[image: image2.png]DEW





        DEVELOPING EUROPEAN WORK BASED LEARNING APPROACHES AND METHODS

DEWBLAM PROJECT


[image: image1]
INDEX

3INTRODUCTION


31. WHAT IS WORK BASED LEARNING?


42. DISTINCTIVE FEATURES OF WBL IN HET


43. THE ROLE OF PARTNERSHIP


54. PRECONDITIONS AND REQUIREMENTS


75. DEVELOPMENT OF A WBL PROGRAMME


86. WORK BASED LEARNING PROGRAMME STRUCTURES


127. APPENDIX: GLOSSARY AND DEFINITIONS


8. FURTHER READING ..................................................................................................................13



INTRODUCTION

This document focuses on the integration and application of Work Based Learning (WBL) to HET grounded in the expertise developed by the DEWBLAM project. It is based upon and embedded in the principles and procedures developed in the European Higher Education Area (EHEA), such as European Credit Transfer System (ECTS), Europass, and the European Qualifications Framework (EQF). It is also applicable to VET and other contexts.

The framework seeks to define some common features of work based learning approaches to higher education programmes. It is neither prescriptive nor definitive, being very much a working document that has evolved as elements of it were applied in differing practices and as users learnt by their experiences and fed back into this framework. 

The framework is structured in seven main sections, proceeding from a general definition of key aspects (sections 1 and 2) to a more detailed presentation of the elements necessary for understanding the basic premises of work based learning and for its successful application and integration in HET and other programmes. Only the features that can be identified as core and common to the European platform will be presented in the main text – a description of national or local conditions and of the specific applications in different institutions will be attached as case studies in the appendices.

1. WHAT IS WORK BASED LEARNING?

1. Work based learning can be defined in this context as a complementary combination of formal learning acquired by education or training, and by informal and non-formal
 experiential learning gained in and through work. 

2. Work based learning can be integrated into the explicit personal and social capital of the learner, and can be assessed, leading to the acquisition of competences or qualifications at levels 6, 7 and 8 of the European Qualifications Framework (EQF).

3. Work based learning enables sustainable higher education that is highly responsive to the social demands of dynamic labour markets, lifelong learning and emerging areas of trans-disciplinary knowledge:

· providing educational and research opportunities to adult learners, thereby enhancing and facilitating continuing professional development (CPD)

· representing added value that provides benefits for, or meets the strategic objectives of companies, public and private institutions and organisations

· strengthening innovation in HET organisations and policies in the perspective of lifelong learning

2. DISTINCTIVE FEATURES OF WBL IN HET

1. WBL requires a partnership negotiated between key stakeholders such as: employers, learners and higher education institutions and/or adult education institutions.

2. WBL approaches and programmes include formal academic recognition and accreditation of previous learning and experiences, howsoever acquired, through Accreditation of Prior Learning (APL), Accreditation of Prior Experiential Learning (APEL) processes and learning reviews:
· transforming tacit personal knowledge into explicit, personal and organisational intellectual capital

· enhancing the participant’s personal professional competence, knowledge and practice
3. WBL programmes offer innovative and attractive learning systems based on a "blended learning" methodology, including a variety of forms of learning and teaching characterised by:

· critical reflection and reflective actions linking emerging theories to work experience

· a work based project that meets the needs of all stakeholders and is negotiated in the lear​ning agreement

· distance learning and e-learning methodologies and techniques

· individual support given to the learner by both the educational institution and the workplace organisation

4. The HET institution assesses the learning performance, competences and learning outcomes of the wbl programme, and formally certifies the learning through an award. 

3. THE ROLE OF PARTNERSHIP

Partnerships are regulated by agreements: 
1. Bilateral - between companies or organisations and the HET institution

2. Tri-partite - between the learner, the HET institution and companies or other organisations

All partners bear responsibility for, and benefit from the learning process and its outcomes. Each partner must approve changes in the agreement.
The bilateral agreement between the HET/VET institution and companies or other organisations defines:
· the professional profile and required competences emerging from a needs analysis conducted among key stakeholders

· the outline, the objectives and learning outcomes of the qualification

· the design of the study programme 

· the role of the higher education institution and the company or organisation in the AP(E)L phase

· the role and organisation of the learning process in the workplace

· the role of the higher education institution and the company or organisation in the  assessment phase

· the interaction between tutors/mentors in the HET institution and in the company or organisation 

· the existing level of tutor/coach expertise and the consequent need for training of company or organisation tutors/mentors

· the establishment of communities of practice

· learner support and financial resources provided by the company or organisation

· the rights and responsibilities of each signatory 

The tripartite learning agreement between the learners, the HET institutions and work organisations or companies, etc. defines:

· the learning outcomes defined in competences, the contents, objectives, pathway and time schedule of the study programme

· the learning resources provided by the educational institution and the work organisation

· the individual perspectives in terms of professional development and career offered to the learner

· the rights and responsibilities of each partner

4. PRECONDITIONS AND REQUIREMENTS

PRECONDITIONS
1. Favourable international, national and local legal frameworks related to the specific features of the WBL approach. This will be especially important with regard to:

· recognition of formal, non-formal and informal learning

· use of learning outcomes and competences 

· accumulation and transfer of credits (ECTS)

· European level descriptors (Dublin descriptors, EQF level descriptors)

· funding conditions

2. The development of standards and benchmarks, based on European Higher Education Area (EHEA) and national HET/VET frameworks 

3. Public and academic acceptance of the WBL concept

4. The establishment of quality control systems and of quality culture, complying with European and national quality assurance standards and with national and international accreditation procedures

5. The introduction of substantial changes in the organisational and administrative structure of HET/VET institutions to create support systems and provide human and other resources geared to the specific needs of WBL learners

REQUIREMENTS

1. General Requirements 

· A detailed needs analysis conducted with key stakeholders, such as members of the HET institution, of industry sectors and public and private organisations, and of political and funding bodies. The needs analysis should identify suitable curriculum areas and social, industrial and educational needs and opportunities.

· Partnerships with social partners engaged in adult education and support organisations, in order to reach all those sectors of the community who might benefit from WBL approaches and programmes, ensuring: 

- Marketing to all sectors of the community 

- Equality of opportunity in enabling access

- Selection of suitable candidates by companies, organisations and/or the HET institution 

- Definition of sustainable financial conditions and resources

- Contacts and negotiations with potential partners

· Outreach and recruitment programmes to identify, inform, attract and enrol prospective learners

2. HET/VET requirements

· Strategies to present and convince HET institutional departments of the win-win potential of WBL programmes

· Strategies to introduce appropriate WBL concepts into existing study programmes, or to establish new ones

· The development of specific curricula

· The development of learning and teaching methods

· The development of accreditation procedures

· The development of assessment and evaluation systems and procedures

· Consultation with academic and administrative staff to develop pedagogical and support models and systems for the WBL approach and the participating learners

3. Requirements for companies and other organisations

· The existence of a lifelong learning culture in the company or organisation

· The strong commitment of the management in starting up and giving continuous support to a WBL programme and to learners

· The need to provide formal qualifications for staff employed in key positions

· The awareness of the weaknesses and opportunities as shown in a needs analysis

· The resource of skilled staff to act as tutors and mentors

· Financial and logistic support

4. Requirements for individual learners

· Strong motivation and commitment to life long learning

· The awareness of own existing competence shortages

· The awareness of vertical and horizontal mobility opportunities

5. DEVELOPMENT OF A WBL PROGRAMME

1. Definition of target groups and specific programmes:

· Preliminary research and needs analysis

· Consultations with the work field, i.e. companies and organisations, institutions, individuals

· Identification of the final target group

2. Curriculum Development
:

· Learning Outcomes

· Competences 

· Content

· Structure (modules, credits, workload, levels)

· Teaching and learning methods

· Learner support

· Evaluation and assessment criteria and procedures (tools for measuring performance)

3. Organisation and staff

· Coordinated assessment structures and procedures

· Academic boards and mixed boards with HET institution and non-HET institution members, responsible for the monitoring and assessment of WBL programmes

· Train the trainers (training of academic and workplace tutors, mentors and of administrative staff in teaching and assessment procedures)

· Development of administrative services to include and support work based learners throughout the HET institution system
4. Quality management systems

· Internal benchmarking (such as: WBL curriculum versus regular curriculum)

· External benchmarking

· Clear objectives and indicators

· Maintaining academic standards and levels

5. Setting up an Outreach and Recruitment Programme

· Development of a communication plan for all stakeholders

· Contacts with organisations, institutions and learners

· Developing materials to recruit prospective learners

· Organisation of information sessions for prospective learners

6. Recruitment and enrolment

· Learning agreement and contract

· Legal aspects

· Administrative matters 

· Admission procedures with analysis, assessment and recognition of all prior competences

7. Identification of government and local grants and benefits for learners, such as:

· Financial incentives

· Time credit programmes

· Voucher systems

6. WORK BASED LEARNING PROGRAMME STRUCTURES

WBL programmes consist of a combination of components, such as a reflective learning review, a learning interview, self-evaluative tools, a negotiated learning agreement that defines the study pathway, teaching modules and work based research projects. In each specific situation the programme structure is defined by a selection of the following aspects: 

· A reflective learning review that articulates and documents experiences, learning outcomes achieved and competences held

· A learning interview to ensure the suitability of the learner to the programme

· Self-evaluation tools such as "quick scan", personal statements, etc. to help identify existing competences and suitability of learner to programme

· Flexible Accreditation of Prior Learning (APL)/Accreditation of Prior Experiential Learning (APEL) systems
 that can accredit all levels of competence and prior learning, howsoever acquired. This includes establishing equivalences between experientially acquired competences and accreditable learning, and determining institutional recognition and accreditation of these competences by:

- 
recognising and assess existing credit from other sources/courses (e.g: other HET institutions’courses or accredited professional development courses) to establish correct entry levels

- 
assessing the learning outcomes from formal non-credited learning (e.g: professional institutional courses, or internal training courses) 

· identifying the currency, significance and level of these courses and assigning relevant credits, if appropriate

· Clearly defined learning outcomes for study modules and programmes

· A negotiated learning agreement between stakeholders (see section 3) that establishes the learner’s program of study and includes such elements as modules, work based research projects and other requirements of the programme

· Competence and level descriptors assigned to all modules

· Learning tools specifically adapted to the needs of work based learners

· Learner support to be provided by the stakeholders involved (HET institution, employer, etc.)

· Accreditation and assessment procedures

· Target awards

The most important of these aspects are described in the following sections:

6.1  The learning review

A learning review consists of three main components: a job description (JD), a curriculum vitae (CV) or personal statement, and evidence of any formal learning. Prior and experiential learning can be identified at this stage of the programme and credits claimed through APL/APEL mechanisms. The review should be both reflective and analytical.

1. The job description should include, analyse and critically reflect on:

· Current and recent formal and informal work (e.g: voluntary work)

· Tasks undertaken

· Knowledge, competences, abilities and skills

· Requirements of the job (e.g.: experience, qualifications)

· Responsibilities

· Expertise

· Attitudes

· Motivation

· Approaches and work methodologies

· Job and personal objectives, including a career path

2. The CV or personal statement should identify a learning history and a career pathway, including a reflective and analytical overview of:

· Personal/professional development paths, which may be multi-directional

· The significance and focus of these paths

· Current and previous jobs

· Informal experiential learning

· Evidence of learning achievements and engagement in projects

3. Formal learning should identify and reflect on previous learning, demonstrating and evaluating how this has informed current personal development and been applied in current professional practice. Evidence should be provided on:

· Credit rated courses (full or part units)

· Professional qualifications

· Internal organisational training courses

6.2   The learning interview

The learning interview ensures the suitability of the learner and the appropriateness of the programme. It should establish both the learner’s knowledge and experience, and the learner’s ability to engage actively with his or her own learning through:

· Having a positive attitude to learning

· Being creative

· Being flexible

· Seeking opportunities to learn

· Applying theory to experience/competence (and vice versa)

· Engaging in reflective practice

· Being autonomous and self managed

6.3  The learning agreement

A learning agreement is a negotiated tri-partite undertaking or partnership between the learner, the HET institution and the supporting institution. It should include:

· Learning objectives and outcomes

· The overall purpose and focus

· A defined learning pathway describing and justifying all the components of a programme of study, both retrospective and future

· The significance and relevance of the programme to the workplace

· Personal and professional development outcomes

· Support from the organisation/company

6.4  Modules and projects

Modules and projects undertaken as part of a work based learning programme should be relevant to work situations and/or professional communities of practice and should:

· Incorporate learning agreements and project proposals

· Review learning

· Incorporate possible taught elements such as current theory/practice

· Be referenced to learning outcomes

· Be work based

· Analyse and evaluate tasks and activities undertaken

· Demonstrate real significance and effective benefits or solutions for the organisation

· Demonstrate applied learning in the work place and analyse/apply emerging theories

· Demonstrate personal and professional development of competences, employability and knowledge

· Contribute to the creation of knowledge or its application in new ways

· Participate in enabling the sponsoring organisation to become a learning organisation

· Reflect on learning and the learning cycle

6.5  Learning environments

These should include the initial learning review and developmental reflective portfolio, individualised negotiated study programme defined in view of the expected learning outcomes, and also:

· Personal development plans

· Defined professional profiles

· Personal action plans

· Competence and level descriptors 

· Learning outcomes

· Reflective practice

· Blended learning methods, including ICT tools to facilitate anywhere-anytime-anyplace learning, communication between stakeholders, and e-learning 

· Peer group and/or workplace evaluations

6.6  Learner support

Learners must engage actively with their own learning; they must be autonomous and self-managed. However, they should also be supported throughout the programme by transparent processes, and by experts and mentors representing all stakeholders in the HET institution and in the workplace through:

· Coaching by peers in the educational institution and the work place

· Mentoring by the organisation and the educational institution

· Tutoring /advising by academics and employers

· Time allowed off work tasks and specifically allocated to the programme

· Feedback to and from the learner, the educational institution and the work place

· A team of teachers

· Peer support groups

· Staff training

· Clear guidelines for programmes and good pedagogic materials, including level/assessment criteria

· Good overall interfacing between the learner, the organisation and the educational institution

· Clear, transparent communication lines, systems and procedures

· Financial incentives and support (government grants and benefits)

· Clear information for the learners on their individual personal development plan and personal action plan

6.7  Assessment 

It is imperative that the assessment is a transparent process, involving all partners and taking place at staged intervals as initial recognition of learning, as formative assessment to help learners measure their progress and as summative assessment of learning outcomes through:

· Cumulative development by the learner of a portfolio that documents progress made within a study programme

· Recognition of experiential learning gained in the workplace, by making it explicit through mechanisms such as structured reflection on practice and evidence, and referencing it to competences and level descriptors

· Recognition of ability to apply theoretical learning and demonstration of related competences in the workplace

· Mapping of experiential learning onto a template of standards

· Determining of qualified assessors for each student

· Assessing modules/projects undertaken

6.8  Target awards
The learning outcomes should be formalised through an officially recognised award. Awards should be clearly defined, named, and appropriate to the level of the learner and include the full range of first, second, and third cycle educational awards, as documented in the Diploma Supplement. 

6.9  Evaluation of Impact

The impact of WBL approaches and programmes must be carefully evaluated, as they will have significant impact on companies and organisations and other areas of social life through:

· Development of quantitative indicators, such as changes in work flows, career paths, qualifications achieved, management tools, etc.

· Development of qualitative indicators, such as workers’ leadership capacities, entrepreneurship, retention, etc.
7. APPENDIX: GLOSSARY AND DEFINITIONS
















FRAMEWORK FOR THE COMMON EUROPEAN WORK BASED LEARNING PLATFORM 


IN HIGHER EDUCATION AND TRAINING (HET) AND VOCATIONAL EDUCATION AND TRAINING (VET)











� The DEWBLAM Project refers to the definitions and methods developed within the Tuning Projects.


� See Appendix for “Further Reading” section on APL/APEL





�  Informal learning: learning that occurs in ordinary day-to-day suituations





Non-formal learning: learning organised as a set of planned activities, which do not necessarily have an explicit learning objective, yet they may contain an important learning element





		(source:                )








�  Dublin descriptors – see ....





  EQF level descriptors – see.....





Competence – currently defined by the Tuning Project as a dynamic combination of knowledge, understanding, skills and abilities 	 (see: http://tuning.unideusto.org/tuningeu)
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