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INTRODUCTION 

 The Project  

WBLQUAL “An Approach to Qualifications through Negotiated Work Based Learning for the EU” 

Work Based Learning Qualifications (WBLQUAL) is a European, Erasmus (DG EACAC, LLP) funded project 

working across five countries looking to refine a method of providing qualifications for work based learning 

that will also produce benefits for employers in performance, behaviour and attitude of learners. 

The aim of WBLQUAL is to produce a more effective way of improving professional skills and behaviours of 

work based employees, through the use of academic WORK BASED LEARNING (WBL) programmes.   

The need for WBLQUAL is real considering the inconvenient truth that Europe is yet insufficiently skilled. 

Nearly a third of our working age adults, our population aged 25 to 64 — some 77 million people — have 

low qualifications or none. Only one of the five European benchmarks for education and training set for 

2010, as part of the Lisbon strategy, was reached. And today we not only need to upskill, but also to reskill.1 

By conducting extensive research into each of the three contributing target groups (HEI, Employer, Learner), 

the project aim is to gain a deep understanding of the issues, incentives and barriers held by these three 

partners, and to use this understanding to formulate a tri-partite approach to WBL qualifications.  

The legacy of the project will be a model for future collaboration between employers and HEI’S for skills 

development and for a broader range of learners to be able to participate in higher level qualifications. 

The WBLQUAL Consortium is working also to contribute to the Europe 2020 and the European Employment 

Strategy, adopted by EU leaders in June 2010, in terms of meeting part of its key objectives:  

- smart growth: to improve performance in education, innovation and use of digital technologies; 

- inclusive growth: by generating more and better jobs, with greater investment in skills and 

training. This also means modernizing labour markets and welfare systems to ensure that the 

benefits of growth reach all parts of the European Union. 

  
Europe 2020 seeks for tackling the employment and skills challenges by helping (i) unemployed young 

people to get back to work, especially those not in education, employment or training (NEET) and (ii) older 

workers to stay longer in the labour market and limit the risk of long-term unemployment by supporting to 

acquire and develop the skills they need to seize new job opportunities. The Europe 2020 strategy and the 

                                                        
1 Social Europe guide - Volume 1 - Employment Policy, European Commission, Directorate-General for Employment, 
Social Affairs and Inclusion 
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policies implementing it will also enable low skilled and low paid workers to find jobs and progress to better 

ones. There is the need to fill the gap in employment between low and highly skilled workers.  

EU members are required to invest for a more highly skilled workforce that adapts to rapidly changing skill 

needs and persistent skill mismatches (between the skills we have and the skills we need). Skills 

development is essential for raising productivity, competitiveness, growth, and employment. 

Therefore, WBLQUAL’s aim is to contribute developing a skilled workforce meeting to labour market needs, 

and promoting lifelong learning. 

 
Aim of the research 

The aim is to build on our work with employers to develop a deeper and Europe-wide understanding of 

their needs and contextual issues in workforce development. This will provide the basis for understanding 

the needs and aspirations of employers and how Work Based Learning can match these needs. These 

programmes are often formal, usually with direction from the HR department, but they can also be 

informal, and undocumented.  In either case, it is essential that employers can observe the performance of 

their employees, and can measure the effectiveness of performance improvement programmes. If 

educational programmes are to align with employer needs, it is essential that they understand the 

employer perspective regarding workforce development. The Consortium has been working with different 

types of employers (Corporate and SMEs),  across national boundaries (UK, Italy, Poland, Latvia, Denmark)  

and within different business areas (i.e. business, computing, technical) and with topical EU drivers 

(economic, demographic, political). 

 Objectives 

1. Investigate the concepts of value-added work-based development from the employer perspective. 

2. Examine how economic, demographic, political drivers influence organisational attitudes to workforce 
development, and identify how employers address skills gaps through workforce development. 

3. Evaluate how employers measure and assess workforce performance through formal and informal 
methods.   

4. To gather feedback from employers about working with academic programmes. 

5. To identify how employer and academic views of workforce development can best align.  
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 Methodology 

To map the widespread of WBL among countries involved in the project it has been chosen to use the 
following investigation tools: 

a) Country Specific Reports, focusing on: 

- General socio-economic profile  

- Adult education and Training Programmes 

- Overall situation related to WBL 

b) Online Questionnaire addressed to employers/companies.  

c) Case Studies that aim to highlight already existing WBL best practices within companies. 

This standardized tools ensure a quantitative and qualitative perspective, allowing in PART II the basic 

statistical processing of the data and information received into illustrations using graphs and tables. 

Beside the graphs related to the national situations it is included an extra graph that summarizes these 

giving a compared EU 5 overview. 
  

 Structure of the report 

The Report: 

- first, analyses and compares the economical and political policies of each country that might be 

relevant to WBL (e.g. funding, legislations, adult education and training programmes). 

- after, focuses on what and how WBL is spread among companies in the different countries. 

- then, summarizes and comments all findings in order to give easy access and spread these 

information among EU employers, often unaware about training possibilities for their 

employees - promoting and fostering the cooperation between business and academic sector. 
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United Kingdom: Economy Overview2 

The UK, a leading trading power and financial centre,                                                                                                

is one of the quintet of trillion dollar economies of Western Europe. 

Over the past two decades, the government has greatly reduced public ownership and contained the 

growth of social welfare programs. Agriculture is intensive, highly mechanized, and efficient by European 

standards, producing about 60% of food needs with less than 2% of the labor force. The UK has large coal, 

natural gas, and oil resources, but its oil and natural gas reserves are declining and the UK became a net 

importer of energy in 2005. Services, particularly banking, insurance, and business services, account by far 

for the largest proportion of GDP while industry continues to decline in importance. Since emerging from 

recession in 1992, Britain's economy enjoyed the longest period of expansion on record during which time 

growth outpaced most of Western Europe. In 2008, however, the global financial crisis hit the economy 

particularly hard, due to the importance of its financial sector. Sharply declining home prices, high 

consumer debt, and the global economic slowdown compounded Britain's economic problems, pushing the 

economy into recession in the latter half of 2008 and prompting the BROWN government to implement a 

number of measures to stimulate the economy and stabilize the financial markets; these include 

nationalizing parts of the banking system, cutting taxes, suspending public sector borrowing rules, and 

moving forward public spending on capital projects. Public finances, weak before the economic slowdown, 

deteriorated markedly during 2009, as did employment. The Bank of England periodically coordinates 

interest rate moves with the European Central Bank, but Britain remains outside the European Economic 

and Monetary Union (EMU). 

GDP - composition by sector: 

agriculture: 1.2% 

industry: 23.8% 

services: 75% (2009 est.) 

Labor force - by occupation: 

agriculture: 1.4% 

industry: 18.2%  

services: 80.4% (2006 est.) 

Labor force: 

31.37 million (2009 est.) 

country comparison to the world: 18 

Unemployment rate: 

7.6% (2009 est.) 

country comparison to the world: 75 

5.6% (2008 est.) 

 

  

                                                        
2 http://www.eubusiness.com/europe/uk (last modified 17th  November 2010) 

http://www.eubusiness.com/europe/uk
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Italy: Economy Overview3 

Italy has a diversified industrial economy, which is divided into a developed industrial north, dominated by 

private companies, and a less-developed, welfare-dependent, agricultural south, with high unemployment. 

The Italian economy is driven in large part by the manufacture of high-quality consumer goods produced by 

small and medium-sized enterprises. Italy also has a sizable underground economy, which by some 

estimates accounts for as much as 15% of GDP. These activities are most common within the agriculture, 

construction, and service sectors. Italy has moved slowly on implementing needed structural reforms, such 

as lightening the high tax burden and overhauling Italy's rigid labor market and over-generous pension 

system and these conditions will be exacerbated by the recent global financial crisis. The Italian 

government is seeking to rein in government spending, but the leadership faces a severe economic 

constraint: Italy's official debt remains above 100% of GDP, and the fiscal deficit - 1.5% of GDP in 2007 - 

could approach 3% in 2009 as political pressure to stimulate the economy and the costs of servicing Italy's 

debt rise. The economy will continue to contract through 2009 as the global demand for exports drop. A tax 

amnesty program implemented in late 2009 to repatriate untaxed assets held abroad has netted the 

federal government more than $135 billion. 

 

GDP - composition by sector: 

agriculture: 1.8% 

industry: 25% 

services: 73.1% (2009 est.) 

Labor force - by occupation: 

agriculture: 4.2% 

industry: 30.7%  

services: 65.1% (2005) 

Labor force: 

24.97 million (2009 est.) 

country comparison to the world: 23 

 

Unemployment rate: 

7.7% (2009 est.) 

country comparison to the world: 79 

6.8% (2008 est.) 

 

  

                                                        
3 http://www.eubusiness.com/europe/italy (last modified 12 November 2010) 
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Latvia: Economy Overview4 

Latvia's economy experienced GDP growth of more than 10% per year during 2006-07                                    

but entered a severe recession in 2008 as a result of an unsustainable current account deficit                       

and large debt exposure amid the softening world economy. 

 

GDP plunged nearly 18% in 2009 - the three former Soviet Baltic republics had the world's worst declines 

last year. The IMF, EU, and other donors provided assistance to Latvia as part of an agreement to defend 

the currency's peg to the euro and reduce the fiscal deficit to about 5% of GDP. The majority of companies, 

banks, and real estate have been privatized, although the state still holds sizable stakes in a few large 

enterprises. Latvia officially joined the World Trade Organization in February 1999. EU membership, a top 

foreign policy goal, came in May 2004. 

 

GDP - composition by sector: 

agriculture: 3.8% 

industry: 21.9% 

services: 74.3% (2009 est.) 

Labor force - by occupation: 

agriculture: 12.1% 

industry: 25.8%  

services: 61.8% (2005 est.) 

Labor force: 

1.186 million (2009 est.) 

country comparison to the world: 136 

 

Unemployment rate: 

17.1% (2009 est.) 

country comparison to the world: 161 

7.5% (2008 est.) 

 

  

                                                        
4 http://www.eubusiness.com/europe/latvia (last modified 02 December 2010) 

http://www.eubusiness.com/europe/latvia
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Poland: Economy Overview5 

Poland has pursued a policy of economic liberalization since 1990 and today stands out as a success story 

among transition economies. Before 2009, GDP had grown about 5% annually,                                            

based on rising private consumption, a jump in corporate investment, and EU funds inflows. 

 

GDP per capita is still much below the EU average, but is similar to that of the three Baltic states. Since 

2004, EU membership and access to EU structural funds have provided a major boost to the economy. 

Unemployment fell rapidly to 6.4% in October 2008, climbed back to 8.9% by January 2010, but remains 

below the EU average. In 2008 inflation reached 4.2%, more than the upper limit of the National Bank of 

Poland's target range, but fell to 3.5% in January 2010 due to global economic slowdown. Poland's 

economic performance could improve over the longer term if the country addresses some of the remaining 

deficiencies in its road and rail infrastructure and its business environment. An inefficient commercial court 

system, a rigid labor code, bureaucratic red tape, burdensome tax system, and persistent low-level 

corruption keep the private sector from performing up to its full potential. Rising demands to fund health 

care, education, and the state pension system present a challenge to the Polish Government's effort to hold 

the consolidated public sector budget deficit under 3.0% of GDP, a target which was achieved in 2007-09. 

The PO/PSL coalition government, which came to power in November 2007, plans to reduce the budget 

deficit in 2010 and has also announced its intention to enact business-friendly reforms, increase workforce 

participation, reduce public sector spending growth, lower taxes, and accelerate privatization. The 

government, however, has moved slowly on major reforms. The legislature passed a law significantly 

limiting early retirement benefits. A health-care bill also passed through the legislature, but the legislature 

failed to overturn a presidential veto. 

 

GDP - composition by sector: 

agriculture: 4% 

industry: 31.1% 

services: 63.7% (2009 est.) 

Labor force - by occupation: 

agriculture: 17.4% 

industry: 29.2%  

services: 53.4% (2005) 

Labor force: 

17.28 million (2009 est.) 

country comparison to the world: 36 

 

Unemployment rate: 

11% (January 2010 est.) 

country comparison to the world: 128 

9.8% (December 2008 est.) 

                                                        
5 http://www.eubusiness.com/europe/poland (last modified 10 December 2010) 

http://www.eubusiness.com/europe/poland
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Denmark: Economy Overview6 

Denmark's thoroughly modern market economy features a high-tech agricultural sector,                           

state-of-the-art industry with world-leading firms in pharmaceuticals,                                                        

maritime shipping and renewable energy,  and a high dependence on foreign trade. 

The Danish economy is also characterized by extensive government welfare measures, an equitable 

distribution of income, and comfortable living standards. Denmark is a net exporter of food and energy and 

enjoys a comfortable balance of payments surplus. After a long consumption-driven upswing, Denmark's 

economy began slowing in early 2007 with the end of a housing boom. The global financial crisis has 

exacerbated this cyclical slowdown through increased borrowing costs and lower export demand, 

consumer confidence, and investment. The global financial crises cut Danish GDP by 0.9% in 2008 and 4.3% 

in 2009. Historically low levels of unemployment have risen sharply with the recession. Denmark is likely to 

make a slow and modest recovery, though unemployment is likely to rise through 2010. An impending 

decline in the ratio of workers to retirees will be a major long-term issue. Denmark maintained a healthy 

budget surplus for many years up to 2008, but the budget balance swung into deficit during 2009. 

Nonetheless, Denmark's fiscal position remains among the strongest in the EU. Despite previously meeting 

the criteria to join the European Economic and Monetary Union (EMU), so far Denmark has decided not to 

join, although the Danish krone remains pegged to the euro. 

GDP - composition by sector: 

agriculture: 1.1% 

industry: 22.2% 

services: 76.7% (2009 est.) 

Labor force - by occupation: 

agriculture: 2.5% 

industry: 20.2% 

services: 77.3% (2005 est.) 

Labor force: 

2.841 million (2009 est.) 

country comparison to the world: 106 

 

Unemployment rate: 

4.3% (2009 est.) 

country comparison to the world: 40 

3.4% (2008 est.) 

 

  

                                                        
6 http://www.eubusiness.com/europe/denmark (last modified 14 December 2010) 

http://www.eubusiness.com/europe/denmark
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PART I (Based on Country Specific Reports) 
 

 
1.1. Which are the main sources of income/business sectors in your (a) country and (b) region? 

___________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki CRR, University of 

South Denmark 
Greatest share of 
employment is 
within the services 
sectors (79% of all 
jobs), the 
manufacturing 
sectors still remain 
more important to 
Staffordshire and 
Stoke-on-Trent than 
for GB as a whole. 
The manufacturing 
sector accounts for 
15% of employment 
in Staffordshire and 
Stoke-on-Trent, 
compared to 10% on 
GB as a whole. The 
distribution, 
communications and 
transport sector is a 
growing sector and 
accounts for 25% of 
economic output, 
the next most 
important 
contribution to 
output is provided 
by the production 
and manufacturing 
industries (around 
19% of total 
economic output). 

The main sources of 
income come 
substantially from 
the manufacturing 
sector, the textiles, 
wood products and 
from the fashion and 
leather fields. The 
Italian 
manufacturing is 
highly specialized in 
the export of capital 
and intermediate 
goods is, however, 
the leading sector as 
it represents the 
bigger Italy’s foreign 
trade sector. An 
important source of 
Sicily’s business is 
represented by the 
exports of refined 
petroleum products. 
In the first half of 
2010, the exports in 
value increased by 
40,8% than the same 
period of 2009, in 
which it’s registered 
a 37,7% decrease. 
Important sector is 
quality agri-food  
production. 

The rapid growth in 
the previous years, 
which was fostered 
mainly by domestic 
demand, has   
changed the 
structure of the 
economy of Latvia in 
favour of the 
services sectors. 
During the years of 
rapid growth (2004-
2007), GDP 
increased by more 
than 10% annually. 
3/4 of all increase 
was due to growth 
of construction, 
trade, and 
commercial services 
sectors. But 
contribution of the 
manufacturing was 
considerably smaller 
– only 5% of the 
overall growth. A 
very low share of 
manufacturing 
developed in the 
economy of Latvia, 
thus falling far below 
the average EU level. 

In the Lodz region 
most gross value 
added was created 
in services (61.6%), 
industry/constructio
n (32.8%) and 
agriculture (5.6%). 
The level of 
economic 
development of the 
Lodz city measured 
by GDP per capita 
exceeds the national 
average by 21%. The 
economic potential 
of the region is also 
characterized by: 
high level of 
industrialization in 
certain industries 
(textiles and 
clothing); 
agricultural potential 
of the major areas of 
intensive 
horticultural 
production; the 
emergence of 
modern industries 
such as electronic 
industry; regional 
specialization in the 
production of 
certain raw 
materials and 
industrial products.  

On the regional 
level, production, 
income and labour 
market performance 
are all unequal 
distributed with 
relative higher share 
of primary and 
secondary sector 
production and jobs, 
lower levels of 
employment and 
lower levels of 
formal education. 
This holds also for 
the west and south 
Sealand region and 
Guldborgsund 
municipality in focus 
here. Employment is 
driven by industry, 
agriculture, fisheries 
and raw material 
extraction, with the 
region displaying an 
under-
representation of 
jobs in the financial 
and business 
sectors7. 

 
                                                        
7 http://www.southdenmark.be/LinkClick.aspx?fileticket=l2UtwL9tRT4%3d&tabid=396&language=en-US  

1. General economic /social/ political / educational national profiles 

http://www.southdenmark.be/LinkClick.aspx?fileticket=l2UtwL9tRT4%3d&tabid=396&language=en-US
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*Visual aid 

The main source of income in all partner countries is the Services sector8  

 
followed by Industry 

 

and Agriculture 

 
 

  

                                                        
8 The business services sector includes wholesale and retail trade, hotels and restaurants, transport, storage and 
communication; finance and banking; and real estate, renting and business activities such as consultancy and research 
firms. To learn more: Sectoral Explanations of Employment in Europe - THE ROLE OF SERVICES, The European Central 
Bank (May 2006): see http://www.ecb.int/pub/pdf/scpwps/ecbwp625.pdf  
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63.70%

76.70%

UK

IT

LV

PL

DK

Services Sector

23.80%
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1.2. What are the main (a) economical and (b) political evidences                                                                         
which would support arguments for WBL – and/or against WBL? 

____________________ 

GENERAL OVERVIEW 

Staffordshire 
University 

CESIE RTU Uniwesytet Lodzki CRR, University of 
South Denmark 

Underdeveloped 
skills profiles of the 
workforce: WBL as a 
benefit to both the 
employer and the 
individual.  
Politically: Local 

enterprise 
partnerships (LEPs) 
will have to bid from 
a central government 
fund. Bids must be 
for projects that 
meet specific 
objectives. 

Italian Law n. 
388/2000, art. 118 
(Joint Multi Sectoral 
Funds for continuing 
training): “In order to 
promote the 
development of the 
continuous 
vocational 
educational, may be 
instituted funds in 
any economic sector 
of industry, 
agriculture, service 
and craft”.  
No other existing 

political evidences 
that specifically 
support WBL, not 
even in the system of 
education and 
training. 

In 2010, the Ministry 
of Economics 
continued to support 
cluster development 
to promote 
cooperation of 
unrelated sector 
enterprises and 
related institutions 
(education and 
research institutions) 
by supporting 
implementation of 
common projects. 
Ministry of 
Economics concluded 
9 contracts for 
granting co-financing 
in the amount of LVL 
186.000 for 
implementing several 
cluster projects. 

WBL is not reflected 
in the existing 
education and 
training system. 
There still seems to 
be no awareness of 
the benefits that can 
be gained from the 
development and the 
diffusion of this 
learning approach. 

Danish policy and 
LLL strategy is in line 
with the European 
Union work 
programme 
"Education and 
Training 2010" and 
the strategies for 
2020. Denmark is 
one of the countries 
where most people 
participate in 
education: adult 
education and 
continuing training, 
on-the-job 
competence 
development, and 
liberal adult 
education activities 
in their leisure time. 
Both public and 
private investments 
in the development 
of new qualifications 
and competences are 
among the highest in 
Europe. 

 

 European Framework: 

By June 2010 EU leaders signed the Europe 2020 and the European Employment Strategy that needs to be 
adopted and implemented. The Commission wants to facilitate cooperation between Member States’ 
bodies involved in skills governance, in order to promote information - sharing and better use of labour 
market intelligence in employment, education and training policies, and furthermore, in the relationships 
between education and training providers and employers. Strengthening the capacity to anticipate and 
match the skills needed by the labour market is crucial for managing the supply of skills. The Commission  
works with Member States to develop existing labour market tools at all levels (EU, national, regional and 
sectoral) and to disseminate their results widely in order to address imbalances of skills better. 



 

18 

WBLQUAL 
An Approach to Qualifications through Negotiated Work Based Learning for the EU 

Project n. 510022-LLP-1-2010-1-UK-ERASMUS-ECUE 
 

This project is co-funded by 
the European Union 

1.3. Responding to your country’s specific Labour Market Needs: are there any Policy Initiatives and 
Reforms in Education and Training that might be relevant to formulating a strategy for  WBL? 

____________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki CRR, University of 

South Denmark 
A general drive 
towards a greater 
role for “academies” 
rather than 
traditional schooling 
which could provide 
a more suitable 
route for vocational 
type qualifications 
going forwards. 

No reforms. Only 
guidelines: 
“University for 
lifelong learning” 
that foresees: 1) 
recognition of 
experiences and 
skills learned in any 
other contexts 
(mainly WBL);  
2) the development 
of university courses 
more flexible in the 
duration, contents 
and methodologies 
in order to create 
university careers 
matched with the 
needs of more 
specialized training 
of adult workers; 3) 
creation of 
partnerships 
between universities 
and public and 
private 
organizations. 

Legislative reform 
(entered into force 
1st July 2010) that 
amends the 
Professional 
Education Law. It 
provides the official 
recognition of 
competencies 
previously obtained 
in non-formal way. 

The "National 
Strategy for 
Employment Growth 
and Human 
Resources 
Development for 
2000-2006" placed 
emphasis on the 
training modules, 
aimed at mastering 
the necessary skills 
required for a 
particular job or 
occupation 
(provided for in the 
future standard of 
qualifications) and 
skills to adapt to 
changing labour 
market needs. 
However, this 
strategy was not 
linked with any 
reforms in education 
and training that 
would respond 
specifically to the 
country’s labour 
market needs. 

There is already a 
comprehensive 
system that assures  
high quality adult 
education and 
continuing training 
for everyone in the 
labour market which 
matches the needs 
and puts particular 
emphasis on the 
need for lifelong 
skills upgrading for 
those with the 
lowest level of 
education. 
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1.4. Would a strategy for WBL need to be aware of any legislation or regulations which impact on the  
creation of partnerships and/or foster cooperation between stakeholders involved in WBL? 

____________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki CRR, University of 

South Denmark 
There should be 
liaison with the 
emerging Local 
Enterprise 
Partnership (which is 
taking place) and 
through existing 
arrangements for 
the management of 
employment and 
skills. 

1) Decree of the 
Ministry of Labour 
and Social Welfare 
174/2001 on the 
general framework 
relating to the 
certification of skills 
in the vocational 
training system. 2) 
Law n. 388/2000, 
art. 118 (Joint Multi 
Sectoral Funds for 
continuing training); 
3) The Agreement 
among central 
Government, 
regional 
government, local 
authorities and 
social partners 
(02/2010) sets the 
principal guidelines 
in order to achieve a 
modern system of 
LLL. 

In a state-accredited 
study programme 
provided by higher 
education 
institutions it is 
possible to receive: 
1) Academic 
education; 2) 
Professional higher 
education. 
Professional 
qualification 
corresponds to the 
state approved job 
standard. 

Legal regulations in 
Poland are still 
insufficient and 
scattered in the field 
of training and 
qualifications. This 
results in a limited 
capacity to validate 
non-formal 
education and 
informal learning 
(including skills 
gained through work 
experience). A piece 
of legislation that 
may have a potential 
impact on fostering 
WBL is the revised 
Labour Code dated 
20/05/2010 which 
lays down rules of 
professional 
qualifications 
acquired by staff. 
The Labour Code 
states that an 
employer is required 
to facilitate staff 
professional skills. 

Universities can 
offer open 
education, short 
courses, individual 
courses, conferences 
and special 
activities. The 
activities have a user 
payment 
component.  
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2. Adult Education and Training Programmes 

2.1 Please, discuss the overall picture of adult education in your country. 
____________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki CRR, University of 

South Denmark 
The policy of the 
recent labour 
government in the 
UK was to increase 
the number of 
students accessing 
HE to a target of 
50%.  This growth in 
student numbers, 
coupled with serious 
underfunding of 
Universities led to 
the introduction of 
tuition fees up to a 
maximum of £9000.  
However, all 
students are eligible 
for loans to cover 
both tuition and 
living expenses, and 
the  Interest applied, 
and repayment 
levels are also set by 
the government 
regulations for 
student loans. 

Despite a general 
agreement towards 
LLL, there are still 
not effective 
integrated action 
plans between the 
actors involved.  In 
2009 LLL involves 
6.3% of persons 
aged between 25 
and 64 years old, 
only a half 
percentage point 
more than in 2000  
(a very negative 
result). Italy has a 
share of nearly half 
than the goal set by 
the Lisbon’s strategy 
at reaching at least 
12,5% of adult 
population in LLL. 

With the decreasing 
number of potential 
students, State sees 
a need to decrease 
number of HEI and 
eliminate duplicating 
study programmes.  
In many areas the 
main driver to get 
education is large 
number of state 
financed study 
places. 

In accordance with 
the School 
Education Act, 
continuing 
education may be 
organized and 
conducted in schools 
for adults, 
continuing 
education units, 
practical education 
units and in-service 
training centres. 
Participation of the 
adult population in 
continuing 
education in out-of-
school forms is 
relatively low at 
5.6%. 

Several challenges is 
facing lifelong 
learning and work 
based learning in the 
country.  
Biased focus on the 
individual and on 
the supplier of 
education, not the 
company or 
organization. VET 
system (special 
designed short 
courses in new 
technology) can be 
linked close to 
specific company 
needs, the adult 
education system is 
in general 
functioning as a 
market, where 
institutions offer a 
TCs as far as there is 
participants enough 
enlisted to make the 
activity economical 
viable for the 
institution. The 
compensation 
schemes (AMU; 
EVU, SVU), which 
are directed both to 
the individual 
employee to cower 
income loss while 
having training 
outside the 
company and the 
company to cover 
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loss while having 
employees on 
training outside the 
company with their 
normal salary paid 
are biased towards 
the individual 
employee 
perspective with 
individual limits on 
how much 
compensation is 
possible (daily rates 
and time limit). The 
supply of courses, 
training and 
education is 
determined by the 
educational 
institutions in 
dialogue with 
stakeholders 
(employer and 
employee 
organizations), but 
not directly with the 
individual company 
(with only 1 or a few 
employees to train 
and educate). 

 

 European Framework: 

Possible adaptations to flexicurity9 
Better access to lifelong learning - Re-skilling and updating of existing qualifications is crucial to help people 
gain access to jobs in higher added value sectors and expanding occupations, as well as to facilitate 
transitions from unemployment to work. The Commission is helping Member States to modernise their 
lifelong learning policies and to improve cooperation between education/training providers, businesses and 
public services, in order to add to the relevance of training and increase private and public investment in 
workforce training. Active labour market policies - The EU provides funding and promotes mutual learning 
between employment services, in order to improve the mix and effectiveness of job counseling, job search 
services and skills and employability training. It also helps to improve targeting of benefits and subsidies. 
 
 

                                                        
9 Social Europe guide - Volume 1 - Employment Policy, European Commission, Directorate-General for Employment, 
Social Affairs and Inclusion, p. 30 
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2.2.  Policy and legislative frame work. 
____________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki CRR, University of 

South Denmark 
The present system 
is heavily front-
loaded, favouring 
the young and 
already advantaged. 
This leaves too many 
people under-
equipped to deal 
with the accelerating 
health, social, 
technological and 
economic changes 
all adults face as we 
go through the 
different stages of 
lives. See 
conclusions of the 
report Learning 
Through Life.  
If you are an 
employee and work 
in an organisation 
with 250 or more 
employees, you 
have the right to 
request time for 
study or training. 
This right is known 
as 'time to train'. 
There is no time 
limit for the length 
of time that the 
study or training 
may take. The most 
important 
requirement is that 
the training you 
want will help 
improve business 
performance and 
your effectiveness in 
your employer's 
business. 

Pursuant to Art. 6 of 
Law no. 53 of 8 
March 2000 workers 
(employed or 
otherwise) are 
entitled to follow 
training courses 
throughout their life 
to upgrade their 
knowledge and 
vocational skills.  
Art. 17 of Law no. 
196 of 24 June 1997:  
The State, the 
Regions and the 
local authorities 
provide training 
tailored to the 
territory.  As far as 
vocational training is 
concerned: 1)  
tripartite agreement 
of 23rd July 1993 on 
the cost of work; b) 
the tripartite 
agreement 25th 
September 1996, 
culminating in the 
Law 196/97 (so 
called “Treu 
package”), which 
indicated the 
general objectives of 
the reform of the 
continuing 
vocational training 
system; c) the 
agreement of 22nd 
December 1998, 
specifying the 
characteristics of the 
system. 

In Lifelong Learning 
Policy 2007-2013 
there are number of 
objectives to 
improve learning 
possibilities for 
adults, such as:  
1) official 
recognition of 
competencies 
previously obtained 
in non-formal way 
(approved in 2011);  
2) introduction of 
EQF in Latvian 
education system;  
3) introduction of 
learning outcomes 
and skill description 
in all study 
programmes by 
2013;  
4) timely 
identification of 
labour market 
needs. 

In 2003 the Ministry 
of National 
Education and 
Sports created a 
document entitled 
“Lifelong learning 
development 
strategy by 2010” 
that pointed out the 
necessity of 
integrating formal, 
non-formal and 
informal education 
to allow adults who 
have fulfilled the 
compulsory 
education 
requirements to 
acquire and 
complement their 
general education 
and vocational 
qualifications. 
The School 
Education Act of 
September 7, 1991 
(with subsequent 
amendments) 
defines that 
continuing 
education can be 
provided on daily, 
extra-mural, and 
distance-learning 
bases. These tasks 
are carried out by 
centres for 
continuing 
education, practical 
training centres, and 
other institutions for 
in-service training. 
With the amended 

The Danish system 
of higher education 
is characterized by 
having a broad 
representation from 
all societal groups 
and a long tradition 
for the 
encouragement and 
strengthening of 
equal participation. 
Broad access to the 
first cycle of higher 
education 
programmes is also 
provided through a 
so called quota 
system: a certain 
percentage of 
admissions are 
reserved for 
applicants who do 
not meet the formal 
admission criteria.  
Recognition of prior 
learning: Access to 
short, first and 
second cycle 
programmes at 
universities by 
exemption from 
formal admission 
criteria (if the 
institution assesses 
that an applicant has 
sufficient 
qualifications - 
ministerial order no. 
8/2008). 
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version of the School 
Education Act 
(amendment of the 
27 June 2003) new 
rule was introduced 
which separated the 
continuing 
education centres 
(CKU) and practical 
training centres 
(CKP) from schools 
as institutions with 
statutory aims 
different from those 
of schools. This new 
position of CKUs and 
CKPs allows them to 
integrate actions 
undertaken by 
various continuing 
education 
institutions and to 
create regional or 
national networks of 
continuing 
education 
institutions. 
Act on Promotion of 
Employment and 
Institutions of the 
Labour Market of 20 
April 2004:  a 
Register of Training 
Institutions was 
established as a 
labour market tool. 

 

2.2.1. Please discuss any distribution of responsibilities (at national, regional, local level) 
____________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki 

CRR, University of 
South Denmark 

Financing: The 
traditional 
undergraduate 
university awards 
are co – funded 

Financing:  - national 
law 236/93 finances 
company training 
interventions; -  
national Law 53/00 

Financing:  State HEI 
receive financing for 
those study places 
that are defined as 
state dotated. In 

Financing:  Adult 
education in public 
schools is financed 
from the resources 
of territorial self-

Financing: National, 
public funding 
together with user 
payment of tuition 
fees for open 
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through Higher 
Education Funding 
Council for England. 
Universities are 
looking for ‘third 
stream’ income from 
external sources. 
 
Programmes and 
providers: SU works 
in partnership with 
several FE colleges, 
under the SURF 
network. 
 
Quality assurance 
providers: All SU 
awards are subject 
to the usual QA 
policies and 
procedures for all 
University 
programmes.  
 
Guidance and 
counseling: IAG 
(information, 
Advice, Guidance) is 
increasingly centre 
stage in government 
policies across the 
UK since the advent 
of the Leitch Review. 
In 2008 was also 
announced the 
Adult Advancement 
and Careers Service 
(AACS) to encourage 
progression and 
people to be 
proactive about the 
job they want. 

recognizes the 
general right training 
throughout life and 
to this end finances 
training leave 
connected with 
remodeling working 
timetable. 
 
Programmes and 
providers:  
Continuing training 
activities in Italy are 
three main 
categories of 
agencies and/or 
institutions:  a) 
companies and 
organizations (public 
and private) which 
lay on training 
activities for their 
own staff; b) training 
agencies and bodies 
(accredited or 
otherwise as 
stipulated by Decree 
166/2001), 
consultancy firms, 
bilateral bodies and 
other agencies, i.e. 
the social partners; 
c) institutional-type 
bodies (universities, 
job centers, 
permanent 
territorial centers, 
schools, etc.). 
 
Quality assurance 
providers: The 
National Institute for 
the evaluation of 
education and 
training system 
(INVALSI) is a 
technical 
committee. It has 
the responsibility for 

other study areas 
study place is 
financed from 
tuition fees. 
 
Programmes and 
providers: academic 
and professional 
programmes. 
 
Quality assurance 
providers:  every 
study programme 
has to be accredited 
in a defined period. 
 
Guidance and 
counselling:  Student 
guidance and 
counselling is 
obligatory part of 
each course. 

government and is 
free of charge.  
Education in non-
public schools is paid 
for. Non-public 
schools with the 
rights of public 
schools receive a 
refund from the 
state budget. 
According to 
research conducted 
by the Ministry of 
National Education 
in 2005 the majority 
of training courses 
are financed from 
the learners’ own 
funds. 1/3 of funds 
come from the 
European Social 
Fund while 
employers 
contribute the 
smallest share. 
 
Programmes and 
providers: Adult 
vocational training 
and adult general 
education can be 
provided both in the 
school and out-of-
school forms. 
Continuing 
education centres, 
practical training 
centres and in-
service training 
centres are the most 
common public 
continuing 
education 
institutions.  
 
Quality assurance: 
pedagogical 
supervision is 
performed by school 

education activities. 
 
Quality assurance 
providers:   
National and local 
(institutional) level. 
Systems with 
stakeholders 
involvement at both 
levels. 
 
Guidance and 
counseling:   
National and local 
(institutional) level. 
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the orientation, 
monitoring, support 
and assessment of 
adult education and 
training actions. 
 
Guidance and 
counseling:  
Directive n. 455 of 
1997 provides a 
general framework 
but as far as 
Continuing 
Vocational Training 
is concerned, there 
are not structured 
consultancy and 
guidance services 
apart from Job 
Centers. 

heads and education 
superintendents 
according to the 
same regulations as 
in schools for young 
people. The quality 
of education in the 
schools for adults is 
also assured within 
the framework of 
the external 
assessment system. 
 
Guidance and 
counseling: Public 
employment 
services are in 
charge of co-
ordination of 
activities in the field 
of continuing 
education and 
training of the 
unemployed and 
job-seeking persons, 
of diagnosing the 
needs of the labour 
market with respect 
to the continuing 
education and 
training of the 
unemployed and 
job-seeking persons, 
defining and 
implementation of 
tools leading to 
coherence between 
the needs of the 
labour market and 
areas of training and 
vocational training. 

 

 European Framework:  

Given the importance of acquiring skills and competences throughout our working life, the Commission is 
stimulating action across the EU for lifelong learning. This is based on common principles of shared 
responsibility and partnership, effective financing mechanisms, flexible pathways depending on individual 
needs, quality initial education and targeted ongoing training.  
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3. Regarding WBL > learning at work or learning through work? 

3.1. Please discuss the overall situation related to WBL in your (a) country and (b) region. 
____________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki CRR, University of 

South Denmark 
WBL presents 
opportunities to 
provide continuing 
education to people 
that choose to enter 
the workforce rather 
than to attend full 
time education 
courses. No data 
available about the 
investment of 
enterprises in WBL. 

The investment of 
Italian enterprises in 
the vocational 
training of their 
workers is closely 
related to the 
dimension of the 
enterprise itself. 
Only the 25,6% of 
enterprises with 10-
19 employees 
provide training 
activities, compared 
the 96,7% of 
enterprises with 
above 1000 workers.  
Enterprises that 
invest more than 
any other in training 
are the insurance 
companies (95,6%). 
Followed by banks 
and holding 
companies (89,1%).  
in the next years the 
skills increasingly 
important by 
enterprises will be: 
1) technical skills 
(production 
techniques, 
informatics, 
accounting and 
finance, foreign 
languages); 2) social 
skills (customer 
relationship, ability 
to work in a team); 
3) methodical and 
system skills 

Most of the 
employees 
participate in non-
formal education 
(30,7 percents). Only 
younger adult are 
more active in 
formal education – 
10,8 percents 
compared to overall 
5,4 percents.  The 
main challenge of 
the WBL is 
insufficient financing 
and regulations. 
Regulations on 
official recognition 
of competencies 
previously obtained 
in non-formal way 
were approved just 
two month ago and 
their 
implementation is 
not clear yet. 

The level of use of 
various forms of 
lifelong learning 
among the staff of 
enterprises in 
Poland is low 
compared with the 
average European 
indices. The latest 
available Eurostat 
data on vocational 
training of 
employees of 
companies (2005) 
show that Poland is 
in 21st place among 
European Union 
member states 
when it comes to 
the level of 
employee 
participation in 
training. "Continuing 
vocational training 
in enterprises" 
(survey completed in 
April 2006 by CSO on 
a sample of 18,000 
randomly companies 
employing over 10 
people from all over 
the country):  only 
34.8% of all firms 
provide training in 
any form.  As 
reasons for not 
providing workers to 
participate in 
continuing 
education primarily 

While adult 
education (formal 
and non-formal) is 
widespread, the 
impression is that it 
is for the largest part 
concentrated on 
vocational training 
and higher 
education 
institutions are not 
involved in WBL to 
any considerably 
extent.  The level of 
education of 
employees is 
unequal distributed 
among business 
sectors.  Adult 
education and WBL 
activities are 
unequal distributed 
among business 
sectors and between 
small and large 
companies. 
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(problem solving); 4) 
management skills 
and, finally, personal 
basic skills 
(numeracy and 
literacy).  important 
source of finding is 
represented by the 
Joint Multi Sectoral 
Funds for continuing 
training. , a negative 
data comes from the 
“system” of 
certification of 
activities made 
during the training 
courses. In fact the 
training pathways 
that end with a 
certification issued 
and recognized by 
other external 
authorities involved 
only the 20% of 
participants. 

pointed out the fact 
of having the correct 
qualifications of 
employees (79.1% 
indications) and the 
use by an enterprise 
strategy for 
employment once 
adequately trained 
staff (59.9%). At too 
high a cost indicated 
29.4% of 
respondents, while 
the lack of an 
adequate offer in 
the market indicated 
5.7% of the 
respondents.   

 

 European Framework10:  

Major European and international policy initiatives on lifelong learning, such as the European Commission’s 
Communication on lifelong learning (European Commission, 2001) and UNESCO declarations on adult 
learning (Unesco, 1997; 2009) seek learning opportunities outside classrooms and training institutions, in 
ordinary places where adults interact, such as leisure clubs, cultural settings, and also the workplace. The 
fact that we spend a third of our daytime, and more than thirty years of our lives, in successive working 
environments emphasises the significance of the workplace in making lifelong learning a reality, by 
stimulating the motivation to learn and the participation and retention of adults in education and training. 
We learn through work tasks, from colleagues and work mentors, through trial and error, by solving 
challenges and changing job positions, as well as through the continuing training that employers may 
provide. Employers, trade unions and public authorities have a major responsibility for creating the 
conditions in the workplace for workers to continue learning and broaden their competences. As the policy 
debate on lifelong learning was gaining momentum, the social partners committed themselves at European 
level to cooperate in developing workforce competences and qualifications as major aspects of lifelong 
learning, within the Framework of actions for the lifelong learning development of competences and 
qualifications (European Trade Union Confederation (ETUC) et al., 2002). The importance of workplace 

                                                        
10 Learning while working Success stories on workplace learning in Europe, European Centre for the Development of 
Vocational Training (Cedefop), 2011 
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learning has been highlighted by a range of other, and even earlier, EU policy papers: the Commission’s 
2001 Communication Making a European are of lifelong learning a reality; the 2002 Council Resolution on 
lifelong learning (European Commission, 2001; Council of the European Union, 2002); and the 2010 
Communication A new impetus for European Cooperation in VET to support the EU 2020 strategy(European 
Commission, 2010d). Recently, the European Commission’s Communication It is never too late to learn 
recalled the contribution of adult learning to employability, mobility in the labour market and the cquisition 
of key competences which are indispensable for social and labour inclusion (European Commission, 2006).  
 

3.2. Please, list any work-based learning method(s) which you are familiar with (briefly summarize 
information related to, for example, duration, contents, delivery style(s), course materials,                

learning outcomes achieved, evaluation of these courses). 
____________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki 

CRR, University of 
South Denmark 

Short courses; Day 
release / evening 
courses ; 
Placements; 
Negotiated Awards.  

Processes of 
learning at work can 
be implemented 
through training 
group activities or 
individual training 
plans. In both cases 
the company that 
provides the training 
writes a plan that 
defines the goals of 
the training course. 
For each subject 
area that will be 
tackled during the 
course is allocated a 
number of hours.  
Different modalities 
of training: from 
formal lesson to 
learning on the job. 
The most frequently 
used evaluation 
system is to verify 
that the acquired 
competences are 
used at the 
workplace, also with 
tests. Otherwise it is 
tested the degree of 

Learning methods 
used for WBL are 
course projects 
(individual), group 
projects and 
business games. 
Depending on the 
aim of the project it 
can also be case 
study or problem 
based learning.  In 
many cases the 
result can be 
evaluated by 
external partners, 
e.g. industry 
representatives. 

A preferred training 
mode is a shorter 
and intense course, 
near the company 
headquarters, 
although there can 
be variations 
depending on the 
company’s position 
of an employee. 
Workshops are 
assessed as the best 
form of training. 
Quite undervalued is 
e-learning as a 
learning method. 

Lifelong learning and 
adult education 
takes a variety of 
forms from 1 day 
courses to 2 year 
part time 
programmes of 
higher education. 
Blended learning 
methods is 
widespread in part 
time open education 
programmes, where 
part of the 
education is taking 
place as project 
based distant 
learning individually 
and in groups. 
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worker’s 
satisfaction. Only in 
a few cases the 
acquired 
competences are 
certified. 

 

3.3. Please describe available/used accreditation methods or credit award and any associated issues  
____________________ 

GENERAL OVERVIEW 

Staffordshire 
University CESIE RTU Uniwesytet Lodzki CRR, University of 

South Denmark 
Accreditation of 
Prior 
Learning/Experience 
 
It is extremely 
important that we 
accredit staff within 
the framework for 
skills and 
qualifications that 
they already 
possess.  This will 
not only provide 
motivation to staff 
undertaking the 
qualification but will 
ensure that 
everyone is at a 
point within the 
framework that is 
relevant to them. 
 

In Italy an 
institutionalized 
training national 
validation system is 
still lacking. in 2006 
the MLSW instituted 
a working group 
constituted by the 
representatives of 
MIUR, Regions and 
Social Partners (that 
is the associations 
representing the 
world of work – 
trade unions). At 
present, there is still 
no result worthy of 
remark. An 
important step will 
consist in the 
creation of a 
connection with the 
Regions that play a 
strategic role in this 
field. In fact, they 
are the subjects 
liable to the 
definition of 
standards and the 
certification of 
competences. At 
present, some 
Regions have 
established their 

Regulations on 
official recognition 
of competencies 
previously obtained 
in non-formal way 
are just approved.  

There is no specific 
framework for 
validation of non-
formal education 
and informal 
learning (including 
skills gained through 
work experience).  
Skills acquired 
outside the formal 
system lack 
certification. 
Developing the 
National 
Qualifications 
Framework and the 
associated solutions 
(such as the system 
of validation of non-
formal and informal 
education) should 
be considered as 
ways to eliminate 
such barriers. 

Denmark has a 
national body for 
(international) 
accreditation of all 
existing and new 
educations. 
Educational 
institutions must 
apply for 
accreditation.  
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own system of 
standards and 
certification. But in 
some case the 
regional government 
doesn’t recognize 
the certification 
system of the other 
Region. 
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PART II (Based on online Questionnaires for Employers) 

 Foreword 

By taking part in this online questionnaire, the employers11 contributed in having a likely overview of what 
businesses are already doing within the WBL framework. The Consortium wants to find out what really 
works, and what small and medium sized businesses/enterprises actually need in order to define the best 
way Universities and HEI could support companies in Europe. WBLQUAL is furthermore researching also on 
the following issues:  
-  meeting the needs and expectations of employers promoting the value of WBL;  
-  meeting the requirements of the learners for recognized qualifications and  
-  changing the mind-set of Universities on how courses are planned, delivered and assessed.  
As part of our work, we explored measures employers have applied in the responding companies 
concerning Work Based Learning (WBL) also by analyzing implemented processes and activities, and what 
support is available to employers provided by Universities or other training institutions.  
The survey has been carried out in all partner countries, translated into national language, considering a 
sample of about 10 companies per nation.  
In the following section we show through graphs the percentages of responses indicating the most frequent 
answer by country. The comparative graphs and comments are under the section Summary and 
Conclusions (p. 80), while the full range of all option in case of multiple choice questions can be seen in 
Annex II (post note). 
 

Partners’ national language survey versions are available under: 

 English: 

https://spreadsheets.google.com/viewform?formkey=dFdSMjZreE93NUZMX0VkVW1weDFaYmc6MQ 

 Italian: 

https://spreadsheets.google.com/viewform?formkey=dEtwWVdyb3oxdTdYeHVFemtOTkVFT0E6MA  

 Latvian: 

https://spreadsheets.google.com/viewform?formkey=dFV2dVJ0aklMaHQydW9zZTJLaVpaakE6MQ  

 Polish: 

http://www.surveymonkey.com/s/WBLQUAL_TEST 

 Danish: 

https://spreadsheets.google.com/viewform?formkey=dHZSaUNRUVh0Y095LWY5ejdDVkRhV2c6MA  

 
 

                                                        
11 Includes the employment sector that stays close to the lifelong community and requires specific skills necessary for 
the competitiveness in their business environment.  
 

https://spreadsheets.google.com/viewform?formkey=dFdSMjZreE93NUZMX0VkVW1weDFaYmc6MQ
https://spreadsheets.google.com/viewform?formkey=dEtwWVdyb3oxdTdYeHVFemtOTkVFT0E6MA
https://spreadsheets.google.com/viewform?formkey=dFV2dVJ0aklMaHQydW9zZTJLaVpaakE6MQ
http://www.surveymonkey.com/s/WBLQUAL_TEST
https://spreadsheets.google.com/viewform?formkey=dHZSaUNRUVh0Y095LWY5ejdDVkRhV2c6MA
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THE ANSWERS12 

ESTABLISHMENT DETAILS 

Gender distribution 
UK IT 

Female 56% Female 29% 
Male  44% Male  71% 

PL DK 
Female 69% Female 46% 
Male  31% Male  54% 

 

 

 

Gender distribution considering the total of responses (transnational): 

 

 

 

Main Position / Function 
   Chairman Group OE Manager 

   Managing director Operations Director 
HR Administrator Super intendent 

HR Manager Head of office 
HR Director QA Manager 

Group Learning and Development HR Manager Employer 
 

 

  

                                                        
12 N.B. The number of employers skipping a question are shown only when the percentage goes beyond point 40, 
because it might/could be implicit be meant as (i) lack of understanding of the question itself or either of (ii) the 
concept we were enquiring, (iii) lack of interest in the subject (iv). Whatever reason shows how little understanding 
there is of the benefits of WBL for the company and its employees, as confirmed also by the national Case Studies. 
 

47%

53%

Male Female
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  P1 – UK – General details. Main business activity of organization:  

Manufacturing engineers / Window Décor / Ceramic Tiles / Resale, hire, maintenance of mechanical 
handling equipment / Distribution of bathroom / FMCG 13  / Manufacturer - Specialist Coatings / 
Manufacturer of Fine Bone China. 

 

  P2 – IT  – General details. Main business activity of organization:  

Machining / Production distribution and sale of electricity / Metalworking / Consulting and software 
development / Web marketing, social media marketing / Consulting / Personal services, and training 
activities. 

 

  P3 – LV – General details. Main business activity of organization:  

No responses available.  

It follows the explanation for the failure to comply with the task, provided by Latvian Partner RTU. 

* RTU originally used cooperation with Latvian IT Cluster, which represents Latvian leading IT companies. 
Unfortunately, even after two reminders in March and April, survey was not sent to the companies. IT 
Cluster explained that companies just received few other surveys. The direct contacts did not give 
satisfactory results (partially because of the vocation time). E-mails to direct contacts were sent in end of 
May and additionally end of June – July 2011. In further contacts with employees RTU is planning to use 
the official RTU e-mail address and sent information only to the recent graduates. 

 

  P4 – PL  –  General details. Main business activity of organization:  

Safety of steel constructions / Internet portal / Electric energy distribution / Production / Food industry / 
Production and distribution of electric energy / Steel sale / Road constructions / Security / Production, 
consulting / Pharmacy distribution / BPO - Business process outsourcing / HR / Business process 
outsourcing / Electric energy sale / Banking / Security / Administration / Production of abrasive materials / 
Locksmith service, production of steel constructions / Tourist agency  / Home appliance wholesale and 
service. 

 

  P5 – DK – General details. Main business activity of organization:  

Electrical installations / Café Enterprise / Restaurant / Rental of Vacation houses / Hotel / Food / Zoo / 
Tourism purposes / Camping / Golf. 

                                                        
13 Fast moving consumer goods 
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5. Including you and any working proprietors, how many people are on the payroll at this location? 

 

  

  

 

WORKFORCE DEVELOPMENT / EMPLOYEE PROFILES 

6. Broadly what level of qualification do the majority of your current employees tend to have? 

 

 

  
 

UK IT PL DK

11%

22%

11%

22%

22%

11%

25 - 49

50 - 99

100 - 199

200 - 249

250 - 499

500+

13%

13%

25%

38%

13%

1

2 to 4

5 to 9

10 to 24

25 - 49

4%
9%

13%
4%
4%
4%
4%
4%
4%

48%

1

5 to 9

25 - 49

100 - 199

250 - 499

33%

58%

8%

1

2 to 4

5 to 9

UK IT PL DK

89%

11%

Pre- degree qualifications

Don't know

63%

25%

13%

Pre- degree qualifications

Has a degree

Has post graduate
qualifications
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11 

  
 European Framework:14 

Vocational education and training (VET) is crucially important for many professions. The Commission is 

supporting a partnership among Member States and social partners which aims to raise the attractiveness 

and availability of VET and to show ways of modernising VET systems. The Commission will also be 

proposing a Council Recommendation in 2011, for promotion and validation of non-formal and informal 

learning, to help step up Member States’ action in order to improve recognition of such skills. 

Besides VET, the EU also promotes further workplace learning through apprenticeships and traineeships. 

While apprenticeship-type training schemes are well-established in some Member States, others have only 

recently started to set them up. The Commission is therefore working with Member States on a quality 

framework for traineeships and is encouraging companies  to take apprentices as part of their corporate 

social responsibility (CSR). 

 
7. Do you tend to place more importance on formal qualifications, vocational qualifications or 

employability skills in your existing employees? 

 

  

                                                        
14 Modernising vocational education and training. Fourth report on vocational training research in Europe: background 
report, CEDEFFOP 2009 

10.5%

57.9%

26.3%

5.3%

No academic qualifications

Pre- degree qualifications

Has a degree

Don't know

7%

36%

50%

7%

No academic qualifications

Pre- degree qualifications

Has a degree

Has post graduate
qualifications

UK IT PL DK

11%

11%

56%

22%

Formal qualifications

Vocational qualifications

Employability skills

Depends on the job

11%

22%

22%

44%

Formal qualifications

Vocational qualifications

Employability skills

Depends on the job

35 
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42%

21.1%

36.8%

Vocational qualifications

Employability skills

Depends on the job

8%

46%

38%

8%

Formal qualifications

Vocational qualifications

Employability skills

Depends on the job
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8. What is the typical average length of service of your employees? 

 

  
 

  
 
 

 
  Comparative graph Q.8 

 

9. Does your organisation have a culture of developing “growing your own talent”? 

[ 1 the highest / 5 the lowest ] 
    

 

  
 

  
 

UK IT PL DK

22%

78%

6 - 10 years

10+ years

25%

13%

25%

38%

0 - 2 years

3 - 5 years

6 - 10 years
10+ years

21.1%

42.1%

5.3%

31.6%

0 - 2 years

3 - 5 years

6 - 10 years
10+ years

31%

38%

8%

23%

0 - 2 years

3 - 5 years

6 - 10 years
10+ years

78%

38%

42.1%

38%

10+ years

10+ years

3 - 5 years

3 - 5 years

UK IT PL DK

22%
44%

22%
11%

0%

1
2
3
4
5

25%
13%

25%
38%

0%

1
2
3
4
5

47.4%

42.1%

10.5%

Yes

No

Don't know

23%
31%

23%
8%

15%

1
2
3
4
5

JJ J K L LL 
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10. Do you have a strategy / plan in place to continually improve employee performance? 

 

  
 

  
 

 
 

11. What type of activity form part of this strategy? 

[ Please tick up to THREE boxes ] 

 

  
 

  
PL – 43% of the Employers skipped the question  

DK – 42% of the Employers skipped the question  

 UK *Informal actions are taken form USA HQ 

 

 

UK IT PL DK

89%

11%

Yes

No

67%

33%

Yes

No

68.4%

31.6%

Yes

No

54%

46%

Yes

No

UK IT PL DK

12%
12%

28%
24%

8%
16%

Skills Gap Analysis
Training needs Analysis

Appraisals
Personal Development Plans

Mentoring
Succession Planning

20%
40%

10%
10%
10%
10%

Skills Gap Analysis
Training needs Analysis

Appraisals
Personal Development Plans

Mentoring
Succession Planning

10%
29%

35%
13%

10%
3%

Skills Gap Analysis
Training needs Analysis

Appraisals
Personal Development Plans

Mentoring
Succession Planning

10%
20%

30%
30%

10%
0%

Skills Gap Analysis
Training needs Analysis

Appraisals
Personal Development Plans

Mentoring
Succession Planning
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 European Framework: 

Continuing training and career guidance play a key role in easing labour market transitions and achieving 

greater employment security. Increasing labour market flexibility without securing job transitions through 

training and guidance, or without protecting workers’ wellbeing, could ruin social cohesion and damage the 

social contract between the citizens and the state; governments and social partners need to be vigilant. As 

mid-career changes become recurrent, public authorities, social partners, VET providers and companies will 

need to explore new answers to the questions on when, how, where and by whom training provision will 

be delivered and financed, since flexible access to training will need to be combined with flexible work 

organisation (European Commission, 2010d).  

 

 

12. In what proportion of your staff are you able to identify opportunities for performance improvement? 

 

  
 

  

 

  

UK IT PL DK

44%

33%

11%

11%

0 - 20%

21 – 40%
41 – 60%

60+ %

17%

50%

33%

0 - 20%

21 – 40%

41 – 60%

31.6%

31.6%

26.3%

10.5%

0 - 20%

21 – 40%
41 – 60%

60% +

38%

15%

46%

21 – 40%

41 – 60%

60% +
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13. If you feel that some employees are not fully proficient in their job,                                                              
what do you consider to be the main causes?   

[ Please tick up to THREE boxes ] 

 

 
 UK *No particular problems - change in culture taking place. *Personal accountability for development is 

not embedded therefore a step change in capability or behaviour is not evidenced (I'm generalising here). 
 

 
 

 
 

 
 
 

 
 

UK IT PL DK

11%
21%
21%

5%
21%

5%
11%

13. If you feel that some employees are not fully…
Lack of training

Recruited wrong people
Inability of workforce to keep up with change

Lack of experience
Staff lack motivation

Suitable training not available
No particular causes*

10%
10%

30%
10%

20%
10%
10%

Lack of training
Recruited wrong people

Inability of workforce to keep up with change
Lack of experience

Staff lack motivation
No particular causes

Don't know

5%
16%

2%
16%

5%
36%

5%
7%

5%
5%

Lack of training
Recruited wrong people

High staff turnover
Inability of workforce to keep up with change

Lack of experience
Staff lack motivation

Suitable training not available
Cost of training is too expensive

No particular causes
Other

33%

20%

13%

20%

13%

Lack of training

Inability of workforce to keep up with change

Lack of experience

Staff lack motivation

Cost of training is too expensive
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 European Framework:15 

With regard to skills, unemployment varies consistently with qualification levels: the most highly qualified 

have experienced the lowest unemployment and the least qualified, the highest. 

The unemployment rate is 5.5 % for the highly skilled, 8.9 % for the medium skilled, and 16.1 % for the low 

skilled. This ‘gap’ increased further in the recession and low-skilled workers in particular suffered most. 

Numbers of highly skilled (and medium skilled) employed people actually increased during the recession. 

 
 
 Benefits of Skills16: 
 

                                                        
15 Social Europe guide - Volume 1 - Employment Policy, European Commission, Directorate-General for Employment, 
Social Affairs and Inclusion, p. 21 
16 New Skills for New Jobs: Action Now (2010) 

INDIVIDUALS
Improved job entry and job sustainability, 
ability to move between jobs, higher rate
of successful start-ups
Increased wage return
High job quality and satisfaction

SOCIETY
Health improvements

Increased participation

Greater social cohesion and mobility

ECONOMY
Increased productivity and competitiveness
+
Increased employment and, 
entrepreneurship and 
reduced economic inactivity

EMPLOYERS

Enhanced productivity

Better business performance

Greter protability

Skills
Development
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14. Do you think that lack of the following skills is having a negative impact on your organisation? 
[ Please tick up to THREE boxes ] 

 

 
 

 
 IT – 43% employers skipped the answer  

 

 

 
 DK *None missing 

 

UK IT PL DK

5%
10%
10%

5%
10%

19%
10%

14%
10%

5%
5%

General IT user skills
IT professional skills

Oral communication skills
Written communication skills

Customer handling skills
Team working skills

Foreign language skills
Problem solving skills

Management skills
Technical, practical or job-specific skills

Don't know

13%
13%

25%
25%

13%
13%

General IT user skills
IT professional skills

Oral communication skills
Problem solving skills

Management skills
Technical, practical or job-specific skills

4%
6%

8%
2%

10%
18%

8%
20%

10%
2%

14%

General IT user skills
IT professional skills

Oral communication skills
Written communication skills

Customer handling skills
Team working skills

Foreign language skills
Problem solving skills

Management skills
Numeracy skills

Technical, practical or job-specific skills

15%
3%

21%
6%

24%
6%

12%
9%

6%

General IT user skills
IT professional skills

Oral communication skills
Written communication skills

Customer handling skills
Team working skills

Foreign language skills
Problem solving skills

Don't know
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 European Framework17: 

The early identification of skills required in the labour market is an important trigger for the planning 
and regulation of education and training supply. Skills forecasts are often used to define specific 
quantitative targets for education and training provision. 

Several new projects and initiatives to ensure the early identification of skills needs have been 
carried out since 2008. Most of these activities have been financially supported by the European 
Social Fund. Since 2008 countries (or different regions within countries) have introduced a number of 
new initiatives to establish or improve their systems of skills forecasting. These include the 
development of methods, approaches and tools for the forecasting of skill needs. 

 

Some country specific info regarding NEW SKILLS for NEW JOBS: 

 In the United Kingdom (England), the Government commissioned a national skills audit. The 
audit (National Strategic Skills Audit for England) was produced by the employer-led UK Commission 
for Employment and Skills18 in close cooperation with Sector Skills Councils, Regional Development 
Agencies and the Migration Advisory Committee. It was published on 17 March 2010. The purpose of 
the audit was to assess current and future skill needs so that England could more effectively meet 
the changing skill needs of the economy and labour market. 

In the United Kingdom, employers and Sector Skills Councils are responsible not only for identifying 
which vocational qualifications are required in their sectors but also for developing these 
qualifications. Together with employers, Sector Skills Councils have been involved in the design of the 
Training Quality Standard – an accreditation system for public and private training providers based 
on rigorous quality assessment criteria. Employers may also have their own training accredited as 
part of the Qualifications and Credit Framework. An increasing number are doing so and some 
employers have also become awarding bodies. 

In the United Kingdom, Foundation Degrees in higher education are designed in close collaboration 
between higher education institutions, employers and Sector Skills Councils. 

In the United Kingdom (Northern Ireland), a revised curriculum was introduced during the period 
2007/08 to 2009/10. In developing the revised curriculum, the concerns of employers were taken 
into account. The curriculum includes a new post-primary area called ‘Learning for Life and Work’ 
covering personal development, citizenship and employability. For primary pupils this is 
complemented by the area of ‘Personal Development and Mutual Understanding’ (PDMU). It 
provides greater emphasis on developing the skills children need i.e. what they can do, not just what 
they know and understand. There is an increased emphasis on developing children’s skills, including 

                                                        
17 http://ec.europa.eu/social/main.jsp?catId=822&langId=en  
18 The Commission for Employment and Skills was created in 2008 and is responsible for monitoring the UK’s 
employment and skills systems 

http://ec.europa.eu/social/main.jsp?catId=822&langId=en
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skills that employers are looking for, for example the essential skills of reading, writing and maths, 
skills in ICT, the ability to communicate well, work with others and solve problems. 

 In Italy, higher education institutions are obliged to consult labour market representatives 
(including professional organisations and enterprises) when creating new higher education 
programmes/fields of study. 

In Italy, according to the reform of the university system (DM 509/1999 and 270/2004), all degree 
courses designed at university level should make public – among other things – the expected learning 
outcomes of courses (applying knowledge and understanding, making judgements, communication 
skills, learning skills, etc.) (22). 

 In 2010, the Latvian Ministry of Welfare initiated a project with the intention of developing a 
system for the identification and monitoring of skills needs. The purpose of the system is to analyse 
skills needs; forecast labour market developments; provide information about trends; as well as 
planning education and training provision. 

In September 2010, Latvia launched a three-year European Social Fund project for the Development 
of a System of Sector Qualifications and the Restructuring of the Vocational Training System. In this 
context, partnerships were formed between the State Education Development Agency, the Latvian 
Employers Confederation, the Latvian Confederation of Free Trade Unions, the National Curriculum 
Development Centre and the National Education Inspectorate19. The objective of the project is to 
bring vocational training curricula in line with labour market sector studies by developing a sectoral 
skills system, reviewing vocational standards and developing a system for the accreditation of prior 
learning. 

In Latvia, the Action Plan for Necessary Reforms in Higher Education 2010-2012 envisages legislative 
reform to enhance the role of employers in a number of areas including the development of higher 
professional education programmes, the assessment of student achievement, and the evaluation of 
programmes to ensure that they meet labour market needs. The legislative changes are planned to 
take place in 2011 and will motivate entrepreneurs to provide students with internship opportunities 
in modern businesses20. 

The Parliament of Latvia adopted amendments to the Vocational Education Law defining the 
validation of competencies and skills acquired through non-formal education. The legislative reform 
entered into force on 1 July 2010 but its provisions have yet to be implemented. The amendment 
ensures the official recognition of competencies previously obtained in a non-formal way, aiming for 
a more effective integration of adults and young people into the labour market21. 

                                                        
19 See: http://izm.izm.gov.lv/aktualitates/informacija-medijiem/5761.html  
20 For details about the proposed Action plan, see: http://www.mk.gov.lv/lv/mk/tap/?pid=40173173  
21 See: http://www.vestnesis.lv/?menu=doc&id=212500  

http://izm.izm.gov.lv/aktualitates/informacija-medijiem/5761.html
http://www.mk.gov.lv/lv/mk/tap/?pid=40173173
http://www.vestnesis.lv/?menu=doc&id=212500
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Latvia reports that the crisis has meant that the education sector has become more deeply involved 
in labour market skills identification and it is now widely recognised that education and training 
should do more to meet labour market challenges. 

In Latvia, the Ministry of Welfare launched a programme for full -time employees who are at risk of 
loosing their jobs. The programme aims to support their competitiveness and professional 
development by attending courses in project management, foreign languages, entrepreneurship, 
digital literacy, social skills and mathematics. The project is funded by the European Social Fund and 
participation in courses is financed through a voucher system. 

 In Poland between 2008 and 2013, the National Centre for Supporting Vocational and 
Continuing Education (NCFSVCE) is implementing a system project ‘Core Curricula Improvement as a 
Key to the Modernisation of VET’. One of the aims of the project is the preparation of new core 
curricula for vocational schools. The intention is to prepare innovative core curricula including 
entrepreneurship, MST and technology for 100 occupations, as well as 300 model programmes of 
vocational specialisations22. 

 In Denmark, ‘New Apprenticeship’ (ny mesterlære) has been introduced as an alternative 
pathway into VET. It is part of the government's strategy for increasing enrolment and reducing 
dropout within VET fulfilling the 95 percent objective (95 percent of a youth cohort should complete 
a youth education programme by 2015). Pupils undertaking a VET programme via the new 
apprenticeship pathway will typically spend the first year of their education receiving practical 
training within a company. 

In Denmark, the economic crisis had a strong influence on apprenticeship placements of VET 
students. To remedy the situation, public authorities have introduced various support measures to 
tackle the shortage of apprenticeship placements.  

                                                        
22 See: http://pokl.koweziu.edu.pl/index.php  

http://pokl.koweziu.edu.pl/index.php
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RECRUITMENT 

15. Has your company recruited any staff in the last 12 months? 

 

  
 

  
 

 

16. Did the candidates recruited have all the skills required? 

 

  
 

  
 

  European Framework: 

It needs to be considered that the so called ‘declining’, relatively low skilled occupational workers, the 
trend is towards increasing skill requirements mainly due to customer demands and expectations increase, 
technology changes and work organization becomes more complex. Upskilling the workforce and matching 
availability of skills with labour market needs is a key challenge for employment policy all over Europe. 

UK IT PL DK

100%

0%

Yes

No

57%

43%

Yes

No

58.8%

41.2%

Yes

No

69%

31%

Yes

No

UK IT PL DK

22%

78%
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17. Do the candidates recruited require any training over and above normal induction? 

 

  
 
 

  
 UK *Operative training and product familiarization. *Full understanding of ERP system, production processes 

and quotation needs. *General induction (1 week shop floor, 4 weeks in offices). *I don't have the details to 
answer this question effectively. *IT - e.g. MS office. *Employees did not have required skill level for our product 
category. 

 IT *Deepening and basic skills training update. 

 DK *training in house booking system. *Booking system. *"(…) “She is a zookeeper trainee, I get mentoring 
hours and wage subsidies for her education. So there is obviously needed help and support in her daily work. And 
when she is in school”. *(…) “The other employees I have hired are also flex jobber or people in work ability, so 
everyone has had a need for training according to their different abilities”. *There is always a need to learn 
something -  you will sail a new ship and do some work you have not tried before. *"IT Customer service . *Golf-
related skills + in specific computer systems we use. 

 

 European Framework: 

Skill development and continuing training bring a strong contribution to the flexicurity agenda by making 

worker skills more transferable among employers. Rather than safeguarding a job that will ultimately fade 

away, the flexicurity concept assumes that it is the worker who needs protection and support for a 

successful transition within the same or with another employer (European Commission, 2010c). 
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59%
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No
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18. Would you say that your current employees are lacking in any of the following areas? 
 

[ Please tick ALL that apply ] 

 
 

 
 

 
 IT – 57% of the Employers skipped the question  
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19%

19%

13%

44%

6%

The skills you look for

The qualifications you look for

The work experience that you require

The attitudes, motivation and/or personality that you require
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0%

0%

0%

50%

50%

The skills you look for

The qualifications you look for

The work experience that you require

The attitudes, motivation and/or personality that you require

Don't know

30%

21%

15%

27%

6%

The skills you look for

The qualifications you look for

The work experience that you require

The attitudes, motivation and/or personality that you require

Don't know

26%

21%

16%

26%

11%

The skills you look for

The qualifications you look for

The work experience that you require

The attitudes, motivation and/or personality that you require

Don't know
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19. Have you found any of the following skills difficult to obtain from your employees? 

[ Please tick ALL that apply ] 
 

 

 
 

 
 IT – 43% of the Employers skipped the question  
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9%
5%

9%
18%

9%
9%
9%

5%
5%

9%
5%

General IT user skills
IT professional skills

Oral communication skills
Written communication skills

Customer handling skills
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Foreign language skills
Problem solving skills
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Numeracy skills
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Technical, practical or job-specific skills

Don't know
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27%
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IT professional skills
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Customer handling skills

Problem solving skills

Technical, practical or job-specific skills

17%
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 European Framework: 

The present crisis, and recovery from it, has underlined the importance of the challenge. Recovery is 

currently constrained by the difficulties encountered, when recruiting people with the right skills for the 

jobs that are being created. Serious deficits of job-specific skills, in qualified management and technical 

professionals, are hampering Europe’s sustainable growth objectives, e.g. in science, technology, 

engineering and mathematics. It is also needed to enhance people’s transferable skills — oral and written 

communication, literacy, numeracy and the use of ICT — skills that are strongly valued in the labour 

market.23 

 Learning foreign languages24 

Multilingualism (i.e. the ability to speak and use several languages) has become a key issue in the 

development of the European Union. The European Commission’s Communication on “A New Framework 

Strategy for Multilingualism” states that the many mother tongues are a “a source of wealth and a bridge 

to greater solidarity and mutual understanding”, but also that “the ability to understand and communicate 

in more than one language is a desirable life-skill for all European citizens. It enables people to take 

advantage of the freedom to work or study in another Member State". Learning languages is thus a “key for 

the future”. It should be given to all pupils in general, including in vocational upper secondary education. 

                                                        
23 Social European Guide, p. 47 
24 http://ec.europa.eu/youth/news/doc/new_strategy/youth_report_final.pdf (page 18) 

10%

3%

14%
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14%
3%

21%
10%

7%
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General IT user skills

IT professional skills
Oral communication skills

Written communication skills

Customer handling skills
Team working skills

Foreign language skills
Problem solving skills

Numeracy skills
Literacy skills

Don't know

Other

http://ec.europa.eu/youth/news/doc/new_strategy/youth_report_final.pdf
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WORKFORCE TRAINING AND DEVELOPMENT 

 

20. Over the past 12 months, have you funded or arranged any training                                                             
or development for your employees? 
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21. What are the main reasons for you to engage in internal training? 
[ Please tick up to THREE boxes ] 

 

 
 

 
 IT  *(…) It is important that staff can attend classes within the company and in groups,( an advantage for 

us), so that - for logistical reasons -  the employers in groups can cover all working turns in order to do not stop 
the production process. 
 

 
PL – 52% of the Employers skipped the question  

 
DK – 42% of the Employers skipped the question  

 DK  * Education has a team building effect combined with that we have common working methods and 
concepts. *Further education increases their knowledge 
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23%

16%
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We find it difficult to recruit staff with the skills we need

Existing staff lack skills / have outdated skills

Helpful in recruiting staff / makes us more attractive to…

We can train them in our ways of doing things

Training the workforce of the future

To encourage young workers in an ageing workforce
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25%

50%
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22. Is it important that the training you provide leads to a formal qualification? 

 

 
 

 
PL – 52% of the Employers skipped the question  

DK – 46% of the Employers skipped the question  
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23. When deciding on which training to provide, what sort of training do you usually prefer? 

[ Please tick ALL that apply ] 

 

 
 

 
 

 
PL – 52% of the Employers skipped the question  

 
DK – 46% of the Employers skipped the question  

 DK *Other:  (i) Summary of performance appraisals for common skills initiatives. (ii) The public education system, 
such as AMU25 - very suitable for people with shorter courses. 

                                                        
25 http://www.eurofound.europa.eu/emire/DENMARK/ADULTVOCATIONALTRAININGAMU-DN.htm, 
http://pub.uvm.dk/2002/training.pdf  
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http://pub.uvm.dk/2002/training.pdf
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24. Does your establishment usually provide the teaching or training internally  
within the company or through an external provider? 

 

 
 

 
 

 
PL – 52% of the Employers skipped the question  

 
DK – 46% of the Employers skipped the question  
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78%
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25. What type of external training providers do you use? 

[ Please tick ALL that apply ] 

 
       UK *PTP Agency26 

 
 IT – 43% of the Employers skipped the question  

 

 
PL – 52% of the Employers skipped the question  

 
DK – 62% of the Employers skipped the question  

 

                                                        
26 http://www.ptpconsulting.co.uk/  
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57 

WBLQUAL 
An Approach to Qualifications through Negotiated Work Based Learning for the EU 

Project n. 510022-LLP-1-2010-1-UK-ERASMUS-ECUE 
 

This project is co-funded by 
the European Union 

26. Do you fund all your employee training internally? 

 

  
 
 
 

  
PL – 52% of the Employers skipped the question  

DK – 46% of the Employers skipped the question  
 European Framework: 

The Commission promotes the establishment of ’knowledge alliances’, i.e. ventures designed to bring 
together business and education/training institutions to develop new curricula to address gaps in skills and 
improve matching to labour market needs. 
The European Social Fund provides a significant source for investment in skills across Europe. 

 
 

27. Are you able to access Government funding to support your training? 

 

  
 

  
PL – 52% of the Employers skipped the question  

DK – 46% of the Employers skipped the question  
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 European Framework: 

Generally, the public sector funds education either by bearing directly the current and capital expenses of 
educational institutions (direct expenditure for educational institutions) or by supporting students and their 
families with scholarships and public loans as well as by transferring public subsidies for educational  
activities to private enterprises or non-profit organisations (transfers to private households and 
enterprises). Both types of transactions together are reported as total public expenditure on education.  
In the tables below we report the UNESCO Institute for Statistics’s last data of government expending for 
education in our partner countries (2009) to get an idea about how much the business sector is aware 
about training possibilities resources in their country.  
 
 

United Kingdom of Great Britain and Northern Ireland 27

 
 
 

Italy28 

 

 
 
 
 

                                                        
27 http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=8260&BR_Region=40500  
28 http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=3800&BR_Region=40500  

http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=8260&BR_Region=40500
http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=3800&BR_Region=40500
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Latvia29 

 

 
Poland30 

 

 
Denmark31 

 

                                                        
29

http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=4200&BR_Region=40530  
30 http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=6160&BR_Region=40530  
31 http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=2080&BR_Region=40500  

http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=4200&BR_Region=40530
http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=6160&BR_Region=40530
http://stats.uis.unesco.org/unesco/TableViewer/document.aspx?ReportId=121&IF_Language=eng&BR_Country=2080&BR_Region=40500
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28. What are the main reasons why you don't engage in internal training? 

[ Please tick up to THREE boxes ] 

 

 
UK – 89% of the Employers skipped the question  

   UK *We don't (the job doesn't) require staff to be that highly skilled 

 
IT – 71% of the Employers skipped the question  

 
PL – 61% of the Employers skipped the question  
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Don't know* / No particular reasons
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67%
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When we train staff they tend to leave the company

Don't know / No particular reasons

12%
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Other
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DK – 69% of the Employers skipped the question  

 DK  *Our business is a seasonal one with the opening only during summer time and we do not know about 
the team returning for next season. *Our employees work only part time and have other work. 

 

29. What would encourage you to work with universities, further education institutions and  
other providers on developing your employees? 

[ Please tick ALL that apply ] 

 
 

 
 

25%

0%

25%

0%

25%

25%

All staff are fully trained

We prefer to recruit fully trained / fully qualified recruits

Not worth the investment of my time and money

We don't (the job doesn't) require staff to be that highly…

When we train staff they tend to leave the company

Don't know / No particular reasons
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17%
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If it was relevant or would have an impact to my business

Cost effective courses

Courses delivered locally, e.g. at my local college

Courses delivered on-site

Courses delivered by distance learning / IT based

Dealing with someone who speaks my language

33%

33%

17%

8%

8%

If it was relevant or would have an impact to my business

Cost effective courses

Courses delivered locally, e.g. at my local college

Courses delivered on-site

Courses delivered by distance learning / IT based
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30. Would you be willing to take part in further consultation work that will help us                                                 
to improve Universities and Industry collaboration? 

 

   
 

   
 

  

30%

28%

20%

13%

5%

5%

If it was relevant or would have an impact to my business

Cost effective courses

Courses delivered locally, e.g. at my local college

Courses delivered on-site

Courses delivered by distance learning / IT based

Dealing with someone who speaks my language

35%

19%

23%

12%

4%

8%

If it was relevant or would have an impact to my business

Cost effective courses

Courses delivered locally, e.g. at my local college

Courses delivered on-site

Not interested in developing higher level skills

Don't know
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89%

11%

Yes >>> Please, go to
question n. 31

No >>> End of the
questionnaire

29%

71%

Yes >>> Please, go to
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No >>> End of the
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No >>> End of the
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Online Questionnaire MOST FREQUENT REPONSES – United Kingdom 

9                                                 
8                                                 
7                                                 
6                                                 
5                                                 
4                                                 
3                                                 
2                                                 
1                                                 

Q6  Q7  Q8  Q9  Q10  Q11  Q12  Q13  Q14  Q15  Q16  Q17  Q18  Q19  Q20  Q21  Q22  Q23  Q24  Q25  Q26  Q27  Q28  Q29  
 

[  key answer  other answers  skipped answer ]  
 

Q6: pre-degree qualifications  
Q7: employability skills  
Q8: 10+ years 
Q9: 2  
Q10: yes  
Q11: appraisals  
Q12: 0 - 20% 
Q13:   

* recruited wrong people 
 * staff lack motivation 
 * inability of workforce to keep up with change 
Q14: team working skills  
Q15: yes 
Q16: yes, some 
Q17: yes   
Q18: the attitudes, motivation and/or personality that you require 
Q19: problem solving skills  
Q20: yes  
Q21: exisisting staff lack skills/have outdate skills 
Q22: no  
Q23: on-site, flexible programm  
Q24: mix between internal and external providers 
Q25: further education colleges, private training providers 
Q26: yes  
Q27: yes  
Q28: no reasons  
Q29:   
 * if it was relevant or would have an impact to my business 
 * cost effective courses 

SNAPSHOT RESPONSES BY PARTNER COUNTRY 
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Online Questionnaire MOST FREQUENT REPONSES – Italy  

9                                                 
8                                                 
7                                                 
6                                                 
5                                                 
4                                                 
3                                                 
2                                                 
1                                                 

Q6  Q7  Q8  Q9  Q10  Q11  Q12  Q13  Q14  Q15  Q16  Q17  Q18  Q19  Q20  Q21  Q22  Q23  Q24  Q25  Q26  Q27  Q28  Q29  
 

[  key answer  other answers  skipped answer ]  

Q6: pre-degree qualifications  
Q7: depends on the job 
Q8: 10+ years 
Q9: 4, 3, 2  
Q10: yes  
Q11: training needs analysis  
Q12: 21 - 40% 
Q13: inability of workforce to keep up with change 
Q14: oral communication skills, problem solving skills  
Q15: yes  
Q16: yes, all 
Q17: no  
Q18:   
 * the attitudes, motivation and/or personality that  you require   
          * the work experience that you require 
Q19: Problem solving skills / Oral communication skills  
Q20: yes  
Q21: we can train them in our ways of doing things 
Q22: yes  
Q23: on-site 
Q24: mix between internal and external providers 
Q25: universities, private training providers  
Q26: yes  
Q27: yes  
Q28: we prefer to recruit fully trained 
Q29:   
 * if it was relevant or would have an impact to my business 
  *cost effective courses  
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Online Questionnaire MOST FREQUENT REPONSES - Poland   
 

10                                                 
9                                                 
8                                                 
7                                                 
6                                                 
5                                                 
4                                                 
3                                                 
2                                                 
1                                                 

  Q6  Q7  Q8  Q9  Q10  Q11  Q12  Q13  Q14  Q15  Q16  Q17  Q18  Q19  Q20  Q21  Q22  Q23  Q24  Q25  Q26  Q27  Q28  Q29  
 

[  key answer  other answers  skipped answer ]  

Q6: pre-degree qualifications  
Q7: vocational qualifications   
Q8: 10+years 
Q9: yes  
Q10: yes  
Q11: appraisals  
Q12: 41 - 60% 
Q13: staff lack motivation and recruited wrong people 
Q14: problem solving skills  
Q15: yes  
Q16: yes, some 
Q17: no  
Q18: the attitudes, motivation and/or personality that you require  
Q19: foreign language and team working skills 
Q20: yes  
Q21: to encourage young workers in an ageing workforce 
Q22: yes  
Q23: on-site, depends on the training 
Q24: mix between internal and external providers 
Q25: external consultant  
Q26: 50% yes, 50% no 
Q27: don't know  
Q28: we prefer to recruit fully trained/fully qualified recruits 
Q29:   
 * if it was relevant or would have an impact to my business 
 * cost effective courses  
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Online Questionnaire MOST FREQUENT REPONSES - Denmark   

10                                                 
9                                                 
8                                                 
7                                                 
6                                                 
5                                                 
4                                                 
3                                                 
2                                                 
1                                                 
  Q6  Q7  Q8  Q9  Q10  Q11  Q12  Q13  Q14  Q15  Q16  Q17  Q18  Q19  Q20  Q21  Q22  Q23  Q24  Q25  Q26  Q27  Q28  Q29  

 

[  key answer   other answers  skipped answer ] 

Q6: degree and pre-degree qualification 
Q7: employability skills  
Q8: 3 - 5 years  
Q9: 2  
Q10: 50% yes, 50% no 
Q11: appraisals and personal development plans 
Q12: 21 - 40% 
Q13: lack of training 
Q14: customer handling skills 
Q15: yes  
Q16: yes, some 
Q17: yes  
Q18: attitudes, motivation and/or personality that you require skills you look for  
 Q19: foreign languages  
Q20: 50% yes, 50% no 
Q21: training them in our ways of doing things 
Q22: no 
Q23: depends on the training, flexible programme, on-site 
Q24: mix between internal and external providers 
Q25: further education colleges  
Q26: no  
Q27: no  
Q28:   
 * all staff are fully trained 
           * when we train staff they tend to leave the company 
           * not worth the investment of my time and money 
          * don't know 
Q29: if it was relevant or would have an impact to my business  
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PART III (Based on Case Studies)  

Foreword 

The production of Case Studies, as a QUALITATIVE research method, is aiming to a better understanding of 
employers’ view on WBL (n. 2 per partner). These are the result of interviews and consultations with 
members of the target group employers.  

The production of case studies is one of the key elements of the WBLQUAL promotion strategy and also for 
sharing best practice with stakeholders of all levels.  

Below we are reporting the most relevant employer’s comments and statements. It needs to be considered 
the type of enterprises’ representatives involved, the economic and social characteristics of examined 
sectorial areas, the geographic location of the companies and, last but not least, that these case studies are 
not really representative of a country context, but are more examples on what is actually happening in a 
sample company in one of the considered 5 EU Member States with regards to WBL. 

 

THE MAIN ECONOMIC DRIVERS FOR THE ORGANISATION 

 

In the United Kingdom the main economic driver for the interviewed company is growth through profit. 

The business model might be based on the following drivers: 

• Partnerships – the company has our extensive knowledge and expertise throughout the materials 
handling industry and offers a ‘one stop’ service for sales, repair and maintenance; 

• Independence – the company works with a number of suppliers, which means it can offer products 
from leading brands to provide equipment that meets client needs; 

• National territory coverage - in addition to its headquarters in the Midlands, the company also has 
a depot in southern Scotland and network of service engineers covering all areas of the UK. 

While for the Italian example, a local European NGO, the economic drivers absolutely fundamental for the 
good work of the organization are:  

• Motivation - of the staff members;  
• Capacity - to develop winning strategies of long-range planning;  
• High management skills. 
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SKILLS GAPS IN THE WORKFORCE 
 
Monitoring and management of skills gaps 
 
 UK 

(EX. 1) Skills gaps in the workforce are identified (i) locally and are attributed to the critical need to adapt, 
to change and to achieve better communications within the workforce or (ii) through the company’s staff 
appraisal process.   

(Ex. 2) A good practice example of identifying Skills gaps is a skills matrix, mapping the skills needed with 
those available in the workforce. As an outcome from the use of this matrix the company’s Customer 
Training Department develops a National Vocational Qualification (NVQ) for its staff. 

Learning needs: the business model implies that the staff must have a high degree of certified qualification, 
expertise and experience.  No formal skills monitoring system is in place, and many of the ‘skills gaps’ that 
are identified are in IT user skills, health and safety (H&S) practices or minor technical areas. 

 ITALY 

(Ex. 1) There is no formal method to monitor and manage skill gaps. What is crucial is the continuous 
update on how the staff works. Unfortunately it happens that due to lack of skills and experience the 
company is  losing resources. 

(Ex. 2 )The most negatively influencing aspect is mainly due to lack and will of motivation – often because 
the employees do not feel any ownership or don’t feel they are contributing to any growth or development. 

Learning needs: High management skills, ICT skills, organizational skills.   

 LATVIA 

(Ex. 1) Skill gaps are monitored informally by the owner of the company. Employees receive specific 
development tasks that are later evaluated by the owner. In most cases skill gaps occur with introduction of 
new technology or solution, which is planned by a Strategy department to support company strategy 
(planned for 3 years). Regarding these kind of new and innovative specific sectors the identified skills gaps 
can only be managed through the only available training opportunities are online (training courses and 
developer forums). Usually company owner is the one who points at specific learning/training possibilities 
from his experience. Skill gaps become evident if the solution for given task is not as good as a owner would 
expect it to be. 

 POLAND 

(Ex. 1) Competence gaps and training needs are not structurally monitored but mainly individually reported 
by employees to the human resources manager and afterwards communicated to the board. The board 
ultimately decides on the training schedules for the next period. The strategy to complete the gaps includes 
training that is usually held in the workplace supplemented by mentoring, coaching, training offered by 
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external training companies as well as higher education and graduate studies undertaken by the employee 
at his own request or as a result of company’s recommendation. 

(Ex. 2) Employees have their specific development objectives, which include in particular: 

- determination of their own development potential and planning their careers, 

- identifying with the company’s objectives through the convergence of business goals with their 
own objectives, 

- clarifying the employer's expectations for candidates, setting the next targets for a certain time 
and tasks,  

- raising self-esteem and motivation. 

Job satisfaction is then also increased through assigned tasks corresponding to the predispositions and 
expectations of the employee. Evaluation also requires spending of a while to reflect on themselves and 
their performance and thinking over their own successes and failures. 

 DENMARK 

Skills gaps are not discovered by any monitoring system, but appear ex post. Skills gaps and competence 
development is managed through the annual employee development talks between the manager and each 
individual employee. This is a compulsory system in the Danish labour market (MUS: 
Medarbejderudviklingssamtaler), where the past year performance is evaluated and the coming year 
performance is planned.  

Learning needs: Foreign language skills, Social skills concerning tolerance and competence development is 
also a problem for the organisation. A business understanding and sales skills among employees is also a 
problem for the organisation, especially front desk personnel.  

 
WORK-BASED LEARNING IN PRACTICE 

 

 UK 

(Ex. 1) WBL is widely in place in the company due to its essentially practical nature and it is well recognized 
transversally by mainly all sectors’ that business operations (and particularly for the service workforce) are 
developing continuously and therefore skill and qualification updates are necessary. 

(Ex. 2) The most positive training experience was felt to be provided by independent external providers, 
although the assessment was made informally.  
One examples provides an insight on a possible structure of a training course, that was initiated by the 
company’s management, developed by outside consultants and the ‘follow-up’ evaluation (one week after 
the training) was carried out by occupational psychologists. 
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 ITALY 

(Ex. 1) WBL allows to do training without compromising the production process and allows to allows to 
provide training tailored to the needs of the organization/company. 

E.g.: last year it was organized a computer class. The lesson was done twice daily so as to allow everyone to 
take part and at the same time ensuring, through the rota system, that the production wasn’t slowing 
down or either stopped. Other courses were intended to improve skills closely related to the use of certain 
machinery. Therefore WBL was really a need. 

 LATVIA 

(Ex. 1) The sample of the Latvian companies use different strategies to acquire needed knowledge/ skills: 

• external training that comes together with technology (usually once a year); 

• external training from companies (rarely because necessary courses are not available in Latvia. And 
sending one or two employees for training into UK or USA is too expensive. External consultants are 
used when some expertise is needed fast); 

• external consultants; 

• self learning through forums and user groups; 

• Informal learning through seminars, conferences and meetings/visits (used to acquire best 
practices). 

 POLAND 

(Ex. 1) WBL seems to be a very effective method to address skill gaps, especially for regular employees, and 

besides for us it is much cheaper. 

(Ex. 2) The form of training varies depending on the needs. Training usually takes place in the company’s 

office building. Improvement in the workplace is effective because of the cost and time for training. In 

addition, it ensures the maintenance of an adequate standard of their work, stimulates the rapid 

adaptation of new techniques and contributes to improved staff motivation and commitment.  

Offered training opportunities: 

- mandatory training under labour laws such as training in the field of health and safety at work as 

well as specialized training, 

- training aimed at raising professional qualifications and competence development as a result of 

workers' own initiative, or with the consent of the employer, 
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- training not directly related to raising professional skills of employees, but instead increasing 

general knowledge of an employee or related to their hobby. 

The procedures are relate to: 

- rules for organization, participation and mandatory training for managers, administration and 

production and non-production workers, 

- rules for organization, participation and conduct of other specialized training in all business fields 

delivered to executive, administrative and production and non-production workers, 

- principles of undertaking vocational and postgraduate studies by workers, 

- rules for creation of a database of training companies, 

- evaluation of training and business trainers, 

- documentation of the training process. 

 

 DENMARK 

(Ex. 1) WBL is not a formal strategy of the organisation, but more informal learning takes place in order to 
address competence needs. The organisation is relatively small and has very limited resources for internal 
as well as external training activities.  

(Ex. 2) WBL and internal training is the economically most attractive for the interviewed organisation being 
a relatively small organisation with limited means for external training of the employees. It is also a limiting 
factor that it is difficult to have staff away from the workplace for training, leaving tasks undone.  

The learning philosophy of “40-20-40” - where 40% of the learning outcome is based on preparation and 
motivation, 20% is the result of the training and education activity itself, and 40% results from the practical 
use of the training and education at the workplace afterwards – is a reason more why to apply WBL, even if 
some organisation might not have developed any formal or clear strategy for WBL or competence 
development, which is part of the career progression plans for the individual employee, which is developed 
at the annual employee development talk (MUS). 

Accreditation of qualifications is not considered of any importance by some manager. Competence 
development. 

 ACTORS INVOLVED IN WBL 

 UK 

A wide range of training providers is applying WBL, including Higher Education Institutions (e.g. 
Universities), external professional training providers and consultants, in addition to its own internal 
training providers. All of the providers have broadly delivered a positive training experience, although no 
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formal evaluation was carried out after the events.  Company might tend to look at and measure the 
resulting qualifications rather than the financial benefits from training. 

It was also mentioned the working with a local college in recommending courses leading to recognised 
qualifications such as National Vocational Qualifications (NVQs) but more ‘high level’ courses involving links 
with HEIs have not been used in the specific example.   

External training Companies are used for instance where new equipment or new regulations or legislation 
is involved, while internal trainers are used to introduce and provide training in internal company 
procedures. 

 ITALY 

The sample company works only with “Fondimpresa” that can be seen as an external training company. 
More precisely, Fondimpresa is the most important Joint multisectoral Fund for continuing training32 
existing in Italy. It finances the training according to the needs of each company. The main objective of 
Fondimpresa is to make simply and accessible the use of training as fundamental tool to encourage 
innovation and development within companies (even the smallest ones) and workers. Within an European 
framework in which the dynamics of learning has been based on the concept of “lifelong learning”, the 
activity of Fondimpresa contributes to spread in Italy a culture based on the value of training. Periodically, 
Fondimpresa publishes calls for financing of training plans. These funds are clearly intended for employees 
of companies registered to Fondimpresa33. 
 

 LATVIA 

The sample company’s main strategy to acquire needed knowledge/ skills is the self learning through 
forums, user groups and on-line education videos. Some knowledge is also acquired in informal learning 
through seminars, conferences and meetings/visits (used to acquire best practices). Developers’ conference 
and specialised courses are perceived as best learning opportunities, which are not available at the 
moment due to the economic reasons. 

 POLAND 

The sample company has worked with training companies, consultants, trainers with aim of training 
employees and evaluates this cooperation positively, although there have been cases that the quality of 
training was low, as well as poor adjustment to the needs of employees and the company. So far the 
company has failed to cooperate with universities in the improvement of competence, only employees 
participated in university courses at different levels.  

                                                        
32 To learn more about the Joint Multi Sectoral Funds for continuing training see www.fondinterprofessionali.it or 
Italy’s Country Specific Report questions n. 1.4 and 3.1. 
33 To learn more about the Joint Multi Sectoral Fund see www.fondimpresa.it.   

http://www.fondinterprofessionali.it
http://www.fondimpresa.it
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The power plant cooperates with higher education institutions to improve the skills and competences of 
employees – studies, postgraduate studies, as well as courses and workshops in order to fill the gaps in 
qualifications, especially for the senior management – and also with training providers and consultants. 

 DENMARK 

(Ex. 1) The cooperation with the sector specific vocational training institute is working well. It is conducted 
in the Danish labour market education system (AMU) and compensated via the Danish VEU system for 
income loss.  

(Ex. 2) The sample company works together with local vocational training institute and business academy 
on general business development issues and on practical training. 
 

EVALUATION OF THE COOPERATION IN TERMS OF COSTS / BENEFITS 
 

 UK 

A successful WBL co-operation would ideally ‘add value’ to workers by changing the organisational culture 
of the business from top to bottom. This cannot really be evaluated in terms of costs, but the benefits could 
be indirectly reflected in workforce that is capable of a superior performance. 

The company would like to develop a higher degree of reflection in the workforce at all levels, encouraging 
individuals to look critically at all aspects of their work and to learn lessons. This is felt to be necessary as 
the nature of the work is becoming more technologically advance and the workforce itself at all levels is 
being asked to operate with more independence and discretion. 

This co-operative training is usually not subject to a cost analysis, as it is mandatory, in order to ensure 
compliance with the current legislation and to discharge the company’s obligations to its workforce.  The 
benefits are therefore intangible under normal circumstances and other compulsory legislation. 

 ITALY 

The cooperation with the training providers has been seen as profitable both in terms of costs and benefits. 
However, it’s important to consider that all the training courses provided are designed to meet the 
requirements of the Italian national work related laws (e.g. course on safety regulations) or to provide 
workers with the necessary skills to use some specific machinery – and not meant as training to improve 
employees’ working performances. 

 LATVIA 

External training providers are rarely used because the necessary courses are not available in Latvia. And 
sending one or two employees for training into UK or USA is too expensive. External consultants are used 
when some expertise is needed fast.  
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 POLAND 

Cooperation is assessed as positive. It is satisfactory especially when workers are improving in different 
areas and eliminate the gaps in competencies and skills. The benefits of cooperation are believed to 
outweigh the costs significantly. Each training is evaluated by the employees with regard to its usefulness 
and effectiveness of skills improvement. 

 DENMARK 

(Ex. 1) The benefit of the cooperation with the private associations are considered positive. 

(...) The organisation receives continuously offers and catalogues of training courses from various suppliers. 
The accountant selected last year from this a course on business law offered by the national golf association 
and had this with possibility for public compensation, but the course was cancelled due to lack of 
participants. Another employee had a course in practical management at the business school in 2008/2009. 
It took place over several days.  It was not compensated. Taking a training course is considered a fringe 
benefit for the employee to increase motivation and engagement as well as provide specific knowledge and 
information to improve task performance. 

(Ex. 2) Manager might prefer to cooperate with the formal public education system, where quality and 
price match and offer is quite wide for most sectors. The manager proposes that employees (one individual 
or a group) can participate in special courses that must be relevant and meet the needs of the organisation. 

 

The CHALLENGES 

Measuring individual employee performance 
 

 UK 

The sample company does not use a formal method of employee performance evaluation, apart from the 
annual appraisal system, but an informal process of feedback through the organisational structure is in 
place. Individual targets and objectives are set across the workforce and are followed up in the appraisal 
system. 
Employee performance is measured by an annual appraisal at which intangible factors such as motivation 
and effectiveness are discussed.  The continuous assessment of tangible factors (e.g. timekeeping and 
attendance) is carried out by using a swipe card system. Quantitative measures such as sales targets and 
dept recovery (for credit control) are monitored. 
The company claims not to have a formal method of evaluating individual performance in the workplace, 
although the tangible aspects of employee performance at a basic level (e.g. output, timekeeping and 
attendance) are recorded for workers at a certain level in the organisation. It is perceived within the 
organisation that some means of showing appreciation of the results of this ‘added value’ other than 
financial reward is necessary and a scheme for recognising achievement ‘above and beyond’ the normal 
role, with public recognition, is being developed within the company. Intangibles related to performance 
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within the workplace (e.g. enthusiasm, motivation and effectiveness) are not currently included in the 
organisation’s workforce development strategy. This aspect of employee performance could be enhanced 
by the provision of formally-accredited qualifications at an advanced level (e.g. at degree and masters 
degree level) to recognise personal advancement and development. WBL is an obvious way to achieve this. 
 
The following items of ‘added value’ in relation to individual performance: 
• Increased confidence in individuals, resulting in greater initiative, more ambitious personal goals, as a 

part of the company’s ‘commitments to velocity...’; 

• A higher level of motivation towards achieving set targets and fulfilling the company’s ‘commitments 
to...operational excellence and performance’; 

• Improvements in engagement with the work, particularly increased customer engagement leading to 
increased levels of customer service. 

(…) although the correct indicators are being monitored, the current systems and procedures for measuring 
and improving employee performance could be improved upon. Such improvements could be in the areas 
of identifying and defining training needs (e.g. Training Needs Analysis) across the various operating 
departments and developing the skills of managers and supervisors through a broader programme of 
professional development (e.g. CPD relevant to the individual’s role). As with other companies in the study, 
the HR manager believes that a formal management development programme would benefit the company 
and it is noted that operations in other EU countries could open up the possibility of technical or 
managerial exchanges taking place.   

 ITALY 

One case shows that 80% of the evaluation process concerns qualitative aspects. First those intangibles 
(enthusiasm, motivation, capacity of team working). The quality of work is more important than the 
quantity. However, it is clear that the number of approved projects is a factor that has a considerable 
weight in the evaluation process of each employee. Each individual has a programme for development. The 
achievement of the foreseen goals is measured through formal and informal methods. 

There isn’t a specific individual programme for professional development but all training activities are 
determined according to the needs of the company. 

While there is a formal method for measuring EP that analyses:  
I. Numerical and financial flows;  

II. Number of approved projects;  
III. Number of partnerships;  
IV. Economic turnover.  

 

 LATVIA 

The IT department doesn't see the need to formally measure individual performance. The practice of 
performance measurement was introduced few years ago, but cancelled due to the increased workload. 
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Skill gaps are evaluated by unit and group leaders. 

 POLAND 

The company measures the performance of its employees through qualitative and qualitative indicators. 
This is an interim evaluation carried out every 3 months. It aims to not only assess the effects of work, but 
also the assessment of competence, performance, and skills. On the basis of periodic assessments the 
development needs of employees are planned. 

Any training received by an employee shall be subject to evaluation by means of a questionnaire. All the 
documentation of the process of staff training including management issues, planning, costs, participants, 
trainers and the details of the training companies are registered in the internal system of the company. 
Each organizational unit collects its own training plans and records of obtained qualifications. 

The employees are also assessed by management staff by means of the staff evaluation forms. The 
evaluation of employees shows on the one hand the efficiency of work on a particular workstand, e.g. the 
quality of service, punctuality, etc., and on the other it is a basis of the motivating system (bonuses, prizes, 
etc.) 

Both the qualitative and quantitative results are visible. The qualitative results include: improving the 
quality of work, the motivation to achieve the goals as well as motivation and commitment of employees. 

Quantitative results embrace a reduction in staff turnover and increased production volume. 

 
Indicators:  
The performance measurement system is to a high extent adequate to the company needs as it contributes 
to:  

• improved information about company’s employees, their career plans, preferences and 
expectations, 

• a better use of present and future potential of individual workers through diagnosis of 
their competences and adequate allocation of tasks, 

• improved communication, 
• setting for each individual employee their career goals to facilitate realization of the 

company's strategy, 
• a reduction of staff turnover by matching tasks and responsibilities to their capabilities and 

preferences, 
• an increase of staff motivation to work. 

The performance measurement system exerts its influence on:  
• improved communication, 
• setting for each individual employee their career goals to facilitate realization of the 

company's strategy, 
• an increase of staff motivation to work. 
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 DENMARK 

There is no formal measure of performance. Performance is evaluated as a mix of how work tasks are 
undertaken and how the motivation and engagement of the employee is practised at the workplace. 

Employee performance is recorded as a mix of tangibles (doing the tasks, keeping time and attendance on 
the job) and intangibles (engagement and motivation).  

The organisation has an annual plan with all tasks and targets set up and distributed among each employee. 
Each individual employee has a general job description together with a set of individual tasks in the annual 
plan for the organisation. Performance is evaluated at the annual talks on this basis.  

RESULTS 

Sustainable?  
 

 UK 

There is little doubt that the outcomes of the company’s training programme are sustainable and that the 
objectives are being achieved, although the company does not use formal or informal methods of 
measuring or evaluating employee performance.  Individuals agree their targets for personal development 
with their line managers at the regular appraisal or review sessions that are carried out with their line 
managers.  These sessions tend to focus on intangible targets and are not measured in a quantitative way. 

 ITALY 

The results achieved are sustainable. All training activities were financed through governmental subsidies 
and/or regional funding. Therefore, the company hasn’t costs to provide the training. 

 LATVIA 

The companies perceive their investments for the employees’ training sustainable. these efforts are limited 
in numbers due to the above mentioned reasons. 

 POLAND 

Training activities constitute an important part of the employees’ improvement process and the effects 
resulting from them definitely exceed the costs incurred. This relation is calculated on the level of training 
planning. 

ADDED VALUE 

 UK 

Added value in HR may be seen as an improvement in the ability of its workforce to innovate and develop 
new products and processes and to exploit new opportunities through new methods and technologies. 
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Therefore ‘added value’ is seen as being the ability in its staff to exercise decision-making ability ‘at the 
point of customer contact’ and to act independently in performing their role in customer service, typically 
in the case of the distributed sales and service engineers. 

The sample company is pursuing a three-part plan to achieve increased ‘added value’ from its workforce 
development strategy: 
• Recruitment - The HR Director has identified an ageing technical and managerial workforce as a 

potential problem for the future. The company is therefore actively considering the recruitment of 
suitably qualified graduates with the potential to participate in CPD, in other words to institute a 
management development programme based on graduate recruitment and development.  A problem 
that is perceived with this plan is the timing.  The management development process takes time and 
results are expected in the near future.  To this end, a student placement is being considered in 
collaboration with the local university, with a view to graduate recruitment later; 
 

• Management development. 
The HR director feels that the availability of a number of suitable graduates would enable the company 
to continue to develop its programme of management development, possibly through work-based 
learning (WBL) processes similar to those in which it has already been involved.  This existing 
programme, which is based on its existing training strategy using a range of providers, HEIs and 
professional training providers and consultants, in addition to its own internal training providers 
generally covers the technical skills and is beginning to show results in terms of ‘added value’ for the 
technical staff. It is felt that WBL could be extended further into management development and CPD. 
This is the key difference between training and education.  As the demands that are placed on the 
company’s management increase, so the need for continuous updating and ‘up-skilling’ through 
education increases.  WBL is one of the more obvious ways to achieve these ends; 
 
• Technology development. 
The nature of B. Equipment’s product range is becoming increasingly technological, requiring continual 
professional updating in its sales, service and technical staff to maintain currency.  In addition, the 
nature of business services and its infrastructure is demanding an increased use of technology to 
maintain competitive levels of customer service.  This is typified by the mobile field engineers, whose 
level of service (and therefore ‘added value’) would benefit from a more sophisticated mobile 
communications and applications network.  While the development of this system could be 
commissioned from external consultants or service providers, its optimal exploitation would depend 
on the ability of the workforce to extract maximum added value from its use.  This is likely to be 
ensured and enhanced by a more highly educated workforce. 
 

 ITALY 

The “added value” of WBL strategy can be seen in the contribution that training gives to the cultural and 
social growth of the employees. In fact, considering that most of employees have an average level of 
education, WBL strategy represents a real tool for individual growth and, clearly, also for the professional 
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growth. The new skills and competences acquired provide the possibility to improve their professional 
standing within the company. 

 LATVIA 

The main criterion for „added value” from learning is work done comparably good to the best practices. 
Therefore interest in the best practices and knowledge sharing between employees is promoted. 

Company owners see the benefit of master degree in possibility to provide internship for students and 
evaluate possible employees. (The supervisor of an internship should possess master degree). 

 POLAND 

The added value lies in precise defining of the needs and individual employee development plans, selecting 
workers across jobs and reshuffling jobs in order to optimize the potential of employees. 

The results of the development programme are reflected in the properly implemented tasks, performed 
duties and the enthusiasm for work. Moreover, there is always a visible need to honour the employees 
(remuneration but also financing of trainings and improvement of staff qualifications, etc.), because only 
thanks to these measures the employees will be willing to “repay with interest” to the company.  

 DENMARK 

(Ex. 1) Added value is understood as increased job satisfaction and self confidence of the employee 
together with increased effectiveness measured as user satisfaction, i.e. customer satisfaction of the 
visitors. 

Workforce development is seen as a continuous process together with the annual plans and targets of the 
organisation. It is difficult to measure individual performance accurately, but competence development and 
WBL is part of the management strategy for overall organisational performance and growth. 

(Ex. 2) Added value of workforce development is understood as increased motivation and engagement of 
the employee together with increased effectiveness in terms of supply of new knowledge to the employee 
and the organisation. 

The informal strategy for competence development succeeds in delivering job satisfaction and skills 
development.  

 

 

 

  



 

80 

WBLQUAL 
An Approach to Qualifications through Negotiated Work Based Learning for the EU 

Project n. 510022-LLP-1-2010-1-UK-ERASMUS-ECUE 
 

This project is co-funded by 
the European Union 

SUMMARY AND CONCLUSIONS 

According to the Eurostat third continuing vocational training survey (CVTS3)34, in 2005, the countries with 

the highest share of enterprises providing continuing training were Denmark (85%), Austria (81%), Sweden 

(78%), Finland (77%), the Netherlands (75%) and France (74%). A North-South divide in terms of enterprise 

commitment to training is confirmed, with Greece (21%), Bulgaria (29%), Italy (32%), Poland (35%), Latvia 

(36%), Romania (40%) and Portugal (44%) among the lower performers (Cedefop, 2010b). 

The present Report shows how little changes have taken place in our Partner countries since the above 

survey in 2005. 

 

The basic summary and overall considerations worth to be highlighted are the following: 

 

Main conclusions – based upon CSR (Part I) 

Ø The main source of income in all partner countries is the Services sector followed by Industry and 

Agriculture. 

Ø National investments in WBL differ a lot in the considered countries. UK and Denmark are more familiar 
with WBL than Italy and Poland while Latvia is moving forward through cluster projects. 

 The decade since the introduction of the Bologna process has brought about a major expansion 
in higher education systems, accompanied by significant reforms in degree structures and 
quality assurance systems. However, the financial and economic crisis has affected higher 
education in different ways, with some countries investing more and others making radical 
cutbacks in spending for training and workforce development – as shown by this report. 

Ø The lack of legislations specifically related to WBL represents a common denominator for all partners’ 
countries. Moreover, where legal regulations are in force, they are however insufficient or bitty. A 
particular case is the Italian situation: the law 388/00 that instituted the Joint Multi Sectoral Funds for 
continuing Training represents a very important tool of financing training plans within companies. 
Nevertheless, a large part of SMEs are not fully aware of the possibility offered by these Funds! This lack 
of information clearly creates a less investment in training. 

Ø The main used work-based learning method(s) are: 

United Kingdom: Short courses; Day release / evening courses ; Placements; Negotiated Awards. 

Italy: Different modalities of training: from formal lesson up to learning on the job, while the most 
frequently used evaluation system is to verify that the acquired competences are used at the workplace, 
also with tests. Another way is to test the degree of worker’s satisfaction. Only in a few cases the 
acquired competences are certified.  

                                                        
34 http://www.bis.gov.uk/assets/biscore/corporate/migratedD/publications/D/DIUS_RR_08_17  

http://www.bis.gov.uk/assets/biscore/corporate/migratedD/publications/D/DIUS_RR_08_17
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Latvia: Learning methods used for WBL are course projects (individual), group projects and business games. 
Depending on the aim of the project it can also be case study or problem based learning.  In many cases 
the result can be evaluated by external partners, e.g. industry representatives.  

Poland: Shorter and intense course, near the company headquarters. Workshops are assessed as the best 
form of training. Quite undervalued is e-learning as a learning method. 

Denmark: Lifelong learning and adult education takes a variety of forms from 1 day courses to 2 year part 
time programmes of higher education. Blended learning methods is widespread in part time open 
education programmes, where part of the education is taking place as project based distant learning 
individually and in groups. 

Ø Regarding the recognition of competences: 
 

United Kingdom: Accreditation of Prior Learning / Experience: It is extremely important that we accredit 
staff within the framework for skills and qualifications that they already possess 

Italy:  institutionalized training national validation system is still lacking 
Latvia: Regulations on official recognition of competencies previously obtained in non-formal way are just 

approved.  
Poland: There is no specific framework for validation of non-formal education and informal learning 

(including skills gained through work experience).   
Denmark:  accreditation of all existing and new educations.  

 

Main conclusions – based upon online Questionnaire (Part II) 

Ø United Kingdom is represented mainly by medium and large companies, while for Italy and Denmark 
these are mainly SMEs. Poland is represented also mainly by SMEs with up 50 staff members. The 
reason for asking this question is to realize which kind of companies and enterprises are represented in 
this research. United Kingdom is represented mainly by medium and large companies, while for Italy 
and Denmark these are mainly SMEs (on/after 1 August 2008 to claim under the SME scheme 
companies must have with fewer than 500 employees which have an annual turnover not exceeding 
€100m and/or with an annual balance sheet total not exceeding €86m.)35. Poland is represented also 
mainly by SMEs with up 50 staff members.  

 Therefore we consider also that large size SMEs might have more need for further training and maybe 
also more opportunities in this sense.  

Ø Considering the heterogeneous range of business sectors here represented (Machinery, ICT, Services, 
VET, Manufacturing, Distribution, Consulting and software development, Consulting, Personal services 
and training activities, Production, Security, Banking, Administration, Tourist agency, etc.) and the 
related requested level of education, for UK (89%), Italy (63%) and Poland (57,9%) the average level of 
education of employees is a pre-degree qualification, while in Denmark half of the responses state 
having a higher level with degree.  

 
 

                                                        
35 http://www.bis.gov.uk/policies/innovation/business-support/rd-tax-credits/sme-large-company-schemes  

http://www.bis.gov.uk/policies/innovation/business-support/rd-tax-credits/sme-large-company-schemes
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  Comparative graph Q.6 
   
Ø The responses to Q. 7 show the importance given to practical approaches and the professional 

expectations for their employees by choosing between formal qualifications, vocational qualifications or 
employability skills. 

 

 
  Comparative graph Q.7 
 
The demand for qualifications is increasing even in occupations categorised as low-skilled, and it is 
estimated that around 50 % of all jobs in 2020 will continue to depend on medium-level qualifications 
provided through VET - WBL. 
We would like to drive the attention to European statistics on the percentage of the population aged 25 to 
64 participating Lifelong learning and vocational training (%). 
 

 
Total Male Female 

2004 2009 2004 2009 2004 2009 
EU-27 9,3 9,3 8,7 8,5 10,0 10,2 
United Kingdom  29,0 20,1 24,9 16,8 33,1 23,3 
Italy 6,3 6,0 5,9 5,6 6,7 6,4 
Latvia 8,4 5,3 5,7 3,6 10,8 6,9 
Poland 5,0 4,7 4,3 4,3 5,7 5,1 
Denmark 25,6 31,6 22,1 25,6 29,1 37,6 
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Ø WBLQUAL shows a positive insight into European businesses regarding talent growing culture. In all 
interested countries score 1 (the highest) reaches an average of 24%. The United Kingdom is the country 
where high-quality working performances are the most valued and the workforce is encouraged to 
develop and grow their personal talent. Followed by Denmark that within score 1 to 3 reaches a total of 
72%. For the Italian situation, as confirmed by the Case Studies (PART III of this Report), it seems there is 
no or little awareness about this kind of working approach which leads to decreasing personal 
motivation and dedication to their profession and consequently to poor performances and to lower 
quality of the services provided. 

 

 
  Comparative graph Q.9 

Ø All surveyed employers state to have in place a strategy / plan to continually improve employee 
performance, as shown by the comparative table below: 
 

 

 
  Comparative graph Q.10 

Ø The main activities part of this strategy result to be mainly appraisals in United Kingdom, Poland 
and Denmark along with Personal development plans. In Italy 40% stated to see more success by adopting 
personal training needs analyses.  

 

 
  Comparative graph Q.11 
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Ø The proportion of the identified opportunities for performance improvement of employees varies 
in the different countries: 

 

 
  Comparative graph Q.12 

Ø The main causes for employees being not fully proficient in their job, as listed by responding employers, are 
the (i) inability of workforce to keep up with changes, therefore the need for upskilling and reskilling. (ii) 
The lack of motivation (as highlighted also by the Case Studies), therefore the need to change management 
and work approach in order to let employees feel sense of ownership for the company; (iii) lack of training 
– the case studies state that the few training opportunities available often apply a not appealing 
methodology that doesn’t promotes the creation of a stimulating learning environment that could increase 
motivation.  

 

 
   Comparative graph Q.13 
 

Ø Employers perceive the lack of (i) team working skills, (ii) oral communication skills, (iii) problem solving 
skills and (iv) costumer handling skills as those having the most negative impact for their business. 

 

 
   Comparative graph Q.14 
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Ø The employers of all partner countries affirm to have recruited new employees within the last year. We 
remind that the survey has been done between February and March 2011. This quite positive statements 
seem being the exception rule compared to the EU27 unemployment rates in June 2011. This quite 
positive statements seem being the exception rule compared to the EU27 unemployment rates in 
June 2011 (seasonally adjusted) as reported by Eurostat Newsrelease Euroindicators 114/2011 
published August 1st 2011.36  
 

 

 

 

 

 

Partner countries’ unemployment rates in detail37: 

Time 2010
M09  

2010M
10  

2010M
11  

2010M
12  

2011M
01  

2011M
02  

2011
M03  

2011
M04  

2011
M05  

2011
M06  

2011
M07 

2011
M08  Geo    

EU 27  9,6 9,9 9,7 9,6 9,9 9,9 9,8 9,5 9,4 9,4 9,6 9,5 
UK 7,7 7,7 7,6 7,7 : : 7,7 7,7 7,8 7,8 7,8 7,8 
IT 9,7 11 10,1 9,1 9,7 9,5 9,7 9,2 8,9 8,8 8,9 7,9 
LV 15,9 15,4 15,4 15,4 14,2 14,2 14,2 13,4 13,4 13,4 : : 
PL 9,8 9,8 9,8 9,9 10,2 10,2 10,2 10,2 10,2 10 10,1 10,1 
DK 7,6 7,3 7,2 7 8 7,7 7,7 7 7 6,9 7,1 7,5 

 

Ø (…) On one hand, the employers seem all to be quite satisfied by the candidates for the vacancy showing to 
have had all required skills and competences.  

 
 

Comparative graph Q.16 
 

                                                        
36 http://epp.eurostat.ec.europa.eu/cache/ITY_PUBLIC/3-01082011-AP/EN/3-01082011-AP-EN.PDF  
37 Eurostat, October 2011 http://europa.eu/geninfo/legal_notices_en.htm  
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http://epp.eurostat.ec.europa.eu/cache/ITY_PUBLIC/3-01082011-AP/EN/3-01082011-AP-EN.PDF
http://europa.eu/geninfo/legal_notices_en.htm
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Ø (…) On the other hand, by asking if the candidates recruited would require any training over and above 
normal induction the British and the Danish employers answered that still some training is required. 
 

 

 
   Comparative graph Q.17 

 
Ø The area in which current employees are mainly lacking is regarding the attitude, motivation and the 
right personality required. 

 

 
          Comparative graph Q.18 

 
Ø The most difficult skills to obtain was in the Polish and the Danish case the lack of foreign language 
competencies. In Italy the basic skill of oral communication was one of the most ticked beside with problem 
solving skills, while for the UK is lacking the team working skills. 
 

 

 
  Comparative graph Q.19 
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Ø In the United Kingdom the total of responses stated that over the past 12 months they have funded or 
arranged training and/or development opportunities for their employees. Highly positive percentages also 
for Italy and Poland – while Denmark states a fifty percent.  
 

 

  
  Comparative graph Q.20 

Ø While, the main reasons why employers don't engage in internal training? 
 

 

 
  Comparative graph Q.28 

Ø The main reasons for this high engagement in providing training INTERNALLY are mainly: 

- Existing staff lack skills / have outdated skills 
- We can train them in our ways of doing things  

 - To encourage young workers in an ageing workforce  
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  Comparative graph Q.21 

Ø Internally provided training opportunities are implemented in all countries with over 50% by a mix 
between internal and external providers.  

 

 
  Comparative graph Q.24 

Ø The type of external training providers used are mainly private training providers, further education 
colleges and on a little percentage universities. 
 

 

 
  Comparative graph Q.25 
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Eurostat statistics38 show the following data regarding providers of non-formal education and training 
activities (%), 2007.  

 Employer  Non- 
formal 
educ. & 
training 
instit. 

Formal 
educ. 
instit. 

Comm. 
Instit. 
where 
ed. & 
train. is 
not 
main act 

Em-
ployers' 
org., 
chamber 
of com- 
merce 

Non- 
comm. 
instit. 
(e.g. 
library) 

Non-
profit 
assoc. 

Individ. Trade 
union 

Other 

EU 38,3 16,5 10,4 8,9 5,0 4,5 4,3 4,3 1,4 4,0 

UK 50,2 8,2 11,1 : 7,0 1,8 1,9 4,3 0,1 5,4 

IT 27,6 8,5 12,9 8,0 12,9 2,2 4,4 6,3 1,3 11,3 

LV 42,6 21,3 13,4 6,8 2,7 1,6 2,2 2,1 0,2 5,2 

PL 20,8 49,9 13,1 6,1 1,7 : 2,2 3,8 0,2 2,1 

DK39 : : : : : : : : :  : 

 

Ø The most important aspects for employers that would encourage to work more and start to build 
up training cooperations with universities, further education institutions and/or other providers on 
developing their employees seem to be the cost effectiveness of trainings and its relevance to the business. 
 

 

 
  Comparative graph Q.29 
 
Eurostat40 gives us also an interesting insight of the “other side of the coin” regarding Obstacles to 
participation in education and training (2007): 

                                                        
38 http://epp.eurostat.ec.europa.eu/statistics_explained/index.php/Lifelong_learning_statistics  
39 Not included in the EU average; refer to the Internet metadata file 
(http://epp.eurostat.ec.europa.eu/cache/ITY_SDDS/en/trng_aes_esms.htm)  
40 http://epp.eurostat.ec.europa.eu/statistics_explained/index.php/Lifelong_learning_statistics  
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http://epp.eurostat.ec.europa.eu/statistics_explained/index.php/Lifelong_learning_statistics
http://epp.eurostat.ec.europa.eu/cache/ITY_SDDS/en/trng_aes_esms.htm
http://epp.eurostat.ec.europa.eu/statistics_explained/index.php/Lifelong_learning_statistics
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 Health  
or age 

None  
within 
reachable 
distance  

No 
time  
due to 
family  

Did not 
have the 
pre-
requis-
ites  

Too 
expen-
sive,  
could 
not 
afford 

Did not 
like idea 
of going 
back to 
school 

Lack of 
em- 
ployer 
support  

Conflict  
with 
 work  
schedule  

Other/ 
no resp. 

EU 14,8 20,8 40,2 15,6 31,2 14,9 18,4 38,7 26,8 
UK 17,0 25,9 42,5 20,8 33,8 24,1 22,6 43,9 56,5 
IT 19,7 16,8 49,5 19,2 26,2 16,6 15,2 44,1 12,4 
LV 11,9 24,1 40,1 11,2 50,8 11,9 29,7 36,8 11,4 
PL 9,1 31,0 29,2 9,2 61,3 17,5 20,4 31,4 11,5 
DK41 : : : : : : : : : 
           
Ø It is important that the training provided leads to a formal qualification for three out of four countries. 
This data reflects also the fact that in United Kingdom is the country in which WBL is most applied. 
 

 

 
  Comparative graph Q.22 

Ø Training for employees training is mostly funded through internal resources. 
 

 

 

 
  Comparative graph Q.26 
 
Ø (…) even if by the question if the employer is able to access Government funding to support training 
offers UK and Italy answered with an high percentage YES (so, why to fund most training internally having 

                                                        
41 Denmark is not included in the EU average; refer to the Internet metadata file 
(http://epp.eurostat.ec.europa.eu/cache/ITY_SDDS/en/trng_aes_esms.htm)  
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access to governmental funding?!?); the Polish stay with the don’t know as most frequent response, and 
the Danish having a well structured VET System answered NO with 60%. 

 

 

 
  Comparative graph Q.27 
 
Ø Would you be willing to take part in further consultation work that will help us to improve 
Universities and Industry collaboration?                                                
As shown in the table below it seems there is little interest of the employers in getting to know  about 
advantages of applying WBL in their establishment neither to know which means and opportunities are 
open to their staff through WBL and Lifelong Learning (LLL) in general. Through this report it is exactly what 
we would like to reach, to let become WBL appealing for employers /employees and HEIs – in cooperation,  
looking to refine a method of providing qualifications for work based learning that will also produce 
benefits for employers in performance, behaviour and attitude of learners. 
 

 

 
  Comparative graph Q.30 

 

Main conclusions – based upon Case Studies (Part III) 

From the Case Studies the most relevant reflection points to report are: 

Skills Gaps in the Workforce 

Methods to monitor skill gaps in most of the partner countries representative companies actually not 
known or not applied.  

Skill gaps are monitored informally and not structurally monitored but mainly individually reported by 
employees to the human resources manager and afterwards communicated to the board. 
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Skills gaps are not discovered by any monitoring system, but appear often ex post when the company is 
already losing resources.  

 A big issue seems to be low employee’s motivation – often because the employee does not feel any 
ownership or doesn’t feel contributing to any personal or company based growth or development.  

The only good practice for  identifying Skills gaps comes from the UK. It is a skills matrix, mapping the skills 
needed with those available in the workforce. As an outcome from the use of this matrix the company’s 
Customer Training Department develops a National Vocational Qualification (NVQ) for its staff.  

 
Evaluation of the training cooperation in terms of Costs / Benefits 
 
The training opportunities cannot really be evaluated in terms of costs, but the benefits could be indirectly 
reflected in workforce that is capable of a superior performance. 

The co-operative training is usually not subject to a cost analysis which would actually ensure compliance 
with the current legislation and to discharge the company’s obligations to its workforce. The benefits are 
therefore intangible under normal circumstances and other compulsory legislation. 

 The benefits of cooperation are believed to outweigh the costs significantly. 

Measuring individual employee performance 
 
Employee performance is mainly measured by annual appraisals at which intangible factors such as 
motivation and effectiveness are discussed.   

Some company claims not to have a formal method of evaluating individual performance in the workplace, 
although the tangible aspects of employee performance at a basic level (e.g. output, timekeeping and 
attendance) are recorded for workers at a certain level in the organisation.  

This aspect of employee performance could/should be enhanced by the provision of formally-accredited 
qualifications at an advanced level (e.g. at degree and masters degree level) to recognise personal 
advancement and development. WBL is an obvious way to achieve this. 
There isn’t a specific individual programme for professional development but all training activities are 
determined according to the needs of the company. 

Positive feedback comes from Poland - Interim evaluations are carried out every 3 months. It aims to not 
only assess the effects of work, but also the assessment of competence, performance, and skills. On the 
basis of periodic assessments the development needs of employees are planned. 

The employees are also assessed by management staff by means of the staff evaluation forms. 

Moreover, both the qualitative and quantitative results are visible. The qualitative results include: 
improving the quality of work, the motivation to achieve the goals as well as motivation and commitment 
of employees. 
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Quantitative results embrace a reduction in staff turnover and increased production volume. 

Added Value: 

Added value is seen as an improvement in the ability of its workforce to innovate and develop new 
products and processes and to exploit new opportunities through new methods and technologies. 
Therefore ‘added value’ is seen as being the ability in its staff to exercise decision-making ability ‘at the 
point of customer contact’ and to act independently in performing their role in customer service, typically 
in the case of the distributed sales and service engineers. (UK) 

The added value can also be seen in the contribution that training gives to the cultural and social growth of 
the employees on personal individual level as well as regarding professional growth. (IT) 

The main criterion for „added value” from learning is work done comparably good to the best practices. 

Therefore interest in the best practices and knowledge sharing between employees is promoted. (LV) 

The added value lies in precise defining of the needs and individual employee development plans, selecting 

workers across jobs and reshuffling jobs in order to optimize the potential of employees. (PL) 

Added value is understood as increased job satisfaction and self confidence of the employee together with 

increased effectiveness measured as user satisfaction, i.e. customer satisfaction of the visitors. 

Workforce development is seen as a continuous process together with the annual plans and targets of the 

organisation. (DK) 
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ANNEX 1 

WBLQUAL Country Specific Report (WP3) 

1. General economic / social / political / educational national profile 

 

1.1. Which are the main sources of income/business sectors in your (a) country and (b) region? 

Main thinks we need to know about your current country’s main income sectors. Please, stress on the 
peculiarities of both levels, (a) and (b). 

Please state 

 

1.2. What are the main (a) economical and (b) political evidences which would support arguments 
for WBL – and/or against WBL? 

Please state 

 

1.3. Responding to your country’s specific Labour Market Needs: are there any Policy Initiatives 
and Reforms in Education and Training that might be relevant to formulating a strategy for  WBL? 

Please state 

 

1.4. Would a strategy for WBL need to be aware of any legislation or regulations which impact on 
the  creation of partnerships and/or foster cooperation between stakeholders involved in WBL? 

Please state 

 

2. Adult Education and Training Programmes 

 

2.1 Please, discuss the overall picture of adult education in your country. 

- To what extend reaches the demand for adult education? - Is it normal practice in your country? 

Please state 

 

2.2 Policy and legislative frame work. 

- Please, describe how LLL is applied in your country 

Please state 
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2.2.1. Please discuss any distribution of responsibilities (at national, regional, local level), 
for example: 

Financing: 

(at national, 
regional, local level) 

Please state 

Programmes and 
providers: 

(at national, 
regional, local level) 

Please state 

 

Quality assurance 
providers: 

(at national, 
regional, local level) 

Please state 

 

Guidance and 
counseling: 

(at national, 
regional, local level) 

Please state 

 

 

3. Regarding WBL > learning at work or learning through work? 

 

3.1. Please discuss the overall situation related to WBL in your (a) country and (b) region. 

- Strengths/Challenges/Governmental Support/Others. 

Please state 

 

3.2. Please, list any work-based learning method(s) which you are familiar with  (briefly 
summarize information related to, for example, duration, contents, delivery style(s), course 
materials, learning outcomes achieved, evaluation of these courses). 

Please state 

 
3.3. Please describe available/used accreditation methods or credit award and any associated 
issues 

Please state 
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Any additional remark? 

Please state 

Any interesting statistics regarding all above points you think important to share? 

Please state 

 
Thank you for your cooperation 
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ANNEX 2 
 

WP3 EMPLOYER’S ONLINE QUESTIONNAIRE 
 

Establishment Details 

1. Name 
2. Position 
3. Name of organisation 
4. Main business activity of organisation 
5. Including you and any working proprietors, how many people are on the payroll at this location? 

 
Workforce Development / Employee Profiles 

 
6. Broadly what level of qualification do the majority of your current employees tend to have?  
7. Do you tend to place more importance on formal qualifications, vocational qualifications or 

employability skills in your existing employees?  
8. What is the typical average length of service of your employees? 
9. Does your organisation have a culture of developing “growing your own talent”? 
10. Do you have a strategy / plan in place to continually improve employee performance? 
11. What type of activity form part of this strategy?  
12. In what proportion of your staff are you able to identify opportunities for performance 

improvement? 
13. If you feel that some employees are not fully proficient in their job, what do you consider to be 

the main causes?  
14. Do you think that lack of the following  skills is having a negative impact on your organisation?  

(Please tick up to THREE boxes) 
• General IT user skills  
• IT professional skills  
• Oral communication skills 
• Written communication skills  
• Customer handling skills  
• Team working skills  
• Foreign language skills  
• Problem solving skills  
• Management skills 
• Numeracy skills  
• Literacy skills  
• Office admin skills  
• Technical, practical or job-specific skills 
• Don't know  
• Any other skills (Please state)  

 
Recruitment 

  
15. Has your company recruited any staff in the last 12 months? 
16. Did the candidates recruited have all the skills required? 
17. Do the candidates recruited require any training over and above normal induction? 
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18. Would you say that your current employees are  lacking in any of the following areas?  
 (Please tick ALL that apply) 

• The skills you look for  
• The qualifications you look for  
• The work experience that you require 
• The Attitudes, motivation and/or personality that you require  
• Don't know 

19. Have you found any of the following skills difficult to obtain from your employees?   
 (Please tick ALL that apply) 

• General IT user skills  
• IT professional skills   
• Oral communication skills                                 
• Written communication skills  
• Customer handling skills  
• Team working skills  
• Foreign language skills  
• Problem solving skills  
• Management skills 
• Numeracy skills  
• Literacy skills  
• Office admin skills  
• Technical, practical or job-specific skills  
• Don't know  
• Any other skills (Please state)  

 
Workforce Training and Development 

 
20. Over the past 12 months, have you funded or arranged any training or development for your 

employees?  
21. What are the main reasons for you to engage in internal training? 
 (Please tick up to THREE boxes) 

• We find it difficult to recruit staff with the skills we need 
• Existing staff lack skills / have outdated skills 
• Helpful in recruiting staff / makes us more attractive to potential recruits  
• We can train them in our ways of doing things  
• Training the workforce of the future  
• To encourage young workers in an ageing workforce  
• Don't know / No particular reasons  
• It’s the way I trained / got an opportunity  
• Other (Please state) 

22. Is it important that the training you provide leads to a formal qualification?  
23. When deciding on which training to provide, what sort of training do you usually prefer? 

(Please tick ALL that apply) 
• On-site  
• Off-site  
• Short  
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• Flexible programme  
• Distance learning / IT based 
• Full-time  
• Part-time  
• Depends on the training  
• Don't know  

24. Does your establishment usually provide the teaching or training internally within the 
company or through an external provider?  
(Please tick ONE box only) 

• Internally within the company  
• Through an external provider 
• Mix between internal and external providers  
• Don't know 

25. What type of external training providers do you use?  
(Please tick ALL that apply) 

• Universities  
• Further education colleges  
• External consultants  
• Private training providers  
• Other (Please state)  

26. Do you fund all your employee training internally? 
27. Are you able to access Government funding to support your training?  
28. What are the main reasons why you don't engage in internal training?  
 (Please tick up to THREE boxes) 

• All staff are fully trained  
• We prefer to recruit fully trained / fully qualified recruits  
• Not worth the investment of my time and money 
• We don't (the job doesn't) require staff to be that highly skilled  
• When we train staff they tend to leave the company 
• Don't know / No particular reasons  

29. What would encourage you to work with universities, further education institutions and other 
providers on developing your employees?  

 (Please tick ALL that apply) 
• If it was relevant or would have an impact to my business  
• Cost effective courses  
• Courses delivered locally, e.g. at my local college  
• Courses delivered on-site 
• Courses delivered by distance learning / IT based  
• Dealing with someone who speaks my language 
• Not interested in developing higher level skills  

30. Would you be willing to take part in further consultation work that will help us to improve 
Universities and Industry collaboration?  
(Please tick ONE box only) 
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 ANNEX 3 

Facts finding CASE STUDY 

(1) Background / The Problem 

1. What are the main economic drivers for your organisation? 
2. Have you identified any “skills gaps” in your workforce? 

  - Please identify and describe a realistic example situation. 
3. How do you monitor and manage skills gaps? 

  - ...Or do you notice these gaps while already losing resources? 
4. Why did you chose WBL as a strategy to address the mentioned gaps? (.... and not any other 

training opportunity?) 
5. Has your company ever worked with  

a. HEIs 
b. External training Companies 
c. Consultants  
d. Internal trainers (HR etc.) 

  - or better, whit which of these you had positive experience?  
6. How did you evaluate the cooperation in terms of costs/benefits? 

(2) The ACTION 

Please, identify and describe a realistic example situation 

7. What/when/where/for/by whom/costs/training techniques(methods)/dynamics/etc. 

(3) The CHALLENGES and how they were met 

8. If you didn’t tick some of the above which of them would you like to include in your strategy? 
a. Staff Development (no quals e.g. H&S) 
b. CPD  
c. Training -  
d. Accreditation / Qualifications 
e. Skills acquisition  
f. Career progression 
g. Any others 

9. Do you measure individual employee performance? 
  - If yes, how do you measure it? 

(4) Results 

i. Qualitative 

a. Tangibles (e.g. output, timekeeping, attendance). 
b. Intangibles (enthusiasm, motivation, effectiveness). 
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ii. Quantitative 

(5) Beyond the results 

10. Are the results achieved sustainable? 
11. Are the results achieved satisfactory? 
12. Needs 
13. Do you have a formal method for measuring EP? 

 If yes  - how? 
14. Do you have a informal method for measuring EP? 
  If yes  - how? 
15. Are you confident that your performance measurement system is measuring all the right things? 
16. If not – what aspects would you improve? 
17. Does the individual have a programme / targets for development? 
  - Does this include tangibles 
  - Intangibles 
  - How are these measured? 

(6) Lessons learned 

18. A successful WD strategy would “add value” to employee usefulness. How would you define “added 
value” in the case of your employees? 
19. Does the strategy employee by your company succeed in delivering “added value”? 

 

<<<  Any other business >>> 

 

THANK YOU FOR YOUR COOPERATION 

 


