing and separating individual learning 
outcomes and the related methods of evaluation in different subjects in relation to the entire 
curriculum. This helps us to understand the proper teaching structure and it also helps vocational 
teachers to see exactly what they should be looking for when preparing for the classes and assessing 
student activities. 
 
However, a certain profession does not materialize through successfully overcoming a series of 
individual modules and subjects themselves. Students must learn to combine different skills and fields 
of knowledge in a number of different situations at work. They also need to learn how to solve 
problems and, most importantly, apply solutions. In this sense, the final thesis represents one of the 
most important, if not the most important step in their educational development. 
 
The final thesis thus aims to enable the evaluation of a student’s ability in a whole range of areas 
covered during the entire program. The final thesis must be sufficiently demanding and comprehensive 
to justify the qualification level assigned to the program. Therefore, the content, structure, volume 
and design of the final thesis should be regulated, either through specific internal bylaws, rules and 
instructions, or by some other public regulation. 
 
Teaching Plan 
As we have already said, the teaching plan is a summarized display of the key data showing how 
different components of the curriculum can be arranged within one academic year or an instruction 
period. Now when the content of each module is elaborated, all other parts of the curriculum form 
can also be finalized. This includes the list of all modules (courses) and the corresponding number of 
teaching hours, indicating whether they refer to the theoretical and conceptual content, exercises or 
practical classes. The form also provides the space for the value of credit points allocated to each 
module or courses taught. 
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4.3.2.3. Learning Environment 
 
This section analyzes the academic and educational profile of the institution carrying out the 
curriculum (brief history, current activities and its development strategy) and compares it with the 
study programs carried out by other educational institutions. This information is important and shows 
how well an institution is prepared for the curriculum design and its implementation relative to the 
other already existing educational offerings in the given territory (country, region, city, etc.). It also 
analyzes the current demand on the market for the curriculum occupation. Here you may also 
encompass broader (EU), international (foreign) and other e-leadership program study offerings and 
its experiences. 
 

4.3.2.4. Educators and Associates 
 
In this section of the form, it is necessary to set criteria for the qualifications of educators whose classes 
will follow the curriculum.  A good balance of business, technology and ‘soft skill’ competences is 
expected, but also a right blend of academic and ‘hands-on’ real life experiences. When doing a 
revision of the existing qualification, such criteria has probably already been met, since educators who 
are teaching the courses within the program were involved in the process of updating the qualification. 
However, for new e-leadership qualifications that are either completely new or related to new sectors 
and competences, detailed specification of qualifications that educators have to provide, should be 
developed. 
 

4.3.2.5. Conditions and Resources 
 
The implementation of e-leadership curricula requires students to have available not only educational 
material, space and classrooms for interactive learning but also some sophisticated equipment. The 
equipment can be very diverse, from personal computers and related computer equipment to the 
network and Internet infrastructure, complex software applications and tools. Institutions preparing 
for implementation of the new program have to be advised on time about the minimum volume and 
the type of equipment and materials necessary for the program implementation according to the 
highest standards. Therefore, this section of the form has to specify the type, structure and amount of 
equipment that students will be using or that have to be available for the evaluation of their 
competences. In addition, this is where students will have to be advised on what type of personal 
equipment (PC, tablet, smartphone) they will be expected to bring in to the classes. 
 

4.3.2.6. Document References 
 
The last section of the form provides a place for a list of official codes and tags related to the 
curriculum. The relevant educational authority, ministry and/or agency will provide most of this 
information. Very often, the final version of the curriculum document will be completed with this 
information only after the institution gets the final approval of the qualification. 
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4.3.3. Conclusions 
 
At a first glance, the content of the e-leadership curriculum may seem overwhelming, even confusing. 
However, the content is logical and structured in a way that coincides with standard of occupation and 
standard of qualification and other supporting ' tools ' of the new e-leadership qualification. 
 
The curriculum design and development are not tasks for one person. While it may be true that only 
one person draws up the document, designing the content must be the result of a teamwork. There 
should be individuals who either have personal experience in teaching the most critical courses of the 
program or enough real-life and hands-on practice in understanding the nature of the skills and 
knowledge required, very often representing potential or interested employers. 
 
Members of the team must continuously evaluate the program and ensure that the content is clear, 
reasonably demanding and realistic for all those who are going to use it. Likewise, it must not be 
forgotten that the curriculum document is intended to assist instructors in designing the program 
delivery and provide students with a realistic learning experience, required level of consistency and 
achievements for the successful application of knowledge in the workplace. 



T h e  e - L e a d e r s h i p  C u r r i c u l a  M a n u a l | 49 

5. Conclusions 

We sincerely hope the purpose of this publication has been fulfilled in the context of providing an 
introduction into the process of e-leadership curriculum design and development. It is clear that the 
process may be demanding and time-consuming when started from scratch, but the final result 
achieved through the process should be rewarding for both those involved in the design and 
development, as well for those who will be benefiting from it in the labor market. 
 
As we have said, whether the e-leadership curriculum aims at formal or non-formal education, 
academic or vocational titles, or just informal skills required by someone in everyday life, it has to be 
a structured process involving many different stakeholders and parties. That process starts with 
planning and development of the e-leadership occupational standards, then continues through 
development of standards of qualifications, ultimately leading to the creation of the e-leadership 
curricula and educational resources and tools for supporting the creation of the new e-leadership 
qualification. Manual content and structure were designed to follow this process. 
 
The regulatory framework, established practices and collected experiences vary significantly from 
country to country, from educational system to educational system, but the EU provides very solid 
guidelines, frameworks and tools that should be explored and utilized when in this endeavor. This e-
Lead Speed project, e-Leadership Trainer Accelerator funded through EU Erasmus+ program, aspires 
to contributing to it.  
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6. Appendices 

6.1. High-Tech Leadership Skills for Europe (excerpt)34 

 

 

                                                             
34 Towards an Agenda for 2020 and Beyond - High-Tech Leadership Skills for Europe (2017, EC Final Report). http://eskills-
scale.eu/fileadmin/eskills_scale/all_final_deliverables/scale_e-leadership_agenda_final.pdf 

http://eskills-scale.eu/fileadmin/eskills_scale/all_final_deliverables/scale_e-leadership_agenda_final.pdf
http://eskills-scale.eu/fileadmin/eskills_scale/all_final_deliverables/scale_e-leadership_agenda_final.pdf
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6.2. Occupational Standards Checklist 
 
This checklist was designed to help working teams in developing e-Leadership Occupational Standards 
(e-LOS). It contains a number of questions that should be taken into consideration by the project team 
members before and during the development of the new occupational standard. In addition, these 
criteria can be applied when auditing already existing occupational standards.  
 
The checklist consists of two main sections representing the different phases of development of the e-
LOS, which are: 
 

A) the process before development or revision of e-LOS - the process includes the 
identification of the need for the e-LOS, finding adequate evidence of data sources and the 
evidence of the involvement of employers and other stakeholders in the different phases 
of the eLOS development; 

B) through the development of e-LOS - the process involves determining the appropriate 
structure of the form, language and design of e-LOS. 

 

Sector:   ICT 

Occupational Standard:   e-Leadership 

Date:  

 

A) Before development or revision of e-LOS 

CRITERIA YES/NO COMMENTS 
Is it clearly established for which occupation 
(or family of occupations) this standard is 
developed? 

 

 

Is the purpose of the occupation clear and 
concise? 
(must be understandable to employers, but 
also to other stakeholders) 

 

 

Is the occupation clearly described?  
(it must be understandable to employers, but 
also to other stakeholders) 

 

 

Have the representatives of employers been 
involved and participated in the process 
before and during the development of the 
standard? 

 

 

Have other stakeholders participated in the 
process before and during work? If yes, which 
ones? 

 

 

Are the other data sources used during the 
work? If yes, which ones? 
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B) Through the development of e-LOS 

CRITERIA YES/NO COMMENTS 
Was the prescribed form used in the 
development of the e-LOS?  

 

Were structure or elements and names in the 
form revised when designing the e-LOS?  

 

Are all the fields in the form filled out correctly? 
 

 

Are the key tasks concise and clearly defined? 
 

 

Are the key tasks defined more for business or 
for educational activities?  

 

Do the key tasks reflect:  

 New trends in employment (e.g. small 
businesses versus large companies);  

 The use of new technologies and working 
methods;  

 The breadth of professions or just one narrow 
professional area? 

 

 

Are the key tasks allocated in the appropriate 
group of tasks?  

 

Are the activities laid out concisely and are the 
broad declarations listed?  

 

Language is concise, with active verbs and 
objectives?  

 

Are the listed usual/desirable work attitudes and 
behavioral patterns clearly, concisely and 
realistically described? (It must be transparent 
for employers, but also for other stakeholders – 
e.g. students, instructors, partners and others) 

 

 

Are in the prospects of the occupation the 
continuation of education and career 
developments taken into consideration? 

 
 

Are the other occupations with which this 
occupation often and closely cooperate, clearly 
defined? 

 
 

Are there any health risks associated with the 
occupation, that have to be clearly and concisely 
emphasized? 

 
 

Are the typical working environment and working 
conditions realistically and concisely showcased?  

 

Are all occupation reference data entered? 
 

 

Is the language of the entire document clear and 
does not constitute an obstacle to 
understanding? 

 
 

Are there any grammar or spelling errors in the 
text?  
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6.3. Qualification Standards Checklist 
 
This checklist was designed to help working teams in developing e-leadership qualification standards 
(e-LQS). It contains a number of questions that should be taken into account by the project team 
members before and during the development of new standards of qualification. In addition, these 
criteria can be applied when revising existing qualification standards. 
 
The checklist consists of two main sections representing the different phases of development of the e-
LQS, which are: 
 

A) process before development or revision of e-LQS - the process includes identifying the 
need for the e-LQS, finding adequate evidence of data sources and the evidence of the 
involvement of employers and other stakeholders in the different phases of the eLQS 
development; 

B) through the development of e-LQS - the process involves determining the appropriate 
structure of the form, language and design of e-LQS. 

 

Sector:   ICT 

Qualification Standard:   e-Leadership 

Date:  

 

A) Before development or revision of e-LQS 

CRITERIA YES/NO COMMENTS 
Is it clearly established for which qualification (or 
family of occupations) this standard is 
developed? 

 
 

Have the representatives of employers been 
involved and participated in the process before 
and during the development of the standard? 

 
 

Have the representatives of vocational education 
been involved and participated in the process 
before and during the development of the 
standard? 

 

 

Have the representatives of higher education 
been involved and participated in the process 
before and during the development of the 
standard? 

 

 

Are the other data sources used during the 
work? If yes, which ones?  

 

Before the creation of e-LQS, was a summary of 
the qualification developed with names of 
Learning Outcomes Units (LOUs) and a brief 
description of the content of these outcomes? 

 

 

Is summary of the qualification including LOUs 
related to your industry, economic sector or 
subsector? Are LOUs related to a particular 
occupation (or family of occupations)? Are LOUs 
related to some generic competences, which 
may be applicable in different economic sectors 
(e.g. telecommunication, entrepreneurship, 
construction, etc.)? 
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B) Through the development of eLQS 

CRITERIA YES/NO COMMENTS 
Was the prescribed form used in the 
development of the e-LQS? 

 

 

Were structure or elements and names in the 
form revised when designing the e-LQS? 

 

 

Are all the fields in the form filled out correctly? 

 

 

Are the basic properties of qualifications clearly 
and accurately determined, according to the 
national and EU qualification frameworks? 

 

 

Are the Learning Outcomes Units (OLUs) clearly 
defined and do they include general education 
units, vocational units, compulsory and elective 
units and final thesis? 

 

 

Does each OLU have its own level and credit 
point? 

 

 

Does the name of an OLU differ from other OLUs 
in the similar or different qualifications, in the 
same or in other sectors? 

 

 

Is the aim/purpose of an OLU clearly stated and 
described by short, simple expressions that 
employees, students and educators  
(including those new to the profession and/or 
those coming from the institutional education 
providers) could understand? 

 

 

Were 5-10 learning outcomes listed for each 
LOU? 

 

 

Do learning outcomes begin with an active and 
precise verb, and do they correlate with the 
referred content? 

 

 

Do learning outcomes include the conditions in 
which the activity takes place (the conditions of 
independence, the temporal and spatial 
limitations of the performance of those activities, 
as well as the corresponding responsibility)? 

 

 

Is a unique verb used for one learning outcome 
(except in cases where it deliberately seeks to 
highlight the complexity of specific learning 
outcomes)? 

 

 



T h e  e - L e a d e r s h i p  C u r r i c u l a  M a n u a l | 60 

Is the statement of a learning outcome written in 
a clear and easy way that will be understandable 
to the general public and not just to experts? 

 

 

Do undetectable verbs appear, i.e. the ones that 
should not be used? (e.g. to be qualified; be 
capable; have knowledge; have basic knowledge; 
have a strong sense of; learn to master; to qualify 
for, to awaken, etc.) 

 

 

Are the clear and concise minimum 
achievements defined, the ones that can be 
confirmed (proven) by the evaluation? 

 

 

Are the examples of assessment and evaluation 
written in clear, simple, intelligible language 
without the possibility of a dual interpretation? 

 

 

Do the examples of assessment and evaluation 
contain the balance between knowledge, 
application of knowledge and skills? 

 

 

Is there an example of assessment and 
evaluation defined for each of the learning 
outcomes? 

 

 

Do the conditions for getting the qualification 
reflect all levels of the pre-acquired 
qualifications? 

 

 

Does the description of the feasibility of 
introducing the qualification contain accurate 
and up-to-date data of the labor market demand 
and the needs of individuals and society, 
including the need for continued education? 

 

 

Is  role of the qualification described having in 
mind the continuation of education, the exit to 
the labor market and other relevant information 
(e.g. international standards, legal frameworks, 
etc.)? 

 

 

Are all qualification reference data entered? 

 

 

Is the language of the entire document clear and 
does not constitute an obstacle to 
understanding? 

 

 

Are there grammar or spelling errors in the text? 
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6.4. e-Leadership MBA Syllabus – Critical Thinking and Creativity 
 

Course Syllabus 
 

GENERAL INFORMATION 

Lecturer  Robert Kopal Mail: robert.kopal@algebra.hr  

Assistant Darija Korkut Mail: darijak38@gmail.com  

Module Title  Critical Thinking and Creativity Tag: 2018-12506 - CTC 2019 

Study Program  Specialized professional graduate study program "e-Leadership MBA" 

Status  Compulsory 

Year / Semester / Group 2019-2020 / 3 / MBA3 

Number of Credits  6 ECTS 

Mode and Volume  60 hours (Lectures 40 + Exercise 0 + Seminar 20) 

 
1. MODULE DESCRIPTION 

 1.1. Objectives 

Enable students to apply basic principles of critical thinking in order to reduce the impact of irrational and 
subjective reasoning, biases, fallacies and heuristics in reasoning and business decision-making. Enable 
students to develop reasoning and problem-solving skills necessary for resolving complex business problems.  
 
Enable students to apply creative analytical techniques in order to raise the level of their creativity and 
innovativeness in resolving business problems and making decisions. Strengthen their ability to apply 
structured analytical techniques in resolving business problems and making business decisions. 

1.2. Description and Pre-requisites for Enrolment 

Are students and business executives’ objective, rational decision-makers who will appropriately use the 
analytical tools they learned in their MBA program? Although we hope so, a growing body of research confirms 
something that personal experience suggests, which is that a lot of the time most of us are neither particularly 
rational nor particularly objective.  

The research shows that we tend to have a poor understanding of logic and the basic principles of probability 
necessary for good decision-making, and that our reasoning tends to be flawed in predictable ways which 
reflect the influence of fallacies, biases, and mental shortcuts. It also shows that we tend to be overconfident 
in our own levels of knowledge and reasoning ability, and that we tend to have a poor awareness of our own 
reasoning processes.  

In Judgment in Managerial Decision Making, Max Bazerman says that in order to improve our decision-making, 
we need: A vision of what a rational decision-making process looks like (to give us a “yardstick” against which 
to measure our own processes). Knowledge of the pitfalls to which all human reasoning is subject, so that we 
can “unfreeze” our uncritical and biased thought patterns. A willingness to practice thinking critically so that 
we “refreeze” our thinking in unbiased ways. This module is designed to provide you with such a vision. 

There are no formal pre-requisites for students enrolled to this module. 

1.3. Expected Learning Outcomes 

UNITS S18: Critical Thinking S19: Creativity 

LO 
MINIMUM LEARNING OUTCOMES DESIRED LEARNING OUTCOMES 

Successful student will be able to: Successful student should be able to: 

S18/LO
1 

Evaluate the impact of biases and mental 
shortcuts in logical and objective reasoning.  

Evaluate types of biases in problem analysis. 

https://www.algebra.hr/mba/faculty/robert-kopal/
https://www.algebra.hr/mba/faculty/darija-korkut/
mailto:darijak38@gmail.com
https://www.algebra.hr/mba/mbaprogram/program-content-and-structure/critical-thinking-and-creativity/module/a/18-11506/
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S19/LO
2 

Recommend adequately structured technique 
to solve certain business problems or as 
support in a decision-making process.  

Critically evaluate advantages and 
shortcomings of a selected structured 
technique in resolving business problems and 
making decisions.  

S19/LO
3 

Recommend a large number of alternative 
solutions to solve business problems.  

Critically evaluate different tools and 
techniques of creative thinking for finding 
unconventional solutions to business 
problems.  

S18/LO
4 

Identify basic principles of critical thinking.  
 

Argue an opinion on key issues and problems, 
recognizing and evaluating their implications, 
underlying assumptions and possible 
consequences.  

S18/LO
5 

Compare different types of logical reasoning. Compare different kinds of syllogisms when 
practically solving logical problems.  

 

1.4. Content and Schedule 

WEEK 1 

Friday, October 18 

 
17-21:00  

Lecture topics: 
L1: Cognitive Limitations: Heuristics and Biases.  
L2: Cultural and Organizational Biases  
L3: Cognitive Bias. 

Reading 
 

Saturday, October 19 

 
09-13:00  

Lecture topics: 
L4: Problem-solving techniques: Probability. 
L5: Problem-solving techniques: Utility.  
L6: Problem-solving techniques: Weighted Ranking. 

Reading 

 

13-14:00  Lunch Break   

14-16:00 
L7: Problem-solving techniques: Advanced Utility 
L8: Problem-solving techniques: Network Analysis 

Reading 

 

16-18:00 
L9: Problem-solving techniques: Social Network Analysis 

L10: Problem-solving techniques: Social Physics 

Reading 

 

Sunday, October 20 

09-12:30  
Lecture topics: 
L11: Analysis of Competing Hypotheses 

Reading  

12.30-14  Short Test: Learning Outcomes 1-2 First weekend material 

 
WEEK 2 

Friday, October 25 

 
17-21:00  

Lecture topics: 
L12: Creative thinking techniques: Creative Blocks. 

L13: Creative thinking techniques: Innovation Engine.  

L14: Creative thinking techniques: False Faces. 

Reading 
 

Saturday, October 26 

 
09-12:30  

Lecture topics: 
L15: Creative thinking techniques: 6 Thinking Hats.  
L16: Creative thinking techniques: Structured Brainstorming 

Reading 

 

12:30-
13:30  

Lunch Break   
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13:30-
17:00 

Lecture topics: 
L17: Logic and Reasoning: Argument 
L18: Logic and Reasoning: Types of Reasoning 
L19: Critical thinking skills (Paul-Elder method).  

Reading 

 

17-18:00 Short Test: Learning Outcomes 4-5 

Second weekend 

material on Critical 

Thinking 

Sunday, October 27 

09-12:00  
L20: Creative thinking techniques: Scenario Analysis and Indicators. 
L21: Creative thinking techniques: Quadrant Crunching. 
Review of the course learnings using a Case Study 

 

12-14:00  Final Exam: Learning Outcome 3 
Second weekend 
material on Creative 
Thinking 

Note: (L1 – L20 = 20 x 2 hours = 40 hours of lectures)  
 
Optional topics for seminar classes or Master’s Thesis: 
S1: Instinctive mental traits.   
S2: Perception and decision-making.  
S3: Centrisms and their consequences.  
S4: Synesthesia, apophenia, pareidolia.  
S5: Availability bias and its influence on decision-making 
 

Note: (S1 – S10 = 10 x 2 hours = 20 hours of seminars) 

1.5. Type of Classes 

☒ Lectures 

☒ Seminars and Workshop   

☒ Exercises 

☒ Distance Learning 

☐ Fieldwork 

☒ Individual Assignments   

☐ Multimedia and Network   

☐ Laboratory 

☐ Mentor Work 

☐ Other _________________ 

1.6. Comments All classes and exercises are carried out in the classroom. 

1.7. Student Obligations 

Student obligations are stipulated in detail by the Book of Regulations on Study and Studying. The key 

obligations of students are: 

A) Class attendance: not compulsory, but students are required to attend at least 40% (16) of the total 

number of contact hours before taking the final exam. Students attending 40-60% (16-24) may be asked 

to do additional individual assignments before taking the final exam. Students attending less than 40% 

will have to repeat the entire class. 

B) Final exam: for passing the exam, student must score at least 50% of points per each learning 

outcome. Detailed examination criteria are described in the sections 1.9 and 1.13. 

1.8. Monitoring of Students’ Work 

Class 
Attendance 

☒ 
Class 
Participation 

☐ Seminar Paper ☒ 
Experimental 
Work 

☐ 

Written  
Exam 

☒ Oral Exam ☐ Essay ☐ Research ☐ 

Project ☐ 
Continuous 
Assessment 

☐ Presentation ☐ 
Practical 
Work 

☐ 

Portfolio ☐ Homework ☐ 
Exercises 
Preparation 

☐  _________ ☐ 
 

 
 

http://eleadership.mba/wp-content/uploads/2016/12/Book-of-regulations-on-study-programs-and-studying-1.pdf
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1.9. Assessment and Evaluation of Students’ Work During Classes and Final Exam 

Criteria for the evaluation and assessment of the learning outcomes’ achievements in this module are the 

following: 

 

- Maximum number of points students can achieve in this module is 100 points;  
- Distribution of final grades are calculated per the following criteria: 
 

Number of Points Final Grade 
0,00 - 50,00 (1) Insufficient 

50,01 - 58,00 (2) Sufficient 
58,01 - 75,00 (3) Good 
75,01 - 92,00 (4) Very good 

92,01 - 100,00 (5) Excellent 
 
- Accumulation of points is determined pursuant to the following Grading Components; 
 

Criterion Maximum points 

Class Participation  3 

Exercises  7 

Short Test 36 

Final Exam  54 

TOTAL 100 

 
- Allocation of points per Learning Outcomes and Grading Components: 
 

 
Final 
Exam 

Short 
Test 

Exercises 
Participat

ion 
MAX 

LO1  18   18 

LO2  18   18 

LO3 18    18 

LO4 18    18 
LO5 18    18 

All LO’s   7 3 10 

Total 54 36 7 3 100 

 

Grading Distribution:  

Grade (2) is considered 'marginal performance' and given only if a student's performance is well below the 
class average. Grade (1) is considered 'not passing' and given to students who will have to retake exams or 
attend the module again.  

When unsure of the reasons for a given grade, student is encouraged to seek clarification to help in the 
preparation of future assignments. However, grades may be reconsidered only for the following reasons:  

• total number of points counted incorrectly; 
• misunderstanding of something clearly written on the assignment;  
• upon reevaluating student’s work, lecturer realized that initial impressions were incorrect.   

 
Grading Components: 
The Final Exam will occur at the end of course (Week 2) and will consist of problems and multiple choice. The 
Final Exam will be comprehensive and used to assess overall student performance in the course. 

The Short Test will occur half-way through the course (Week 1) and will consist of problems and multiple 
choice tasks. It will be a comprehensive exercise to assess student performance in the first part of the course. 



T h e  e - L e a d e r s h i p  C u r r i c u l a  M a n u a l | 65 

Exercises will occur throughout the course. These involve the completion of class assignments relative to the 
different topics. 

Class Participation is comprised of the following professional components: 
• Respect – abide by the Algebra MBA Code of Conduct and Pledge. Respect fellow students and lecturers by 

maintaining a safe and focused learning environment. Unless otherwise instructed, do not use computers 
or cell phones during class. 

• General class participation – learning is a gradual process and students are not expected to immediately 
grasp the concepts discussed. Whether students answer questions correctly in class is not of concern. 
Instead, students are encouraged to challenge themselves, ask questions and take an active role in class 
discussions. 

• Informal assignments – occasionally, a student might be asked to complete an in-class assignment or follow 
up an in-class lecture with an informal assignment due the following lecture. Sometimes, there will also be 
a problem set to be worked on and submitted for solving within a team. 

• Class preparation – students will be expected to engage within the class with meaningful comments. Reading 
and understanding of the teaching material prior to the discussion is crucial in achieving full preparation. 

• Attendance – student attendance will be noted every day. Promptness (being on time) is expected. Let 
Algebra MBA Office know in advance if you will be late or not attending. 

1.10. Readings 

Compulsory: 

Kopal, R.; Korkut, D.(2018): Tehnike kompetitivne analize, Visoko učilište Effectus; alt. 
Kopal, R.; Korkut, D.(2011): Kompetitivna analiza 2: strukturirane i kreativne analitičke tehnike, Comminus 
d.o.o. i Visoko učilište Effectus, ISBN 9789535664413 

Optional: 
Korkut, D. i Kopal, R. (2018): Kreativnost 4.0: evolucija i revolucija, Algebra d.o.o. i Effectus. 
Kahneman, D. (2013): Thinking, Fast and Slow, Farrar, Straus and Giroux. 
Paul R. and Elder, L. (2013): Critical Thinking: Tools for Taking Charge of Your Professional and Personal Life. 
Moore, B. N. and Parker, R. (2014): Critical Thinking, 11th edition, McGraw-Hill. 
Kahneman, D. and Tversky, A. (1974): Judgment under Uncertainty: Heuristics and Biases, Science. 
Michalko, M. (2006): Thinkertoys: A Handbook of Creative-Thinking Techniques. Ten Speed Press. 
Paul R. and Elder, L. (2012): 30 Days to Better Thinking and Better Living Through Critical Thinking: A Guide 
for Improving Every Aspect of Your Life, FT Press. 

1.11.  Resources 

• Computers: Laptop computers will not be required in the course. 
• Internet: Wi-Fi internet access will be available throughout the class. 
• On-line Materials: Available from Infoeduka platform and lecturer designated web sites.  
• Presentations: Lecturing will be supported by Power Point presentations. 
• Handouts: Student folders with selectively printed lecturing materials will be distributed at the class. 

1.12. Quality Assurance 

Detailed quality monitoring procedure, which ensures the acquisition of output knowledge, skills and 
competences, is described in the Book of Regulations on Study and Studying. 

 

http://eleadership.mba/wp-content/uploads/2016/12/code_of.pdf
http://eleadership.mba/contact/
https://student.racunarstvo.hr/pretinac/main.php
http://eleadership.mba/wp-content/uploads/2016/12/Book-of-regulations-on-study-programs-and-studying-1.pdf
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